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EXECUTIVE SUMMARY

This paper reports on the findings of the evaluation and monitoring strategy that focused on policy
reforms for Domestic Purposes Benefit (DPB) and Widows Benefit (WB) recipients, effective from 1
February 1999. Increased participation in employment was the primary means by which the reform
objectives were to be achieved.

The reforms involved changes to reciprocal obligations, facilitative assistance, abatement rules, financial
incentives and childcare subsidies.! The reforms had the following objectives:

» increase beneficiary participation in the labour market (aiming for sustained employment and
increased income)

+ reduce long-term benefit receipt

+ reduce the number of children raised in long-term benefit-dependent families

« reduce fiscal costs over time.

The evaluation and monitoring strategy, as requested by the Government, was established at the end of
1998 to evaluate the effect of the reforms on sole parents and their families. Information collected from a
number of inter-related projects in the strategy has been used to assess the impact of the policy reforms
and to improve policy and delivery over time. The Department of Labour (DOL) and the Ministry of
Social Development (MSD)? were jointly responsible for the evaluation and monitoring strategy.

i

Context
The evaluation and monitoring strategy took place at a time when:

+ there were other policy changes affecting DPB and WB recipients (e.g. Family Tax Credits, Benefit
Fraud Campaign, the introduction of the Community Wage) o

+ there was considerable disruption to the agency responsible for delivering benefits and services to
DPB and WB recipients. The creation of the Department of Work and Income (DWI) on 1 October
1998 brought together the former New Zealand Employment Service, the Income Support Service and
the Community Employment Group

+ the unemployment rate was falling steadily (as employment growth has been stronger than labour
force growth)

+ the long-term trend of increased female labour force participation continued. Over the past two years,
female full-time employment growth has been stronger than that for males, while male part-time
employment growth has been higher than that for females.

Findings

1. The DPB and WB populations

Eighty percent of DPB recipients are aged between 20 and 40. The majority (85%) had responsibility for
one or two dependent children.

! Refer to Table 1 in the main body of the report for information on each aspect of the reform package.

% The Ministry of Social Policy and the Department of Work and Income were separate agencies at the beginning of the
evaluation and moritoring strategy in October 1998 but on 1 October 2001 they merged to become the Ministry of Social
Development. ’
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Decline in numbers of DPB and WB recipients

There has been a steady decrease in numbers receiving the DPB and WB. For DPB recipients the trend
has been evident since January 1998, and for WB recipients, since February 1999, By April 2001, there
were 105,099 DPB recipients (a decline from 113,319 in January 1998) and 9,018 WB recipients (a
decline from a peak of 9,492 in February 1999).

Ma&ori over-represented amongst DPB and WB recipients

Maori were over-represented amongst DPB (33%) and WB (20%) recipients in relation to their proportion
of the New Zealand adult population {13%). Pacific Peoples, to 2 lesser extent, were also over-represented
amongst both DPB (8%) and WB (7%) recipients compared to the percentage found in the New Zealand
adult population (5%).

DPB and WB recipients were distinct groups

The distinctness of the DPB and WB populations raises questions about the appropriateness of subjecting
the two groups to the same policies. For example:

» the DPB population was considerably larger than the WB population

e the average age of DPB recipients was 32 compared with an average age of 52 for WB recipients

¢ almost all DPB recipients (96%) had at least one dependent child compared with only 27% of WB
recipients. Most DPB recipients {87%) had a youngest child aged under 14, Consequently, slightly
under half of all DPB recipients (45%) compared to almost all WB recipients {95%) were subject to
either a full-time or a part-time work test

» few DPB recipients (8%) had their reciprocal obligation waived compared with 53% WB recipients,
mainly on the basis of age (55+)

* WB recipients were more likely to have been in receipt of a benefit for five or more years whereas
DPB recipients were relatively evenly spread across the duration bands.

Different strategies and policies may, therefore, be required to meet the needs of WB recipients, especially

those close to retirement age.

2. DPB and WB recipients highiy work motivated

The research found that the DPB and WB recipient population had a high level of previous work history
and was generally highly work motivated. Between 20% and 30% declared carnings whilst in receipt of
the benefit over the period of evaluation.” The evaluation and monitoring strategy research also found that
DPB and WB recipients were likely to move into work if they found suitable employment. The
Qualitative Quicomes Study indicated that sole parents tended to become DPB recipients only as a last
resort.

3. Application of the reciprocal obligation rules and assistance to sole parents

A key finding of the evaluation was that several aspects of the DPB and WB reforms were inconsistently
administered. For policies of this nature to be administered as intended, the evaluation suggests the
following need to oceur: N

» consideration of the context in which the policy will be implemented (e.g. existing workloads of Case
Managers, other changes affecting the delivery agency)

¢ the policy being operationally feasible and able to be clearly translated from the policy agencies
through the operational agency and on to the benefit recipient

¢ sufficient time and resources allowed to implement new programmes and policies

» clear communication of the changes affecting benefit recipients through a variety of sources so that
recipients are aware of the changes and how they are affected.

The evaluation work showed the 1999 reforms were hindered by a number of factors including”the
complexity of the policy, major organisational reforms occurring within the agency responsible for the

? Administrative data, which included declared earnings, was collected over the period from June 1986 to April 2001.
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roll-out of the changes, restricted and difficult time frames, and varied application of delivery of the
changes. As a result if is difficult to confidently attribute outcomes to specific policy changes.

More specifically with regard to the reciprocal obligations:

e several of the evaluation projects found that awareness of the reforms was greatest among sole parent
beneficiaries subject to the requirement to find full-time work, those who had been on the benefit for
longer, and Pakehd/Other respondents. This suggests the methods of informing recipients of their
work test obligations were less effective for some groups. It was noted that letters were not an
effective means of communicating with all clients, especially M3ori and Pacific clients.

e (Case Managers interviewed said they put most emphasis into working with the full-time work tested
group. Case Managers interviewed said that they spent minimal fime discussing work preparation
options with clients in the non-work tested group® uniess the client specifically requested fraining or
employment assistance. Some sole parent beneficiaries in the Qualitative Outcomes Study reported
either never having had an annual planning interview or that the interview was very brief. The survey
of sole parents who left the benefit for employment found that sole parents in the non-work tested
group were least likely to be aware of what the reforms had required of them. The process evaluation
stated that high caseloads (e.g. 220 to 280 clients)® and the fact no employment outcome is required
from the non-work tested group contributed to staff rationalising the time they spent with clients in
this way.

The evaluation also found inconsistent application of many of the assistance measures introduced to assist
sole parents to enter and remain in employment. There was low awareness amongst some staff
interviewed of many of the assistance measures introduced to assist sole parents to enter and remain in

employment.

The evaluation findings suggest that sole parents were not always aware of the assistance they may be
eligible for or entitled to when they leave the benefit.® Interviews with Case Managers along with DPB
and WB recipients revealed that recipients were not informed of the measures in a consistent manner by
Case Managers. Rather than explain the full range of available assistance measures (including the benefit
reform package of measures) most Case Managers interviewed proffer the information they feel is
relevant to the client and place the onus on clients to make contact with them should they encounter any
difficulties.

Considerable implementation issues meant that the Out of School Care and Recreation (OSCAR)
subsidy,” OSCAR Development Assistance (OSCAR DA)} did not operate as intended’ As a
consequence, access to and supply of childcare did not expand to the level anticipated. There were a
number of reasons for this including difficulties with computer payment systems, implementation
occurring within 2 period of major restructuring for DWI, lack of staff training, problems with recruitment
of providers and confracting of services, and deficiencies in funding (e.g. funding was not sufficient for
the OSCAR subsidy).

The Post-Placement Support (PPS) pilot' did not operate as intended due to z range of factor, for
example: '

» insufficient resources to provide the PPS service

4 They were required to meet with their Case Manager annually to discuss steps to prepare them for work.

> DWI Head Office reported that Case Managers had, on average, 195 cases as at August 2001, Interviews with Case Managers
for DPB and WB evaluation and monitoring strategy were conducted in July 2001.

¢ As part of the reforms a range of measures was implemented to provide financial incentives or address disincentives for sole
parents to enter employment {refer to Table 1 in the main body of the report). Sole parents also became eligible for the full range
of employment prograrmmes and assistance available to other job seekers.

7 The QOSCAR subsidy increased assistance for before- and after-school as well as holiday care for low-income parents/caregivers
with eligible children. Refer to Table 1 in the main body of the report for more information.

8 Development assistance funding ($3.15 million) was to be invested over a two-year period from 1 February 1999 to generate a
sustained and accessible set of OSCAR providers and services in disadvantaged comrmmities.

° pwi reported they have put considerable effort into resolving these issues since the OSCAR subsidy and OSCAR DA were
introduced.

°PPS wasa pilot programme designed to support sole parents who had left the benefit to remain in employment.
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+ difficulties with identifying clients who met the eligibility criteria to participate in PPS and in making
contact with clients to invite them to participate in PPS

o difficulties with encouraging people who were no longer clients of DWI to remain in contact in order
to receive PPS.

The inconsistent administration of assistance measures, leading to their uneven usage and availability to
sole parents, is likely to have reduced their effectiveness in mediating barriers to sole parents entering and
sustaining employment,

4, Outcomes for sole parents and their families following the February 1999 reforms

There was an increase in the number of sole parents moving off the benefit following the February 1955
changes.

Overall, an analysis of administrative data shows that the proportion of sole parents being off the benefit
after February 1999 increased. The size of the increase was greatest for those with 2 youngest child aged
14 or over at entry. However, the increase in non-receipt was also pronounced for those with younger
children not targeted by the full-time work test {i.e. those subject to the part-time work test or to no work
test). The reforms may have had a signalling effect, which led to wider than expected changes in full-time
employment propensities. General improvements in employment conditions and other policy changes
{e.g. changes in abatement rates) may have caused some of the shift. It is not possible to isolate with
certainty the respective impacts of the 1999 reforms and these wider changes (Ball and Wilson, 2000).

This finding from the administrative data analysis was consistent with the results from the survey of sole
parents who left the benefit for employment, which indicated that sole parents with a youngest child aged
14 or over were most likely to report the reforms had had some impact. It was also consistent with the
finding that staff placed greater emphasis on the full-time work tested groups.

DWI administrative data indicates that smce 1996, involvement in part-time work increased from
approximately one-quarter to one-third amongst DPB recipients with a youngest child aged 7 to 13 and
14+ years. There does not, however, appear to have been a significant increase in part-time employment
participation directly attributable to the February 1999 changes. '

Most of those who moved into employment and off the benefit reported that they were better off
financially, even though in some cases those gains took time to accrue.

The survey of sole parents who left the benefit for employment” found that half of all respondents
currently in employment (51%) receive an average weekly income of between $301 and $500 after tax
and after repayments of student loans and DWI advances. The survey revealed there were no significant
differences in income earned by ethnicity of the respondent.

1t should be noted, however, that:

* some who moved off the benefit and into employment were still on low incomes. Just over a third of
respondents (34%) in the survey of sole parents who left the benefit for employment stated that they
were currently receiving some form of financial support from the DWI'

¢ the financial benefits of part-time employment appear limited. Those who moved into part-time work
tended to have lower average hourly rates of pay than those who moved into full-time work. Part-time
workers noted that the start-up and on-going costs of work, as well as loss of income due to debt or
abatements, made part-time work only of marginal financial value.

There appear to be two key factors affecting the extent to which sole parents' gain financially from
moving into work. These were:

» the costs of entering employment. Childeare was a key cost for sole parents in employment

" Most respondents in the survey of scle parents who [eft the benefit for employment {86%) were working more than 30 hours
per week - that is, in full-time employment.

iz Non-beneficiary assistance such as the Accommodation Supplement and Disability Allowance are targeted at low-income
eamers.

. ————
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e the level of debt sole parents incurred prior to employment. In the survey of sole parents who left the
benefit for employment, 18% stated that more than 25% of their income after tax and DWI
repayments was currently used for other types of debt repayment (e.g. credit cards, bank loans, but
excluding mortgages and child maintenance). Miori were more likely to report higher levels of debt.
Of concern was the finding that there was little awareness amongst staff interviewed of the $1-day
debt freeze once sole parents exit the benefit.

Sole parents' movement into employment and off the benefit does appear to be beneficial for many
children and families but their circumstances were fragile and their resources to deal with changes were
limited.

In the survey of sole parents who moved off the benefit and into employment, 60% of respondents
reported that the overall effect on their families of their obtaining paid work was positive or very positive,
with only 4% describing the overall effect as negative or very negative.

However, those in employment, especially those in full-time employment, were continnally seeking to
manage the tension and requirements of home and employment, and recognised that the costs of paid
work may exceed the benefits. Their circumstances were fragile and their resources to deal with changes
{(e.g. failure in childcare, health issues, job changes) in these circumstances were limited. Concern that
their children’s emotional, social and educational well-being was suffering, along with insufficient income
to care for their children, was a key reason why people applied for, stayed on, and returned to the benefit.

5. There were significant barriers that worked against sole parents’ entering and
retaining employment

Sole parents entering employment faced many of the same issues as other job seekers (e.g. availability of
employment, low skills and qualifications, limited or poor previous work experience, length of time on
the benefit). Moreover, like many parents in paid work, they were also more affected than two parent
families by the number, age and health of their children, access to childcare and the availability of
ernployment that provided sufficient income and allowed them to meet their childcare obligations. Sole
parents, however, are unique in that they face these issues alone.

Sole parents had difficulty accessing childcare that was accessible, affordable, and of 2 high quality.

Access to childcare was cited as a crucial factor in sole parents’ decision to enter and stay in employment,
education or training. Access to, and affordability of, childcare were repeatedly cited as primary issues
impacting on the sustainability of paid employment for those with a youngest child under 14, Childcare
was also an issue for some sole parents with older children, who felt that even at 14 or older their children
required adult supervision.

The OSCAR subsidy to parents and the development assistance to OSCAR providers were established to
increase access to, and the availability of, before-school, after-school and holiday care to low-income
parents. These initiatives have had limited success. The take-up of the OSCAR subsidy during the first
year of operation was considerably lower than that envisaged, mainly due to implementation issues.
However, OSCAR services were considered valuable to those who used them:

+ over 2 third of the parent respondents to the OSCAR parent survey reported that they did not use
OSCAR services prior to taking up the OSCAR subsidy

* OSCAR does appear t0 be associated with increased participation in employment and education and
fraining {e.g. participants were able to extend their hours)

* the OSCAR subsidy does increase affordability of childcare although affordability still remains a
problem.

Those OSCAR providers receiving Development Assistance (DA) had considerable difficulties
establishing an adequate and stable funding base for their OSCAR services. Bowever, it must be
recognised that those barriers to viability were not restricted to DA providers. This has implications for
the future viability of childcare providers in low-income areas in particular.
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The results of the evaluation indicate there is value for government in investing in and supporting
childcare to assist sole parents to enter and remain in employment. There is a need to address issues such
as the affordability of services and the sustainability of providers in low-income areas, whether through
existing programumes or alternative options.

There were issues with the nature of employment available to, and obtained by, sole parents ¢.g. flexibility
of working hours, lack of certainty, casualisation.

Sole parents were more likely to move into employment if they found suitable employment. Suitable
employment for sole parents appears to be employment that provides hours that allow them to manage
their family responsibilities, covers additional costs associated with employment and provides medium-
term to long-term certainty.

Unlike those in full-time work, those in part-time work tended to retain their DPB and WB. As a
consequence, they were less concemed with the risk that entry to paid employment might mean for a
sustained income. Certainty of income was particularly important to sole parents because of their
childcare responsibilities and often limited or non-existent income from other sources {¢e.g. child support).

The survey of sole parents who left the benefit for employment found that:

s approximately a quarter of respondents were working non-standard hours (e.g. shift work (14%),
evening or night work (9%), working on-call(4%)). While comparisons are difficult, the involvement
of sole parents in evening work appears to be higher than that for the total New Zealand working
population (1.3%). This raises questions about work availability of sustainable employment for sole
parents

+ just under a quarter of respondents were in casual or temporary jobs. This has implications for DPB
and WB recipients moving on and off the benefit (e.g. ease of return to benefit when work ceases). As
mentioned earlier, certainty of income was particularly important for sole parents .

s the availability of suitable employment was important in enabling sole parents to enter employment
and to stay in employment.

6. Factors that assist in mediating the barriers that work against sole parents'.entering
and refaining empioyment

Post-school qualifications help to move people beyond low-paid work, which was often unsustainable.

Low-paid work can create financial disincentives or outweigh the benefits of employment. The results
from the evaluations indicated those with no qualifications or secondary school qualifications were more
likely to be earning low incomes.

There were indications that in terms of finding employment certain types of education and training were
more useful than other types. In the survey of those who left the benefit for employment, 51% had a
certificate or diploma (e.g. polytechnic), teaching qualification, or a university degree.”” More than half of
all respondents had undertaken some form of work-related education or training prior to coming off the
DPRB with courses provided through technical institutes and polytechnics being most popular, followed by
university-based courses. Most survey respondents who undertook education and training prior to coming
off the DPRB stated it helped them get a job or a better job than they otherwise would have. Teachers
College training, university courses and TOPs training were considered most useful in these respects.

The main barrier to sole parents' participating in education and training was the cost of courses, along
with transportation and childcare. Some had taken out student loans but many were fearful of getting into
debt as they were concemed future earnings would not cover repayments.

PIn interpreting these results, it is important to note that no reference period was given fo respendents within which they had to
have completed their training prior te coming off the DPB — for example, a respondent who had been on the DPB for 15 years
could have completed their training and education 14 years prior to moving into work.
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Assistance measures infroduced under the reforms could mediate some of the barriers to entering into and
retaining employment.

Under the reforms, measures were introduced which were intended to provide financial incentives, or
address disincentives, for sole parents to work (e.g. increased assistance during the initial transition to
work; changes to the Child Support Act to allow access to the payment record of non-custodial parents;
and increased childcare assistance). Sole parent beneficiaries also became eligible for the full range of
employment programmes and assistance available to other job seekers.

The number of sole parents participating in DWI employment programmes did increase, albeit from a
small base. However, the inconsistent administration of the measures (reported by Case Managers
interviewed and experienced by sole parents interviewed) meant that sole parents often did not know
about or had difficulty accessing the range of new assistance measures envisaged in the policy. It also
meant that it was not possible to assess how successful the measures could be in mediating the bartiers to
sole parents’ entering and staying in employment.

Assistance measures provided by DWI need to be effectively communicated to front-iine staff and fo
recipients, adequately resourced (including resourcing delivery) and consistently applied in order to be
effective in mediating barriers to employment for sole parents.

Conclusions and implications

The evaluation and monitoring strategy found that sole parents were generally highly motivated to enter
and stay in employment when that employment was suitable. There was also evidence to suggest that
reforms have helped create the expectation that, where possible, sole parents should be in employment
once their child(ren) are over the age of six.

Those that did move into employment and off the benefit were more likely to report that they were better
off financizlly, even though in some cases those advantages took time to accrue.

Economic conditions impact on the availability of employment for sole parent job seekers. However, the
findings suggest a number of implications for policies affecting sole parents' entry to, and retention of,

employment.

For the successful implementation and on-going operation of future policy initiatives affecting DPB and
WB recipients the following should occur:
¢ there must be a strong focus on the operational feasibility of new policy when it is being developed

e the policy must be able to be clearly translated from the policy agencies through the operational
agency to DPB and WB recipients

» there must be sufficient resourcing to enable full and stable implementation and on-going operation.

For facilitation of entry into employment, key areas to consider are:

s access to childeare that is affordable and available at the times and locations required by sole parents

s sole parents' acquiring post-school education and training as this assists them to move beyond low-
paid jobs that are often not sustainable. This implics a continued need to encourage sole parents to
participate in education and training, However, there is also a need to befter understand what type of
education and training is most important in sole parents’ accessing employment

¢ practices that are tailored to meet the needs of Maori and Pacific Peoples

¢ developing a better understanding of the availability of employment regionally along with the extent
to which there is a mismatch between the jobs available and sole parent job seekers.

For the retention of employment by sole parents, key areas to consider are:

» childcare {as mentioned above)
e access to transitional financial support for sole parents on moving into employment

¢ access to on-going support from DWI (e.g. supplementary benefits, other types of grants) to assist
sole parents o maintain stability of income
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e clear communication to sole parents of their entittements, and between agencies providing support to
sole parents in employment (e.g. IRD and DWT} to assist in reducing the level of debt some sole
parents face.

The evaluation indicated there might be some negative effects for children of sole parents moving into
employment. Further information is required on the extent to which:

* concerns about the welfare of children aged 14+ were preventing sole parents from moving into
employment
» children under 14 years are being left at home alone while sole parents are in employment.

-
My
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1. Introduction

This paper reports on the findings of the evaluation and moniton'ng strategy focused on the reforms to the
Domestic Purposes Benefit (DPB)" and Widows Benefit (WB)."” The reforms came into effect from 1
February 1999 and the evaluation and monitoring strategy was established at the end of 1998 to evaluate
them. The reforms involved changes to reciprocal obligations, facilitative assistance, abatement rules,
financial incentives and childcare subsidies (CAB (97) M42/16 refers).

The evaluation and monitoring strategy sought to:

e assess the impact of the DPB and WB reforms for individual DPB and WB recipients, and for
children within sole parent households

s monitor changes in indicators relevant to the DPB reform objectives

e assess how the DPB reforms were implemented.

This information was used to assess the impact or otherwise of the policy reforms {particularly against the
intended policy outcomes) and to improve policy and delivery over time.

1.1 Structure of this report

The remainder of this report is structured as follows:

s Section ! briefly outlines the background to, and objectives of, the DPB and WB reforms and DPB
and WB evaluation and monitoring strategy. It also provides contextual information on policy
changes affecting DPB and WB recipients along with information on recent changes in the New
Zealand labour market

o Section 2 outlines the methodology
e Section 3 provides a description of the DPB and WB recipient populations

» Section 4 provides an insight into the implementation of the reciprocal obligations and assistance
provided to sole parents as part of the DPB and WB reforms

» Section 5 explores the dynamics associated with sole parents' entry into employment

e Section 6 examines the outcomes for sole parents and their families following the DPB and WB
reforms

+ Section 7 examines the sustainability and retention of employment by sole parents

e Section 8 examines outcomes for children and families following the reforms

e Section 9 examines the impact of the reciprocal obligations on the behaviour of DPB and WB
recipients

» Section 10 draws together some implications arising from the findings of the DPB/WB evaluation and
monitoring strategy

o Section 11 References.

' The DPB, when introduced in 1973, provided financial assistance for all categories of non-widowed sole mothers, separated or
divorced men and widowed sole fathers, Coverage was also extended to older women without children (whose past caring
responsibilities reduced their ability to support themselves in paid work); and people providing care to other dependants {who
would otherwise be institutionalised). The rationale for providing statutory income support was the recognition that the loss or
absence of a husband's support, or generally in the case of sole fathers the absence of semeone to care for their children, placed
sole parent families at risk of poverty (Goodger, 1998). The aim of the DPB policy was to provide an adequate level of income
that would enable parents to provide full-time care for their children.

15 The initial widow's benefit was introduced in 1911. There have been a number of changes to pelicies affecting widows over the
years. Refer to Table 2: Chronology of DFB and WB pelicy changes and the evaluation fimeline - 1911 to October 2001.
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1.2 Objectives of the DPB and WB reforms

Cabinet agreed to a package of changes to policy for DPB and WB‘ recipients (effective from 1 February
1999} which had the following objectives:

¢ increased beneficiary participation in the labour market (iming for sustained employment and
mereased income)

s reduced long-term benefit receipt

» reduced number of children raised in long-term benefit-dependent families

» reduction in costs over time.'®

The reform package consists of several different elements, namely changes to reciprocal obligations,
facilitative assistance, financial incentives and childcare subsidies. These are summarised in (Table 1).

Tabie 1: Summary of the DPE and WB reform package

Changes Description
Changes to reciprocal Set up an expectafion of a retum fo work by having: when the youngest child is aged 0
obligation rules 5 - an annual work preparation inferview, when 56 - involvement in one empioyment

preparation activity, when 7-13 - a fest for pari-time work, and 14 and over {or no
children} - a full-time work test

Alignment of abatement'” and | Those eligible for the full-tme work test will now also face the full-ime abatement
work testing rules regime

Increased funding for To a) cope with increased demand*®® for existing support (e.g9. case management and
facilitative measures job search assistance), and b} for new initiatives (e.g. a post-ptacement support pilot,
and enhanced assisted job search measures)

Measures which provide During the inifial transition to work - access to an employment transition grant {tc cover
financial incentives, or address | any loss of income due to lack of paid sick leave during the first 6 months), and a 91-
disincentives, for sole parents | day period (after cancellation/suspenston of benefif) where debt repayment is frozen

to work
Changes to the Child Support Act fo allow access to the payment record of non-

custodial parents (alerting custodial parents to the potential amount they could receive
directly once off benefit)

Increased childcare assistance e.g. a cash subsidy {up fo $1.80 per hour for ¢children
aged 5-13 attending an approved out-of-school care {OSCAR) programme) and
establishment of funding for out-of-schoo! care services in low-income communities

These measures extended the Government's expectations of sole parents' return to work. The changes
were motivated by long-standing concerns about the rising number of sole parents and children dependent
on the DPB; the rising fiscal burden of benefit provision; and the incentive effects of the benefit system
on sole parents’ levels of employment.

The changes reinforced messages that taking part in paid work underpins economic independence and that
work expectations and income support obligations should be linked to a person's capacity and ability to
worKk.

These changes were consistent with the general direction of changes to welfare policy in the 1990s. The
Employment Taskforce (ETF) was set up in 1994 to generate comprehensive proposals to “ensure every
New Zealander has the opportunity to be in paid work” (Prime Ministerial Task Force on Employment,
1994a), As a resulf there were significant changes affecting sole parents receiving social security benefits.
These changes included the introduction of a dual abatement regime (effective 1 July 1996) and .2

It was not possible to examine long-term impacts or changes in costs to government over time. Refer to section 2 Methodology.

7 Abatement is the reduction of the amount of money that a benefit client receives in their core benefit when they are earning
additional income.

% The new reciprocal obligations are anticipated 1o increase the job seeker register by approximately 16%.
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reciprocal obligations policy (effective 1 April 1997). Throughout the 1990s, changes to welfare policy
were designed to reduce the level of long-term benefit dependency through making employment more
attractive to DPB and WB recipients, while retaining an incentive for those with a higher earning capacity
to move off the benefit entirely. While some of the changes were aimed at encouraging beneficiaries into
employment, some had a more punitive focus than others did (e.g. Family Tax credits compared to the
Benefit Fraud Campaign).

There were also wider policy and structural changes likely to impact on DPB and WB recipients
including; ,

e the establishment of the new agency - Department of Work and Income (DWTI), delivering income
support and employment services to 21l working age benefit recipients, which came into effect on 1
October 1998

+ the introduction of the Community Wage - with explicit work test obligations and sanctions for
benefit recipients (including DPB and WB recipients with school age children) - which also came into
effect on 1 October 1958

« the trial payment of the OSCAR subsidies to consumers, rather than providers, over the 1-year period
(1 February 1999 - 1 February 2000).

Table 2 briefly outlines the history of policy changes affecting the DPB and WB populations from 1911 to
October 2001.
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Table 2: Chronology of DPB and WB pollcy changes and the evaluation timeline - 1511 to October
2001

Date Pollcy Change

1941 The Widow's Pension Act provides for the payment of a benefit, based on the number of children
aged under 14 supporiad by the widow. lHlegitimate, adopted children and those bom out of New
Zsaland were excluded. A widow receiving a pension in 1911 had to be of good character. "Aliens”
—that is Chinese and “other Asiatics" — were excluded from the provisions

1915 The War Pensions Act 1915 institules a pension for the wives and children of soldiers who had died
in WW1. By this tme there were four different pensions avallable for widows in different
circumstances. Widows were categorised according o the "degree of sacrifice made by their
husbands" {Beaglehole, 1993:25}

1938 The Social Securify Act 1938 grants a widow's benefit for the first time to widows whose children
were nc longer dependent, as welt as to widows who had never had children. Special niles were
put in place regarding provisions for Maor! widows. Those whe had traditional rights to land were
either declined the pension or received it at a lower rate {Beaglehole, 1993}. In the years foliowing
the Social Security Act 1938, widows with children were entiled to higher rates ¢f income
exemption than other beneficiaries

1973 The DPB, is introduced, providing financial assisiance for ail categories of non-widowed sole
mothers, separated or divorced men and widowed sole fathers™®

1987 The WB is extended to women whose de facto husbands had died

Apr 1981 The rate of the WB is reduced by 17%, with the majority of benefit rates being adjusted downwards

Oct 1995 Govemment's response to the Employment Task Force {ETF) is announced
Compass™ programme is extended nationwide

Apr 1896 National roll-out of customised service and activily agreements begins

May 1856 Govermment's response to the Employment Task Force is passed info law

Jun 1896 Beginning point for collection of administrative data for the evaluation and monitoring strategy

Jul 1886 Dual abatement regime takes effect - a more generous benefit abatement regime for DPB and WB

recipients was introduced which allowed for & greater share of eamings fo be refained by
beneficiaries before benefits were reduced {effective 1 July 1936}. The July 19886 abatement
changes were intended to increase part-ime participation in the labour market by DPB and WB
recipients by pushing the abatement-free ceiling up to $80/wesk, and abating only income over
$180 at more than 30 cents in the dollar®’

independent Family Tax Credit is introduced

Rates of Family Suppori are increased

First round of tax cuts takes effect

Secondary ax rate applying fo eamings on top of benefit is reduced

Apr 1997 Empioyment Task Force reciprocal obligations are rolled cul DPB and WB recipients whose
youngest child was aged 14 years or over, were required to underiake part-time (at least 15 hours
per week) paid employment or training as a condition of receiving those benefits

1 Coverage was also extended to older women without children (whose past caring responsibilities reduced their ability to
support themselves in paid work); and people providing care to other dependants (who would otherwise be institutionalised). The
rationale for providing statutory income support was the recognition that the loss or absence of a husband's support, or generally
in the case of sele fathers the absence of someone to care for their children, placed sole parent families at risk of poverty
{Goodger, 1998). The aim of the DPB policy was to provide an adequate level of income that would enable parents to provide
full-time care for their children.

% Compass assists sole parent beneficiaries to take steps towards employability in workforce participation by providing them with
individual career counselling and help to access childcare, education, training and employment opportunities. Those eligible are
sole parents in receipt of the DPB or the Widows Benefit, particularly those who have been on the benefit for 1+ years and whose
oldest child is 7+ years cld.

21 1t should be noted that the easing of the abatement rates for DPB and WB recipients created additional incentives to be on these
benefits compared to CW-JS.
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Table 2 (Continued)

Date Policy Change

Jut 1887 The level of Independent Family Tax Credit is increased
Further increases fo rates of Family Support take effect

Aug 1857 The Compass programme is in place nationally and the number of places available begins to be
increased o 16,000

Jan 1998 Rates of Family Support for dependent children aged 16-18 are increased

Apr 1998 The roll-cut of ETF reciprocal obligations is completed

Apr—Jun 1998 IS runs an adverlising campaign targeting benefit fraud

May 1898 DPB Review changes were announced as part of the Budget and passed into law soon after

Jul 1838 Further tax cuts take effect

TGGATag8. {108 s VB el and monoing shlsay beis . 5 BT R

Oct 1998 DW! is formed
Changes fo the Training Incentive Allowance are announced z
The Community Wage is infroduced - with explicit work fest obligations and sanctions for benefit
recipients {including DPB and WB reciplents with school age children} which also came info effect
on 1 October 1998

Jan 1999 Changes to the Training incentive Allowance come into effect

Feb 1999 DPB Review changes iake effect. Further changes to reciprocal obligations begin o be rolied out

IRD runs an advertising campaign to raise awareness of independent Family Tax Credit and Family
Support amaong low-income working famifies

The trial payment of the OSCAR subsidies to consumers, rather than providers, takes place over
the 1-year period {1 February 1998 - 1 February 2000}

PPS szot commences in4 reg;ons South Auckland Hawke 5 Bay, Wel!mgton and Chnstchurd)
Quahtative outcomes fieldwork is undertaien Py i

"-ur.ll,. ;"_-' i'\--.hel-t!']"‘ii W A L -,:-- RN

Cabinet directs officials fo review the employment-related cbfigations of DPB and WB rec:plents
and of spouses of beneficiaries

PPS quahtahve mtemews wnh parhmpants and prov:ders ae _oonducted )
OSCAR quaf itative lniamews wulh pn:mders and parenbs are oonducied R T

Process eva[uat[on is underiaken
.| DPB and WB eva[uahon and momtormg strategy is aompleted

In 2000, further policy review work was initiated on the employment-related obligations of recipients of
DPB and WB and of spouses of beneficiaries. Interim findings from the present evaluation and

monitoring strategy were a source of information for this policy review.,

1.3 Evaluation and monitoring strategy objectives

Information collected in this evaluation and monitoring strategy has been used to assess the impact or
otherwige of the policy reforms (particularly against the intended policy outcomes) and to improve policy

# From 1 January 2000 all people who qualify for the TLA were entitled to receive up to & maximum of $3,000 per vear to cover
fees, course costs, childcare and transport Between 1 January 1999 and [ January 2000 those entitled to the TIA were required to

fund 40% of their course fees and course costs either through a student loan or privately.
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and service delivery over time. The Department of Labour and the Ministry of Social Development® were
Jjointly responsible for the strategy.

The objectives of the evaluation and monitoring strategy were to describe any operational problems that
had arisen and/or improvements that had been made during the implementation of the benefit reforms and
to assess:

¢ the impacts of the DPB and WB reforms on outcomes for DPB and WB recipients

» the take-up of, and outcomes for, assistance measures and other incentives to DPB and WB recipients
» the outcomes and impacts of DPB and WB reforms for children in sole parent beneficiary families

¢ the extent to which the implementation of the reforms met policy and legislative requirements

+ the appropriateness of the menu of assistance available for DPB and WB recipients

* beneficiaries’ perceptions and experiences of the different elements of the DPB and WB reforms

s the impact of the DPB and WB reforms on costs to the Government over time**

* how well the intended policy objectives had been met (as an overarching objective).

In developing the evaluation objectives, a number of key assumptions were made about the underlying
reasons for carrying out the DPB and WB reforms. The following were assumed to underpin the
Govermnment's expectation that DPB and WB recipients move into paid work:

¢ the idea that work is a desirable social and financial good with important positive benefits for
individuals and families, including improved life outcomes for children when sole parents and their
families are no longer reliant on a benefit

¢ concerns about the numbers of sole parents and children dependent on the DPB and WB
e concerns about the increasing cost of benefit provision; and the incentive effects of the benefit system.

There were also assumptions about the benefits to DPB and WB recipients of moving into paid work. The
key assumption was that participation in paid work ultimately underpins economic independence and has
positive effects for individuals and families. Some benefits include increased income, reduced risk of
social isolation and exclusion, improved levels of confidence and self-esteemn, improved living standards
and improved life outcomes for children. The corollary to this is that living in a low-income family for an
extended period of time increases the risk of negative outcomes for children. There are conflicting views
on the degree to which income level influences outcomes, and what constitutes a low income.” However,
even the most conservative research findings show that a relationship between income and child outcomes
exists to some degree,

Other assumptions that influenced policies put in place were that:

* the policy of work testing DPB and WB recipients and the altered abatement regime would create an
expectation that income support was transitional and that DPB and WB recipients would move into
paid work when children reached school age. (A policy that allowed some sole parent beneficiaries to
be exempted from the work test requirements was recognition that not all sole parents would be able
to move into work once their youngest child reached a certain age.)

» suitable paid work is available for many DPB and WB recipients, and that most are capable of
undertzking some paid employment

e work expectations and obligations should be linked to an individual's capacity to work. Related to this
idea was the assumption that the sole parent beneficiary population is diverse, facing different types
of barriers to gaining paid employment (e.g. childcare, qualifications, recent work experience, and
regional labour market conditions). Based on this assumption, several approaches were made
available to assist DPB and WB recipients into employment.

2 The Ministry of Sccial Policy and the Department of Work and Income were separate agencies at the beginning of the
evaluation and menitoring strategy but on 1 October 2001 they merged to become the Ministry of Social Development.

24 Refer to section 2.2.2 Limitations of the evaluation and monitoring strategy.

B Some studies suggest that more than half the disadvantage experienced by children in sole parent families is the result of their
living on a low income {e.g. see McLanahan and Sendefur, 1994). At the other end of the scale, there is research that indicates
that while income is the major influence on outcomes for children up to the point where basic material needs are met, beyond that
point other factors become more important (e.g. see Mayer, 1957).
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2. Methodology

This section outlines the methodological approach adopted in the evaluation and monitoring strategy.

2,1 Mixed-method approach

This evaluation used a mixed-method approach to address the evaluation questions outlined in section 1.3
Evaluation and monitoring strategy objectives. This approach provided both the detail and the dynamics
of situations for DPB and WB recipients. Information was collected on the broader population of DPB
and WB recipients with dependent children® as well as their experience of specific programmes.

A number of inter-related projects were developed to address evaluation and monitoring strategy
objectives. The projects included:

¢ 2 shorter-term gualitative outcomes study

» anational survey of sole parents who left the benefit for employment

o 2 limited evaluation of the Post-Placement Support pilot® '

o evaluations of the OSCAR® subsidy and OSCAR DevelopmentiAssistance
e a limited evaluation of the implementation of the DPB and WB reforms

e an analysis of DWI administrative data.

The evaluation and monitoring strategy relied primarily on administrative data and focused short-term
research.

The inter-related projects reported on findings for respondents using the following key variables:

» ethnicity; The sub-groups were Miori, PAkehd/Other, and Pacific Peoples. It is important to note that
in the primary research Other refers to P2keh? and all other respondents not identifying as Méori or
Pacific Peoples. However, the analysis of administrative data distinguishes between Pikehi and all
other respondents not identifying as MZori or Pacific Peoples. The latter group is referred to as Other

s the age of the youngest dependent child: There were three sub-groups based on the age of the
youngest child: -6 years, 7-13 years, and 14 years and over. These groups were the same as those
used to define the reciprocal obligations that DPB and WB recipients are subject to. When the
youngest child is aged:

- 0-6 years DPB and WB recipients are required to participate in employment. Recipients with
a youngest child aged 0-5 years are required to undertake an annual work preparation
interview and when the youngest child is aged 5-6 years sole parent beneficiaries are
required to participate in one employment preparation activity

- 7-13 years DPB and WB recipients are subject to a test for part-time work

- 14 years and over (or no dependent children) DPB and WB recipients are subject to a full-
time work test. Note: sometimes the work test categories are used to describe the sub-groups

instead of age of youngest child (e.g. "the full-time work tested group" instead of "youngest
child aged 14 years and over"™)

26 Dependent children are defined zs those under the age of {8 years. Some DPB and WB recipients are not caring for dependent
children. They were not included in the evaluation. To get the DPB, a person needs to be a sole parent, or a caregiver of someone
sick or infirm, or an older woman living alone. A "sole parent” is defined as a parent of a child under 18 who lives with them, and
a client who is not living with the other parent or a partner, and a client who is 18 or over {or 16-17 if they were legally married).
A person who is "caring for semeone sick or infirm” is defined as a client over 16 and caring full-time for someone who would
otherwise need to be in hospital. This person can't be the client's partner or dependent child. The definition of "older woman
living alone” is a client who has "become alone™ after age 50 and after caring for children for at least 15 years, or caring full-time
for a sick relative for at least five years, or being supported by her partner for at least five years (but partner or client must have
lwed in New Zealand for some years).

7 PPS was & small pilot service to assist sole parents who are relinquishing their BPB to move into employment, by providing
thcm with an on-going support service to ease the transition.

2 OSCAR is an acronym for Out of School Care and Recreation.

L
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s benefit type: The evaluation focused on DPB and WB recipients with dependent children. A
distinction was made between DPB and WB recipients. The findings for WB recipients have been
reported on separately and not to the same level of detail as the findings for DPB recipients. This
approach was taken because:

- 'WB recipients make up only a small proportion of the sole parent beneficiary population

- the WB recipient population is very different to the DPB recipient population (refer to
section 3}

- the findings on the WB recipient population are primarily derived from administrative data
and a small number of interviews undertaken as part of the gualitative outcomes research.

2.1.1 Description of the projects
The table below provides a summary of the methods used in the projects.

Table 3: Methods of data collection

Projects Methods of data collection
Key in-depth Structured Focus Analysis  of | Liferaiure
stakeholder | interviews interviews groups | adminisiralive | review, review
intenviews dala of docurnents
Shorter-term  Qualifative v {mosfly
Outcomes Study face-fo-face
but  some
telephone)
National survey of sole v {tefephone}
parents who left the
benefit for employment
Evaluation of the Post- v v
Placement Support pilot
Evaluations of the |V v (face-to-face | &
OSCAR  subsidy and interviews; self-
03CAR  Development complete, postal
Asgsistance quesfionnaires)
Limited evaluation of the v
implementation of the
DPB and WB reforms
Monitoring reports s
Literature review v

Y

Refer to Appendix One for further information on the methods used in the evaluation and monitoring
strategy.

2.2 Strengths and limitations of the evaluation and monitoring strategy

2.2.1 Strengths of the evaluation and monitoring strategy

The strengths of the methodological approach adopted for this report were as follows.

Interagency evaluation team: The team working on the evaluation and monitoring strategy was drawn
from members of the evaluation teams in the Ministry of Social Development” and the Department of
Labour. This allowed for a range of perspectives on all aspects of the evaluations to be debated,
strengthening the quality of the evaluations contributing to the strategy.

? As of 1 October 2001, the Ministry of Social Policy and the Department of Work and Income became one agency - the
Ministry of Sacial Development.
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External advice and peer review: An international external evaluation expert’® was employed to assist
the interagency team, drawing out the key themes emerging from the various projects under the evaluation
and monitoring strategy and developing ideas on how best to report the data and structure the final report.
Dr David Turner” was also employed to review the final report.

Mixed-method approach: Through the mixed method approach a range of data sources was used to
address questions in the evaluation and monitoring strategy. This approach reduces the uncertainty of the
findings because, rather than relying on one source of data, findings are supported by a number of sources
of data.

Size of the study: The DPB and WB evaluation and monitoring strategy was one of the largest pieces of
New Zealand research looking at the DPB and WB populations. The strategy has attempted to look
comprehensively at the enfry into and retention of employment, along with the extent to which sole
parents were financially better off after entry into employment.

Longitudinal component: A strength of the qualitative outcome evaluation was that researchers went
back to the same respondents approximately one year after the first interview. This allowed the
researchers to examine the extent to which there had been changes in the circumstances of sole parents in
employment.

Use of external researchers: The evaluation and monitoring strategy used external researchers in a
number of the evaluations. This allowed the interagency team to utilise skills and resources that were not
available within the agencies. For example, the agencies did not have the resources (e.g. time and people)
to conduct a national survey of sole parent beneficianies who left the benefit for employment.

The use of external researchers also provided a degree of impartiality to the research process. While
respondents were told who the research was being conducted for, steps were taken so the agencies could
not identify individual respondents,

Richness of the data collected from difficult-to-reach populations: There were two aspects to this:

¢ Maiori and Pacific Peoples: Early on the importance of collecting data on MZori and Pacific sole
parent beneficiaries and ex-beneficiaries was recognised. All of the evaluations report findings by
ethnicity. Specific strategies were employed to ensure that data on M3ori and Pacific Peoples was
collected and analysed. For example:

- evaluation plans prescribed the collection of data by ethnicity

- M3Zori and Pacific populations were over-sampled to ensure there were sufficient respondents
to undertake meaningful analysis

- external researchers were employed with experience in working with Miori and Pacific
Peopies, especially those on 2 benefit

- different recruitment strategies were employed to obtain respondents (e.g. telephone, post,
local community-based networks such as churches, social services and iwi networks)

- in 2 number of evaluations that used interviews to gather data, M3ori and Pacific sole parents
were given the option of being interviewed by interviewers from the same ethnic group. In the
qualitative outcome study, for example, the ability of interviewers to converse in the language
of preference of the interviewee was particularly important with Pacific interviewees (for
some of whom English was a second language). Interviewees were also a given a choice in

% L ois-Ellen Datta has worked in evaluation at Federal level for the US Government for 3C years. She has been the Director of
various organisations. For example, she has been the Director of Evaluations for Head Start and the Children’s Bureau Research
prograrnme; Divector of Research on Teaching, Learning and Assessment for the US Department of Education; and Director of
the US General Accounting Officers Programme Evaluation and Methodology Division in the human services area. As a result
she has worked across 4 broad renge of areas in national programmes related to health care, quality housing, employment, public
assistance, welfare, tax incentives, immigration and education.

*1 Br David Turner has worked in evaluation at Federal level for the US Government and is currently on leave for a year from his
position as the Manager of Research and Evaluation at the Labour Market Policy Group, Department of Labour.
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terms of where the interview took place (e.g. at their home, a local DWI office, etc) and, in
some instances, how the interview occurred (e.g. telephone, face-to-face)

e sole parent beneficiaries and ex-beneficiaries: Sole parent beneficiaries, as with any marginalised
group, can be difficult to gather data from. Potential respondents can be very difficult to find and
unwilling to participate in interviews. This was recognised at the outset and efforts were made to
employ external researchers with considerable experience in undertaking research with the
unemployed and sole parents in particular. This was reflected in the quality of the data collected.

2.2.2 Limitations of the evaluation and monitoring strategy

There were a number of factors (e.g. time scale, funding, available data, and ethical considerations) which
imposed limitations on the monitoring and evaluation strategy. In some cases these limitations reduced the
ability to report on some aspects of the evaluation and monitoring strategy (e.g. outcomes for children and
families, longer-term outcomes). The main limitations (listed below) relate to difficulties in isolating the
effect of the reforms on outcomes, difficulties in assessing long-term impacts (particulatly on children),
and difficulties in obtaining information on sole parents who exit from the benefit system.

Inability to measure the impact of each component of the reforms: As the components of the DPB
reforms (reciprocal obligations, facilitative assistance, financial incentives and childcare subsidies) were
all infroduced together, and were intended to work as a package, it was not possible to quantify the
relative impact that each element had on overall outcomes. However, it was possible to describe the
characteristics of, and outcomes for, people who were affected by different elements.

Inability to measure long-term outcomes for sole parents and their children: The DPB benefit
reforms were based on the premise that the components of the reforms, in conjunction with a wide range
of other factors, will have long-term positive effects on life outcomes for parents and their children.
However there were major difficulties in assessing these long-term outcomes. '

Firstly, the time frame for the evaluation and monitoring strategy was only three years.

Secondly, assessing long-term outcomes for parents was problematic because the primary data source
(administrative data) does not fully capture changes in outcomes and experiences {(e.g. type of
employment, earnings, labour market status) for parents no longer receiving a benefit. Only limited short-
term outcomes (0 to 2 years) could be gained through the Qualitative Outcomes Study.

There was no existing survey data to allow a comprehensive assessment of the impact of the DPB reforms
on children and families. The most methodologically robust option for assessing long-term outcomes was
to undertake a longitudinal survey. However, over the long term it would have been difficult to separate
out the impact of the DPB reforms from other factors (e.g. new policies, changes in economic conditions).
Longitudinal surveys are also very expensive to undertake.

Difficulty in attribnting outcomes to DPB reforms: The evaluation and monitoring strategy was
commissioned o report on the outcomes for sole parents following the 1999 reforms. While the report
will provide detail on observed outcomes for sole parents, it is limited in the degree to which these
outcomes can be attributed directly to reform changes. Variable implementation of aspects of the reforms
significantly limits the ability to causally link observed outcomes with the reforms since it is not possibie
to know precisely what is being tested by the evaluation (refer to section 3). The ability o attribute
outcomes to the reforms is also confounded by:

¢ the impacts of other interventions such as the Benefit Fraud campaign
e therelatively short period of time that DPB and WB recipients have been exposed to the new regime”
+ on-going changes in the economy and the employment outlook.

Difficulty testing the concept or theory underlying the DPB and WB reforms: In order to test the
theory behind the DPB and WB reforms, full, stable implementation over time was required. As

32 Refer to section 1.2 Objectives of the DPB and WB reforms, especially Table 2.
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mentioned above, this did not occur. Some aspects of the reforms were very poorly implemented, severely
limiting commentary on the efficacy of the reforms.

Inability to measure costs to government: It was not possible to measure the impact of the reforms on
costs to government over time, Over the past two years, work has been underwzy to improve our ability to
assess the impact of employment programmes on the costs to the Government. However it is very difficult
to measure the impact of broad policy changes such as the DPB and WB reforms. Refer to the comments
on attribution and the difficulties of measuring the impact of components of the reforms, above.
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3. Description of the DPB and WB populations

This section describes the DPB and WB populations across a range of variables, These include benefit
dependency and demographic characteristics {e.g. gender, ethnicity, and number of children) along with
regional differences and numbers subject to, and exempt from, reciprocal obligations.

The DPB and WB populations are described separately because it was ¢lear from the DWI administrative
data that they were distinctly different groups.

The description of the DPB and WB populations is based largely on DWI administrative data and, where
available, data from the 1996 Census, which is used in the report to make comparisons with the profile for
the DPB and WB recipient populations.®

3.1 DPB recipients

3.1.1 Benefit dependency and duration

The number of DPB recipients steadily increased from July 1996 until March 1997 (Figure 1). From April
1997 until January 1999, the number of DPB recipients per month continued to increase, reaching a peak
of 113,319 in January 1998. However, from January 1998 the number of DPB recipients has steadily
declined to 105,099 in April 2001,

Figure 1: Index of change in DPB and WB populations
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1: part-ime work and fraining requirements for recipients with children aged 14 years and older and annual inferview for those
with youngest child aged between 7 and 13 years.

2: full-time work and training requirements for recipients with chiidren aged 14 years and older and part-ime work and fraining
requirements for those with youngest child aged between 7 and 13 years. Recipients with a child under 6 attend an annual
interview,

Base: 100 February 1999 - 110,712 DPB and 8,492 WB

SOURCE: DW| administrative data, 2001

The duration® profile of the DPB recipient population is evenly spread across the duration bands {Table
4). However, as Table 5 indicates, the proportion of DPB recipients who have been on the benefit for five
years or more has fallen since the latier half of 1996.

*> At the time of report preparation the finalised 2001 Census data was unavailable.

* Duration is measured at the end of each month that the person is on the benefit, and does not represent information on
recipients' time on the benefit at exit.



28
Table 4: Description of DPB populations

Group Characteristic 1986 Census (%)!  DPB (%)

Sex Male - 8
Femaie - 82

Ethnic group? Maori 13 33
NZ European/ Pakeha 59 44
Pacific Peoples 5 8
Other! 19 5
Not Coded® 4 11

Age Under 20 yrs 11 3
20-29 yrs 23 38
30-38 yrs 24 41
40-48 yrs 21 12
50-59 yrs 15 4
60+ yrs 6

Age of youngest child No Child / Age unknown - 8
0-5yrs - 85
613 yrs - 32
144 yrs - 5

Number of dependen? children None 73
1 14
2 8
3 3
4 or more

Buration on bensfit & months or less - 15
>6 mths-12 mths - 12
>{yr-2 y13 - 18
>2yrs-3yrs - 13
>3 yrs-5yrs - 16
>5yrs - 26

1: Census includes all females and males aged 15 {o 64 years.

2: Average number per month of DPB recipients for the period June 1996 to Aprit 2001. DPB at 109,433 recipients
per month.

3: Comparison between census and DW1 administrative data is difficult because the coding profocois differ.

4: Includes: Asian, Indian, Other European groups and South American groups and some Pacific groups not
individuaily captured.

5: Ethnicity was not a mandatory field on the income database. As a result, not all recipients have an ethnicity coded
o them.

6: 1s a child under the age of 14 years for whom the recipient has sole care-giving responsibility.

SOURCE: DWI administrative data, 2001
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Table 5: DPB recipients by duration of benefit recelpt, June 1996 - April 2001

Benefit Duration

§ months > 6 - 12 >1-2years >2-3ysars >3-5Sypars >5yoars %
Period oriess % months % % % %
Jun 86-Dec 86 | 15 12 17 12 15 28
Jan 97-Jun97 | 18 11 17 12 15 27
Jul 97-Dec 97 | 17 15 16 12 15 26
Jan 98-Jun88 | 16 14 19 1 15 25
Ju98-Dec98 |15 13 2 11 15 25
Jan 89-Jun89 [ 15 12 20 14 14 25
Jul99-Dec99 | 14 12 19 18 14 24
Jan 00-Junf0 | 15 11 18 15 18 24
Jul00-Dec00 | 15 12 18 14 18 23
Jan 01-Apr01 | 15 12 17 13 20 23

SOURCE: DWI administrative data, 2001

3.1.2 Demographic characteristics of the DPB population

3.1.2.1 Gender and age of DPB recipients

DPB recipients were predominantly female (92%). This contrasts with females making up 51% of the
working age population.”

DPB recipients were concentrated in the child rearing age group 20 to 40 years, with 79% within this age,
compared with 47% for New Zealand working age population (Table 4}, The average age of DPB
recipients was 32 (refer to Appendix Two, Tabie 102),

3.1.2.2 Ethnicity of DPB recipients®

As Table 4 shows, M3ori, and to 2 lesser extent Pacific Peoples, were over-represented among DPB
recipients relative to the general population. In addition:

s Maiori and Pacific DPB recipients include slightly more men (MZori 10.1%, Pacific 9.2%, Pakeha
7.4%)

e Mi3ori and Pacific DPB recipients were younger than PakehZ, with a2 higher proportion of DPB
recipients aged less than 30 years (M3ori 51%, Pacific 45%, Pakeha 37%, Other ethnic 26%). The
average age of MZori DPB recipients was 31 years

¢ DPacific Peoples had slightly more children than the other three groups

» Pacific Peoples had a younger youngest child - four years, six months compared to five years, seven
months for Pakehs and Maori.

There was little difference in duration of DPB receipt across the ethnic groups. Amongst DPB recipients,
Maori were proportionately more likely to have been receiving the benefit for more than five years (42%}),
followed by Pacific Peoples (35%), Pakehd (34%) and Other (28%).

However, the high proportion of uncoded ethnicity constrains the extent to which comparisons can be
made between ethnic groups. For example, a very high percentage of recipients with benefit duration's
greater than five years were not coded (50% in DPB).”’ If the uncoded recipients were representative of
those who have been coded, then the proportion of M3ori in this duration band would be higher.

35 1996 Census data, for people aged between 15 and 64,
*® For additional demographic information refer also to Appendix Twe.

* The requirement to enter ethnicity into the Income Support database began in 1995 for new applicants. However, the ethnicity
of current beneficiaries was not updated.
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3.1.2.3 Number and age of children of DPB recipients

Almost all (97%) of DPB recipients had at least one dependent child”® (Table 4). Of those who had
dependent children, the majority of DPB recipients (85%) had responsibility for one or two children.

The majority (87%) of DPB recipients had a youngest dependent child under the age of 14, and 55% had a
youngest child aged less than seven years (Table 4).
3.1.2.4 Location of DPB recipients

Table 6 shows the geographical distribution of DPB recipients by the 13 DWI administrative ragions.
Data from the 1996 Census is included for comparison. The greatest concentrations of DPB recipients

were found in Auckland South, Auckland North and the Bay of Plenty.

Table 6: Population distributions by DWI regions

DW! Regions 1896 Census % DPB % of total DPB Variation
Auckland Cenfral 11 8 -5
Auckland North 12 10 -2
Aurckland South 7 12 5
Bay of Pienty 8 11 3
Canterbury 11 8 -2
Central 8 7 1
East Coast 5 7 2
Nelson 4 4 g
Northland 4 5 1
Southem 8 7 -2
Taranaki 5 B 1
Waikato 7 8 1
Weliington 10 8 -2
Total 100% {2,361,891) 100% {110,944}

SOQURCE: DW! administrative data, 2001

3% Note: some DPB and WB recipients are not caring for dependent children. They were not included in the evaluation. To get the
DPB, 2 person needs io be a sole parent, or a caregiver of someone sick or infirm, or an older woman living alone. A "sole parent”
is defined as a parent of a child under 18 who lives with them, and a client who is not living with the other parent or a parmer, and
a client who is 18 or over {or 16 to 17 if they were legally married). A person who is "caring for someone sick or infirm" is
defined as a client over 16 and caring full-time for someone who would otherwise need to be in hospital. This person can't be the
client's partner or dependent child. The definition of "older woman living alone™ is a client who has "become alene™ after age 50
and after caring for children for at least 15 years, or caring full-ime for a sick relative for at least five years, or being supported
by her partner for at least five years (but partner or client must have lived in New Zealand for some years).
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Table 7 shows the distribution of DPB recipients by ettmicity across the DWI regions. Miori were
concentrated in the Bay of Plenty (17%), Auckland South (15%) and the East Coast (12%). These three
DWI regions account for a total of approximately 44% of a1l Mzori DPB recipients and make up about
30% of the total DPB population.

Nearly three-quarters (74%) of all Pacific DPB recipients were located in the greater Auckland area
(Auckland South 43%, Auckland Central 17%, Auckiand North 14%). A further 13% were located in the
Wellington region. DPB recipients from other ethnic groups (5% of the DPB population) also tended to be
concentrated in Auckland (47%) and Wellington {10%). PakehZ tend to be fairly evenly distributed
throughout the DWI regions. However, there were relatively higher concentrations of Pikehd DPB
recipients in Canterbury (13%), Auckland North (11%) and Southern (10%) regions.

Table 7: DPB recipients by ethnic group by DWI region (month ended 30 November 1939}

Region Ethnic Group
Maori Pakeha Pacific Peoples Other Not Coded
Auckland Central (4 5 17 14 7
Auckland North 7 11 14 20 10
Auckland South 15 5 43 13 9
Bay of Plenty 17 8 3 7 7
Canterbury 3 13 2 8 18
Central 6 9 2 5 7
East Coast 12 ] 2 3 §
Nelscn 2 8§ ] 4 4
Northiand 8 4 ] 4 4
Southern 2 10 1 4 g
Taranaki 7 7 1 3 8
Walkato g 8 1 8 7
Weilington 7 7 13 10 g
Total 100% (35,664} 100% (45,535} 100% (8,685) 100% (5,413) 100% (13,667)

SCURCE: DW! administrative data, 2001

3.1.3 Numbers subject to and exempt from reciprocal obligations

As of year-to-date April 2001 data, less than half of all DPB recipients (45%) were subject to some level
of obligation to participate in employment/training based on the age of their youngest dependent child. Of
DPB recipients subject to reciprocal obligations ("liable"), 2 small proportion (7.5%) had this waived for
reasons such as having a younger child in care or with special needs, being pregnant or sick/invalid.
Waivers are either "full exemption from reciprocal obligations” or "deferral 1o be reviewed at a later
date”.

Refer to section 4.3.2.6 Exemptions from the work test.

3.1.4 Work history and motivation

The research found that the DPB recipient population had a high level of previous work history and was
generally highly work motivated with between 20% and 30% declaring earnings whilst in receipt of the
benefit over the period of evaluation (Figure 2). DPB and WRB recipients moved into work once they
considered their family circumstances, including childcare arrangements, allowed them to meet the
demands of employment.*

* These findings come from the evaluation and are supported by other national and international research {e.g. Colmar Brunten,
1995; Edin and Lein, 1997; Harris, 1993; Harris, 1996; Levine et al, 1993; Moffitt, 1988; Oliker, 1995).
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The Qualitative Ontcomes Study indicated that sole parents tended to become DPB recipients only as a
last resort. While it is true that most of those that take up the DPB or WB no longer have pariners, the
circumstances that actually precipitated application for a benefit may include one, or a combination, of:

+ an acute or chronic cash crisis after living off savings, insurance, other family members or low- paid
work

= loss of paid employment and redundancy

s exit from or inability to take up paid work because of childcare obligations

e exit from or inability to take up paid employment because of illness.

Refer also to section 5.1.1 Attitudes to job search.

Figure 2: DPB and WB recipients declaring earnings (rate per 1,000 recipients)
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3.2 Recipients of the Widows Benefit

3.2.1 WB dependency
¢+ The WB is only available to widows.

e The number of WB recipients increased steadily from July 1996 until March 1997 (Figure 1). The
trend of recent decline among WB recipients is less marked compared to the trend for DPB recipients.
Nevertheless from February 1999 WB recipients also fell to 9,018 in April 2001,

Widows Beneficiaries receive assistance for considerable periods of time, with 40% of recipients having
spent five or more years on the benefit (Table 8). This reflects the lower rate of exit among WB recipients
from the benefit® and furthermore, most of these exits were transfers to either Transitional Retirement
Benefit* or Superannuation.*?

“ The average rate of monthly exits for WB recipients over the study period is 18.4 per 1,000 recipients, compared te 26.1 per
1,000 recipients for DPB recipients.

* TRB gives income support for people who have not quite reached the qualifying age for New Zealand Superannuation. The
qualifying age for the TRB depends on the month when a person was bom, In general, the age for qualifying is between 62 and
64. The TRB stops as soon as the individual, or their partner, reaches the age when they are entitled to receive New Zealand
Superannuation, ) :

“2 From 1992, the age of entitlement for NZ Superannuation was lifted from 60 te 65. The change was fo take effect in
increments over roughly 10 years, with increases taking place at three-monthly or six-monthly intervals. In other words, for
every year that has passed since 1992 the age of entitlement has increased by six months. In the days of the age benefit, there was
a special age benefit payable to women at age 55. It was similar to the over 50s widows benefit provision. With the qualifying
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3.2.2 Demographic

3.2.2.1 Age and ethnicity of WB recipients
Most WB recipients (86%) were over the age of 52 {Table 8).

+ Mior, and to a lesser extent Pacific Peoples, were over-represented among WB recipients relative to
the general population (Table 8). In addition, 2 higher proportion of WB recipients were in the 50
years and older age group.” Average age of Maori WB recipients at 53 years of age (75%).

e With regard to ethnicity and duration,” the pattern among WB recipients was similar to that among
DPB recipients.*

3.2.2.2 Number and age of children of WB recipients

Table 8 shows that only around & quarter (27%) of WB recipients had any dependent children. Of those
who had dependent children, the majority {(81%) had responsibility for one or two children. Seventeen
percent of WB recipients had a youngest child under 14, with 5% having a youngest child less than seven
years old (Table 8).

age currently sitting at around 64 years of age, we would expect to see a reduction in WB recipients exiting the WB for
superanmiation,

2 For additional demographic information refer also to Appendix Two.

“ Heowever, the high propertion of uncoded ethnicity constrains the extent to which comparisons can be made between ethnic
groups. For example, a very high percentage of recipients with benefit duration’s greater than five years are not coded {55% in
WB). I the uncoded recipients are representative of those who have been coded, then the proportion of Maor in this duration
band will be higher.

*5 For additional demographic information refer also to Appendix Two.
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Table 8: Description of WB Populations
Group Characteristic 1986 Census (%} ! WB (%) ?
Sex Male - Q
Female - 100
Ethnic group® Maori 13 20
NZ Eurcpean/ Pakehs 58 a4
Pacific Peoples 5 7
Cthert 18 7
Not Coded® 4 23
Age Under 20 yrs 1 0
20-28 yrs 23 1
30-38yrs 24 8
40-45 yrs 2 7
50-58 yrs 15 54
60+ yrs & 33
Age of youngest child No Child / Age unknown - 78
0-5yrs - 5
8-13yrs - 12
14+ yrs - 5
Number of dependent children® | None 73
1 14
2 8
3 3
4 or more 1
Duration on benefit & months or less - 10
>6 mths-12 mths - 9
>tyr2 yrs - 14
>2 yrs-3 yrs - 11
>3 yrs-5yrs - 16
>Byrs - 40

1: Census includes all females and males aged 15 to 54 years.

2: Average number per month of WB recipients for the period June 1996 to April 2001, WB at 8,263 recipients per month.

3. Comparison between census and DW! administrative data is difficult because the coding protocols differ.

4: Includes: Asian, Indian, Other European groups and Scuth American groups and some Pacific groups not individually
captured. .

5: Ethnicity was not a mandatory field on the income database. As a result, not all recipients have an ethnicity coded to them.

8: Is a child under the age of 14 years for whom the recipient has sole care-giving responsibifity.

SOURCE: DW1 administrative data, 2001

3.2.2.3 Location of DPB and WB recipients

Table 9 shows the geographical distribution of WB recipients by the 13 DWI administrative regions. Data
from the 1996 Census is included for comparison. The greatest concentrations of WB recipients were in
Auckland South, the Bay of Plenty and Canterbury.

Table 10 shows the distribution of WB recipients by ethnicity across the DWI regions, which is similar to
that of the DPB population.
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Tabile 9: WB population distributions by DWI regions
DW! Regions 1896 Census we % of WB
Total Variation
Auckland Central 11 6 -5
Auckiand North 12 9 -3
Auckland South 7 10 3
Bay of Pienty 8 el 3
Canterbury 1 10 -1
Central ] 7 1
East Coast 5 7 2
Nelson 4 4 0
Northland 4 6 2
Southemn 9 9 0
Taranaki 5 ] 1
Waikato 7 7 0
Wellington 10 7 -3
Total 100% (2,361,891) 100% {8,322)

SOURCE: DW! administrative data, 2001

Table 10: WRB recipients by ethnic group across each DWI region (month endad 30 November

1999}

Region

Ethnic Group

Auckland Central
Auckland North
Auckland Scuth
Bay of Plenty
Canterbury
Central

East Coast
Nelson
MNorthland
Southem
Taranaki
Waikato
Woellington
Nationa!
distribution

Maori

3
22

W

2
4
1
k|
1

.

2
8
8
s
1

00% {1,765}

Pakeha

w

e 2 = B S s - R - B s R

L ]

-

00% (3,838}

Pacific Peoplas  Other

-
(7]

18
13

]
—_

.
—
e

i = B - B .o B V- L (I 4
Do BN WD~

14 12
100% {619)

100% (618)

Not Coded
&
8

—_
~ ‘h‘“-vl"‘-l

@~ & = h h b WO

—_

0% (2,481}

SOURCE: DWI administeative data, 2001

3.2.3 Numbers subject to and exempt from reciprocal obligations

As of year-to-date April 2001 data almost all {95%) of WB recipients were subject to some level of
obligation to participate in employment/training based on the age of their youngest dependent child.
However, a large proportion of liable WB recipients {52.7%) had their reciprocal obligation waived,

mainly on the basis of age (55+).

Refer to section 4.3.2.6 Exemptions from the work test.
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3.3 Summary - DPB and WB populations

Eighty percent of DPB recipients are aged between 20 and 40. The majority (85%) had responsibility for
one or two dependent children.

There has been a steady decrease in numbers receiving the DPB and WB. For DPB recipients the frend
has been evident since January 1998, and for WB recipients, since February 1999. By April 2001, there
were 105,099 DPB recipients (a decline from 113,319 in January 1998) and 9,018 WB recipients (a
decline from a peak of 9,492 in February 1999).

Mizori were over-represented amongst DPB (33%) and WB (20%) recipients in relation to their proportion
of the New Zealand adult population (13%). Pacific Peoples, to a lesser extent, were also over-represented
amongst both DPB (8%) and WB {7%) recipients compared fo the percentage found in the New Zealand
adult population (5%).

The DPB and WB populations were distinct from each other, For example:

e the DPB population was considerably larger than the WB population
¢ the average age of DPB recipients was 32 compared with an average age of 52 for WB recipients

o almost all DPB recipients {96%) had at least one dependent child, compared with only 27% of WB
recipients. Most DPB recipients (87%) had a youngest child aged under 14. Consequently, slightly
under half of all DPB recipients {45%) compared to almost all WB recipients (95%) were subject to
either a full-time or a part-time work test

e few DPB recipients (8%) had their reciprocal obligation waived compared with 53% of WB
recipients, mainly on the basis of age (554)

e WB recipients were more likely to have been in receipt of a benefit for five or more years whereas
DPB recipients were relatively evenly spread across the duration bands.

The research found that the DPB and WB recipient population had a high level of previous work history
and was generally highly work motivated. Between 20% and 30% declared earnings whilst in receipt of
the benefit over the period of evaluation.*® The evaluation and monitoring strategy research also found
that DPB and WB recipients were likely to move into work if they found suitable employment. The
Qualitative Outcomes Study indicated that sole parents tended to become DPB recipients only as a last
resort. :

3.3.1 Implications arising from findings about the DPB and WB populations

The difference between WB and DPB recipients raises questions about the appropriateness of subjecting
the two groups to the same policies. Under the reforms implemented in February 1999, DPB and WB
recipients were subject to the same regime of reciprocal obligations and assistance measures. However, as
DWI administrative data indicates, the DPB and WB recipient populations were very different in ferms of
age of recipients, number and age of dependent children, and numbers who had their work test obligations
waived, WB recipients tended to be older (e.g. over 50) and have fewer and older dependent children,
Approximately half of WB recipients had their work test obligations waived. Many moved from the WB
onto the Transitional Retirement Benefit or Superannuation. Different strategies and policies may be
required to meet the needs of WB recipients, especially older recipients who are close to retirement age.

46 Administrative data, which included declared earnings, was collected over the period from June 1996 to Aprit 2001.
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4. Application of the reciprocal obligation rules and assistance to
sole parents

To understand the degree to which judgements could be made about the effectiveness of the reforms, it
was important to establish the scale and scope of their implementation (refer to section 6 Outcomes for
sole parents following the DPB and WB reforms). The following sections describe the implementation
of the reciprocal obligation rules and assistance to sole parents. The evaluation strategy revealed that
several aspects of implementation and on-going operation are likely to have affected the outcomes
achieved by sole parent beneficiaries and ex-beneficiaries. These include the differential implementation
of the reciprocal obligations according to the age of youngest child and the poor implementation of many
of the assistance measures designed to assist sole parents to enter and remain in employment,

4.1 What did the policy papers say regarding the package?

Prior to the implementation of the DPB and WB reforms in February 1999, the policy papers outlined
what the reforms entailed. There was an emphasis in the policy papers on work as the ultimate goal for all
beneficiaries and the key priority for those subject to the work test. The facilitative and assistance
measures were designed to address barriers to taking up employment.

4.1.1 Reciprocal obligations - work testing

From 1 February 1999, reciprocal obligations began to be newly rolled out to some groups of sole parent
beneficiaries and strengthened for others, with provision for deferral:

» the work test applying to those with a youngest child aged 14 or over was strengthened to require
participation in or search for full-time work"’

¢ those with a youngest child aged 6 to 13 years became subject to a part-time work test

+ those with 2 youngest child aged under six years who had received DPB continuously for at least a
year were required to attend an annual planning interview

¢ those with a youngest child aged 5 to 6 years could be required to undertake activities in prcparatxon
for the part-time work test. The aim was to clearly send a signal that beneficiaries were ultimately
expected to find work and should start planning early.

Those with a youngest child aged 14 years or over subject to the new full-time work test became once
again subject to an abatement regime that encouraged full-time rather than part-time work.® This change
was rolled out gradually as existing recipients came up for annual renewal and became subject to the full-
time work test, and was applied to new full-time work tested recipients as they came onto benefit. In
cases where the work test was deferred, the recipient remained subject to the part-time abaternent regime.

For those subject o the work test, work was to be the first priority and training was a secondary activity,
undertaken to improve immediate employability. However, DPB and WB recipients were not required to
accept job offers that would result in their income, after tax and reasonable childcare costs, being lower
than their unabated entitlements.

Sanctions existing prior to February 1999 for non-compliance and work test failure were to apply.

4.1.2 Facilitative and assistance measures

The facilitative measures were designed to address the barriers to an individual's willingness to work or
capacity to work. They cannot be isolated from the case management system through which access to the
measures 1§ gained. The measures were expected to have important effects in moving DPB and WB

7 Full-time work meant 30 hours per week within school hours. There was to be a case-by-case assessment of the supervisory
needs of teenagers of those in receipt of the DPB or WB who were work tested.

% This entailed an increase in the abatement rate applying to additional income between $81 and $180 per week from 30% to
70%.
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recipients into employment. Officials believed these measures were likely to have a greater effect if
offered in combination with a package containing reciprocal obligations and financial incentives.

The facilitative measures allowed Case Managers to address the barriers to employment and permit the
commitment of job seekers to gaining work to be tested. Officials considered priority should be given to
those on the benefit who were at risk of long-term benefit receipt.

The measures were divided into core and non-core measures. The core measwres were national level
measures and not subject to regional discretion. The new and enhanced core measures provide financial
incentives, or address disincentives, for sole parents to work. For example:

o during the initial transition to work - access {0 an employment transition grant (to cover any loss of
income due to lack of paid sick leave during the first six months), and a2 $1-day period (after
cancellation/suspension of benefit) where debt repayment is frozen

e changes to the Child Support Act to allow access to the payment record of non-custodial parents
{(alerting custodial parents to the potential amount they could receive directly once off benefit)

e increasing the supply of childcare and the childcare subsidy, e.g. a cash subsidy (up to $1.80 per hour
for children aged 5-13 attending an approved out-of-school care (OSCAR) programme} and
establishment funding for out-of-school care services in low-income communities.

The non-core measures included extending the existing suite of employment programmes to the new flow
of work tested DPB recipients. Decisions about the mix at the regional level were to be made by Regional
Commissioners within broad guidelines. A variety of modifications were also made to existing measures
to assist DPB recipients who were subject to the work test into unsubsidised employment. These modified
measures included enhanced job search assistance and a post-placement support pilot and were consistent
with a "work-first approach" to employment assistance.

4.2 The context in which the operational policy was developed

This section outlines the comtext in which policy to operationalise the DPB and WB reforms was
developed. During the time the operational policy was being developed a number of other significant
changes occurred. These changes included the creation of the Department of Work and Income (DWI) and
a range of policy changes that are likely to have had an impact on sole parent beneficiaries and former
beneficiaries.

The reforms were implemented during a time of major restructuring for the department charged with
administering the changes. This section outlines the environment within which Case Managers were
worldng.

The new department, Work and Income New Zealand, merged the former Income Support Service and the
New Zealand Employment Service, along with the Cormmnunity Employment Group, in October 1998.

As part of the restructuring, the department adopted a non-specialised case management approach. Staff
were expecied to manage caseloads of clients across all types of benefits. This meant that staff had to
know a large volume of complex information rather than specialise in one specific area.

During the first year of the new department, staff reported that their caseloads were too high to provide a
reasonable quality of service. In general, caseloads were much higher than the originally suggested 135
clients per Case Manager. Counting partners, many Case Managers reported caseloads of up to 260. Staff
told the Hunn Review (2000) that their caseloads were compounded by staff vacancies, staff away on sick
leave, or where new and inexperienced staff were in training.

The Hunn Review also noted there were high staff tumovers in some areas. This meant that new staff
lacked experience and there was a shortage of experienced Case Managers in some sections.

The volume and complexity of the information Case Managers were expected to know, combined with
high workload, adversely affected the accuracy of information delivered to clients. An example of this is
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the OSCAR subsidy - many staff just did not have the time to learn about this new subsidy (and there
were constant changes and updates because the system was not working as intended).

Many staff felt the Department placed undue emphasis on meeting Key Performance Indicator (KPI)
targets. The focus on KPIs sometimes encouraged inappropriate competitiveness and behaviour to meet
targets and often became a quantity versus quality issue. This confributed to a loss of focus on the needs
of beneficiaries.

The Hunn Review also commented that staff morale had been affected by bad publicity that DWI had
attracted in its first year. Some staff said they had been abused verbally by clients.

4.2.1 Policy changes undertaken between 1896 and 2000 that are likely to have
affected sole parents

Table 2 (earlier) details changes that affected sole parent beneficiaries up to October 2001, as well as the
evaluation timetable, Table 11 summarises changes to the DPB between 1996 and 1999.

In May 1998, changes flowing from the 1997/98 DPB Review were announced. Key among these were
further changes to reciprocal obligations and abatement for sole parents receiving the DPB.%

Refer te section 4.1.1 for further details on these changes.

On 1 January 2000 there were two changes to the Training Incentive Allowance, From this date, clients
attending courses that were student loan entitied no longer had to fund 40% of their course fees and course
costs through either a student loan or privately (as they had had to do since 1 January 1998 under the
National Government), -

The second change involved clients who had completed a degree in the last five years. Since 1 January
1998 these clients had not been able to access TIA. From 1 January 2000 clients were eligible for TIA for
courses that were less than 12 weeks long and were employment related.

4.2.2 Changes to the abatement regime

As part of the response to the Employment Task Force (ETF), a new abatement regime, which offered
greatly improved financial incentives to combine DPB receipt with part-time employment, was introduced
(Table 12). From 1 July 1996 the income threshold beyond which the main benefit began to abate was
increased and the abatement rate that applied for the first $100 weekly income above this threshold was
substantially reduced,

These improved financial incentives were matched by the introduction of "reciprocal obligations” for
some groups of sole parents receiving the DPB, with provision for exemption:*

¢ those with a youngest child aged 14 or over became subject to a part-time work or training test

» those with a youngest child aged 7 to 13 who had received the DPB continuously for at least a year
were required to attend an annuai planning interview,

These requirements were gradually rolled out to existing recipients in the year from April 1997. The work
test applied to new applicants from that date. The aim of the changes was to increase DPB recipients'
participation in part-time employment, and raise awareness of opportunities for education and training, as
a means of improving their chances of full-time employment and independence from benefit income in
the longer term.

i Reciprocal obligations were also strengthened for and/or extended 1o women alone and carers receiving the DPB and partners
of recipients of all other working age benefits. The zbaternent change also applied to women alone receiving the DPB.

Recipracal obligations were also introduced for women 2lone and carers receiving the DPB and some partners of
unemployment benefit recipients.
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Table 11: DPB Policy changes 1986-1998

Date Reciprocal Obligation and Abatement Rate Policy Changes
1 July 1896 ETF abatement change

1 April 1997 ETF reciprocal obligations:

Youngest child aged 14+ - Part-time work test
Youngest child aged 7-13 — Annual planning interview
Youngest child aged 0-6 — No change

1 February DPB review reciprocal obligations:

1999 Youngest child aged 14+ full-time work test

Reversal of abatement change

Youngest child aged 7-13 — Part-time work test
Youngest child aged 0-5 — Annual planning interview

SOURCE: Ball and Wilson, 2000

Table 12: Abatement rates applying fo DPB before and after 1996

Income Level Abatement Rate Applying Abatement Rate Appiying
{$ per week) to DPB before 1 July 1996  to DPB from 1 July 1596
$0-60* 0% 0%

$61-80 30% 0%

$81-180 70% 30%

$181 or over 70% 70%

* Before 1 July 1996 the lower income threshold for DPB and cther benefit recipients without children was $50 per week.
SOURCE: Ball and Wilson, 2000

From 1 February 1999, reciprocal obligations began to be newly rolled out to some groups and
strengthened for others, with provision for deferral:

s the work test applying to those with a youngest child aged 14 or over was strengthened to require
participation in or search for full-time work

» those with a youngest child aged 7 to 13 became subject to 2 part-time work test

» those with a youngest child aged under seven who had received DPB continuously for at least a year
were required to attend an annual planning interview

» those with a youngest child aged 5 to 6 years could be required to undertake activities in preparation
for the part-time work test.

Those with a youngest child aged 14 or over subject to the new full-time work test reverted to an
abatement regime that encouraged full-time rather than part-time work. This entailed an increase in the
abatement rate applying to additional income between $81 and $180 per week from 30% to 70%.(Table
13). This change was implemented gradually as existing recipients came up for annual renewal and
became subject to the full-time work test, and was applied to new full-time work tested recipients as they
came onto the benefit. In cases where the work test was deferred, the recipient remained subject to the
part-time abatement regime.
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Table 13: Abatement rates applying to DPB and WB from 1 February 1999

income level - $ per | Fuli-time Regime - Main Beneflt Part-time Regime - Main Benefit
week Abatement Abatement

$0-80 0% 0%

$81-180 70% 30%

$181 orover 70% 70%

4.3 The implementation and on-going operation of changes to the reciprocal
obligation rules

4.3.1 Case Manager awareness of the reciprocai obligations

There appears to be a high level of awareness amongst Case Managers interviewed of the assumptions
underpinning the reciprocal obligations and the work test process as evidenced by their detailed feedback
about implementation of the reforms and the consistency of their responses.

Case Managers interviewed stated that training was provided to them about the reciprocal obligations and
the work test requirements and process prior to the introduction of the reforms. Subsequently information
about operational policies, including the DPB and WB reforms, has been provided in service cenfres by
teamn trainers, work coaches and service centre managers. In addition, information can be obtained from
the Departmental Intranet.

Case Managers interviewed reported that the day-to-day application of the work test process, particularly
for those with a high proportion of DPB and WB recipients as part of their caseload, meant that they were
familiar with and confident in applying the work test process.

4.3.2 The operation of work testing in practice

4.3.2.1 Who the work test affects

The work test process is applied differentially to DPB and WB recipients depending on the age of the
youngest child in the family, that is, whether the youngest child is aged 0 to 5, 6 to 13, or 14 and over.

DPB and WB recipients whose youngest child is aged 0 to 6 are required to attend an annual work
preparation interview and, when their child is aged 5 to 6, to be involved in one employment preparation
activity. Case Managers interviewed generally refer to recipients in this group as the non-work tested

group.

DPB and WB recipients whose youngest child is between the ages of 7 and 13 (inclusive) are required to
undertake 15 hours, paid employment per week or participate in suitable training. Recipients in this
category are generally referred to as the part-time work tested group.

Those DPB and WB recipients whose youngest child is aged 14 and over, or who have no children, are
required to actively seek full-time paid employment. This group of recipients is generally referred to as
the full-time work tested group.

4.3.2.2 informing DPB and WB recipients about the work test requirements

Case Managers' understanding of informing DPB and WB recipients about the work test
requirements

Case Managers interviewed stated that applicants were made aware of the work test process and their
obligations to actively seek paid employment and/or undertake some form of training that may lead to
paid employment at the time of applying for the DPB and WB. Case Managers interviewed said they may
also discuss these obligations if they met with DPB and WB recipients to talk about other matters. Case
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Managers interviewed reported that the annual renewal letter,”’ however, was the main method of
advising DPB and WB recipients about their work test obligations.

Letters were not an effective means of communicating with all clients. The Qualitative Qutcomes Study
found that for some Pacific respondents, language problems meant that they largely ignored letters. Maori
respondents also found the letters they received difficult to understand and to apply to their particular
circumstances.

The procedures for initiating and implementing the work test process for all DPB and WB recipients
irrespective of their work test category were, with one exception, identical across the service centres
covered in this evaluation.

The process as reported by Case Managers interviewed was that each year on the armiversary of benefit
application (the annual renewal) DPB and WB recipients were required to aftend an annual planning
meeting, DPB and WB recipients were sent a system-generated letter informing them of their work test
obligations and advising them of the need to attend an appointment with their Case Manager to discuss
these obligations.

Case Managers interviewed said that they are required to confirm that the annual renewal interview has
taken place. If this is not done, then the system generates a second letter advising DPB and WB recipients
that their benefit payments will be suspended two weeks from the date of that letter unless they make
contact with their Case Manager. This process operated in all but one of the six service centres.

A modified process employed in the remaining service centre generated a second renewal letter to DPB
and WB recipients if the first interview did not take place. If a second interview did not occur, a letter
advising of impending benefit suspension was sent. Case Managers interviewed said they applied this
modified process to reassure themselves that suspension was justified. In particular, Case Managers
interviewed commented about the potential negative impacts on the family and their desire to avoid
escalating involvement of 2dvocacy groups and local Members of Parliament.

In this centre, individual Case Managers could also initiate the modified process (referred to above} by
entering a temporary exemption where DPB and WB recipients had a valid reason for not attending the
renewal interview.

DPB and WB recipients are required to advise the department of any change of address. If at the time of
the annual renewal date they have not notified their Case Manager of a change in address, they will be
unaware of the necessity to attend an interview with their Case Manager and ultimately their benefit will
be suspended. From a Case Managers' perspective, suspension usually motivates DPB and WB recipients
to make contact.

The evaluation revealed only one variation to the work test process being applied by one of the six service
centres in the evaluation. This consisted of Case Managers working proactively with DPB and WB
recipients in the non-work tested group when their youngest child turned four-and-a-half years of age.
The rationale provided for initiating contact at this time was to "sensitise” recipients to the requirement to
seek paid employment when their child turned seven: “We try and draw them into either talking about
work goals or actually doing study...getting a picture about the client to begin formulating a plan.”
(Interviews with Case Managers, 2001)

DPB and WB recipients' awareness of the DPB reforms

For the reforms to have an impact on sole parent beneficiary behaviour, benefit recipients needed fo be
aware of the reforms and of their requirements.

The qualitative outcomes research revealed that respondents’ views about the DPB and WB reforms
ranged from almost complete unawareness of the reforms, to qualified support, through to criticismn, anger
and anxiety. It was clear that substantial numbers of the participants had only a cursory understanding of

5t Sample renewal letters sent to DPB and WB recipients in each of the work test categories are appended to this report.
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the reforms. This was more pronounced in the first series of interviews than those that took place a year
later. Nevertheless it was a persistent feature of interviews conducted in both May 2000 and May 2001.

Participants’ knowledge and awareness of the requirements and assistance measures associated with the
reforrs fell into three broad groups:

+ very little knowledge and awareness, including a lack of understanding about the requirements of their
fraining and work involvement according to the age of their youngest child

* some knowledge of requirements immediately affecting them

* a general understanding of the reforms as well as an understanding of the implications for them
personally. Few of the participants fell into this category,

The survey of sole parents who left the benefit for employment revealed that awareness of the DFB
reforms appeared to be related to the age of the youmgest child, or perhaps to the degree of the perceived
impact of the reforms on the DPB recipient. Awareness of the reforms was greatest among those subject
to the requirement to find full-time work (that is, those with the youngest child aged 14 years and over),
with 91% of respondents aware of the requirement to find full-time work. Almost z2ll respondents with a
youngest child aged between 6 and 13 years (89%) stated that they were aware of the requirement to find
part-time work. Awareness was lowest among those with a youngest child under 6 years of age, where
45% of respondents were aware of the requirement to have regular meetings with their Case Manager to
discuss work preparation,

There were no significant differences in awareness by ethnicity amongst those eligible for the full-time
work test (Table 14). This may have been due to the relatively small sample sizes. Other respondents
were significantly more likely to be aware of the requirement to find part-time work (92%) than Miori
respondents were (85%). Ma3ori (47%) and Other respondents (48%) were significantly more likely to be
aware of requirement to have regular meetings with their Case Manager to discuss preparing for work
than Pacific Peoples were {24%),

The qualitative outcomes research revealed that Maori participants in particular, but also some Pacific
participants, were unaware of the nature of the requirements and assistance measures available. Maori
were more likely to say that they had received little or no information about the reforms or possible
impacts on them. What information they had received frequently came from family or friends rather than
from DWI. Some Maori respondents reported they had received incorrect or confusing information. Their
lack of knowledge or awareness of the reforms often limited their responses to interview guestions.
Pacific Peoples reported simply avoiding the issue altogether. For some, language problems meant that
they largely ignored letters. In general, for Pacific Peoples, who often had a long history of paid
employment with high aspirations for themselves and their children, the interactions with DWI were felt
to be so degrading that they simply minimised all contact.

The survey of sole parents who left the benefit for employment found that awareness of the reform
measures also appeared related to the length of relationship the respondent had with the DWI. Those in
receipt of a benefit for less than two years were less likely to be aware of all three of the policy reforms
than those with a longer-term relationship with DWT.
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Table 14: Awareness of DPB reforms (%) by ethnicity

Total Maori A Pacific Other C
Sample Peaoples
B

Required to have regular meetings with Case Manager | 342 95 89 178
(child <6 years}) {n)
Percentage aware of reform 45 47182 24 4818
Required to find part-time work {child 7-13 years} {n) 471 131 31 309
Percentage aware of reform 88 85 83 92 TA
Reguired to find full-time work {child 14 years +) {n) 203 41 6 156
Percentage aware of reform g1 83 62 94

Base: All respondents.

Significant differences are reported at the 95% confidence interval.

Sample sizes for Maor and Pacific Paoples are smal! — consequently, results for these groups should be considered
indicative only.

SOURCE: The survey of sole parents who lsft the bensfit for employment, 2001

4.3.2.3 The application of annual planning meetings for the non-work tested group

Case Managers' views on the application of annual planning meetings for the non-work
tested group

DPB and WB recipients with a youngest child under six years old (i.e. the non-work tested group) are
required to attend an annual interview. However, Case Managers interviewed said that they spent minimal
time discussing work preparation options with these clients unless the client specifically requested
training or employment assistance.

The main reason given by Case Managers interviewed was that there was no requirement for DPB and
WB recipients in this category to actively seek paid employment. The normal practice is for Case
Managers to allocate more time to the part-time and full-time work tested groups. From the comments
made by Case Managers interviewed, the annual planning meeting, for most clients in the non-work tested
group, appears to be a perfunctory process. One extreme example given by a Case Manager interviewed
regarded clients who were required to come in for an interview. Their attendance was acknowledged, but
no actual interview tock place: *They come in and sign the register and I tick the box and that's it. I put
my effort into the over 100 full-time (work tested) I have on my caseload.” (Interviews with Case
Managers, 2001)

Case Managers interviewed were aware of the barriers to paid employment faced by all DPB and WB
recipients and felt that the needs of pre-school children accentuated these barriers for the non-work tested
group. In addition, there was general acceptance by Case Managers interviewed of the value of mothers
staying at home and caring for pre-school children. This view further mitigated against Case Managers
proactively working with this group. The absence of a requirement for an employment or training
outcome, coupled with high caseloads, also reinforced the practice of Case Managers interviewed
spending more time with the part-time and full-time work tested groups. However, in line with operational
policy, when a DPB and WB recipient's youngest child is between the ages of five and six, Case
Managers reported taking a more active role in terms of planning for employment or training options with
the client.

52 Where a result is significantly higher for one group than another, this is indicated by an upward arrow (4} beside the higher
value, along with a letter indicating which column the result is significantly higher to,



45

DPB and WB recipients’ views on the application of annual planning meetings for the
non-work tested group

The qualitative outcomes research indicated that, in general, DPB and WB recipients supported the
requirement that they attend an annual planning meeting with a Case Manager if their child is under six
years: “fAnnual planning meetings are] a good idea because a woman on DPB becomes aware of what is
required. A woman that wants to help herself then knows WINZ is aware of her existence." (Other
Employed 14+ yrs, Qualitative Outcomes Study, 2001)

"It would put some kind of plan in your head so you're not sitting around hopeless. I haven't had
[an interview] yet [May 1999]." (Mzori DPB 7-13 yrs, Qualitative Cutcomes Study, 2001)

However, some recipients in the non-work tested group found the planning session a waste of time. They
described the sessions as "too loose" or "unfocused”. Some reported they had not yet participated in an
annual planning meeting, or that one had been arranged but had never taken place.

Of those who had attended z planning meeting, some recipients found them coercive in style. They felt
that there was an expectation that they should work without any exploration or consideration of their
individual circumstances, There were also comments about the stress of attending those meetings, the
associated trave] costs, and, for some, long waits at DWI offices or requirements to have return visits
because Case Managers had not kept the pre-arranged meeting times: "7 think it'’s good if they can put
guality time into the interview. But I had made appointments at the office and they had changed the times.
Waiting sometimes up to 40 minutes — that particular time my appointment was re-scheduled six times.”
(M3ori Employed 7-13 yrs, Qualitative Qutcomes Study, 2001)

"Had meeting (earlier than required because she just happened to be in the office) but didn't get
the promised letter afterwards summing up the meeting. There didn't seem to be further action.
Waste of time — what we talked about now may be out of date in six months time Nice but not
helpful " (Other DPB 0-5 yrs, Qualitative Qutcomes Study, 2001)

"I feel quite stressed by the meetings. They make me feel I have to be a superwoman. Being a
parent is given no value.” (Other DPB 7-13 yrs, Qualitative Outcomes Study, 2001)

"It's a waste of time. Have you looked for a job? Yes/No. Write it down. They don't tell you
anything. If you need information you have to ask. If they give you one thing they take something
else." (Maori Employed 7-13 yrs, Qualitative Outcomes Study, 2001).

4.3.2.4 The application of the parf-time work test

Case Managers’ views on the application of the part-time work test

Case Managers interviewed stated that DPB and WB recipients who are part-time work tested are regnired
to register/be enrolled on the employment database, SOLO. They do this by signing a job seekers contract
(if they have not previously signed one) at the time of their annual renewal interview, The contract states
that they will either undertake job search activities, or actively participate in paid employment and/or
approved training of not less than 15 hours per week.

The major concern expressed by Case Managers interviewed was the shortage of suitable work for
recipients in this group. Suitable work was described by Case Managers interviewed as work between the
hours of 9.00am and 3.00pm and preferably with school holidays off: "There just aren't any 9-3 jobs out
there 5o it's not worth forcing these mums out to work.” (Interviews with Case Managers, 2001)

There was also the issue of low hourly rates. When coupled with childcare and transport expenses, low
pay could result in some DPB and WB recipients being financially worse off: "We just have a shortage of
Jobs in the region...and for some the rates are too low that it's not advantageous for them to take on
work. " (Interviews with Case Managers, 2001)
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Case Managers reported access to, and the costs of, childcare as a major issue. In rursl areas, there was a
general lack of childcare facilities. However, access was also an issue in major urban areas. DPB and
WB recipients who lived in, or wished to access childeare facilities in, the more central city business area
competed with the general working public. This has a two-fold effect; it limits the number of places
available, and it can also push the cost of childcare, even with a subsidy, out of the reach of DPB and WB
recipients: "Childcare facilities are low here and there are no OSCAR programmes for rural ones.”
{(Interviews with Case Managers, 2001)

In terms of cost, Case Managers interviewed felt that the childcare subsidy rate was too low to adequately
compensate for the high costs of childcare. For DPB and WB recipients, the sifuation was further
exacerbated if they were receiving low hourly rates of pay. In addition, some childcare facilities required
a bond to secure placement - which is not currently covered by the childeare subsidy. DPB and WB
recipients were reluctant to take out a loan to cover the cost of the bond, as it placed them further in debt.

Case Managers interviewed commented that where there were few employment and training
opportunities, and limited childcare facilities, they tended to take a pragmatic and reasonable approach to
the work test requirements, and did not enforce the work test sanctions. For example, if a recipient
worked around 12-13 hours per week then they were generally granted a waiver for the remaining two to
three hours.

Where Case Managers interviewed perceived that DPB and WB recipients had major barriers to seeking
part-time work and training, they were reluctant to apply the work test sanctions, Their preference was to
work with clients to help them to overcome those barriers, with the emphasis on a supportive rather than a
punitive approach: "We're able to use some discretion in this office because if they can't or won't go out
to work you have to work on their barriers..why are they like this..you just can't force them to go
otherwise they'll just back away.” (Interviews with Case Managers, 2001}

;'{f fhey want to work then we'll set them up [work with them] but if not, then we'll just pull them
aside and work with them [on the barriers].” (Interviews with Case Managers, 2001)

DPB and WB recipients’ views on the application of the part-time work test

The qualitative outcomes research indicated most respondents saw the requirements for those whose
youngest child was aged 6 to 13 years as fair in principle. However the majority of recipients, regardless
of their employment status, saw the requirements as presenting practical difficulties because of a lack of
suitable pari-time employment within school hours, difficulties in getting holidays off, unsympathetic
employers and a lack of suitable childcare. There were considerable anxieties about ensuring after school
and holiday childcare needs would be met. There was also very little difference in views according to the
age of the youngest child: "I agree with it. It's good for the mothers or fathers to plan. The children are
old enough at school. There's no excuse not to be doing work or doing a course,” (Maori DPB 7-13 yrs,
Qualitative Outcomes Study, 2001)

“Better starting this later. Primary school children are still young and need parental support
with learning and parent help for attending school and school trips. Each child has different
needs." (Pacific DPB 14+ yrs, Qualitative Outcomes Study, 2001)

“It's okay. Kid at school. Go make money.” (Pacific Employed 7-13 yrs, Qualitative Outcomes
Study, 2001)

“It's OK if jobs are available but people need help. The jobs have to be flexible and it's no use
giving people jobs that are so much less than the DPB.” (Other Employed 7-13 yrs, Qualitative
Outcomes Study, 2001)
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4.3.2.5 The application of the full-time work test

Case Managers' views on the application of the full-time work test

The full-time work tested group are required to be available for job secarch activities (including work and
training) for at least 30 hours per week. In terms of the work test process, Case Managers interviewed
tended to concentrate most of their effort on this group, providing more intensive case management
exploration of employment interests, training needs and job opportunities.

Some Case Managers interviewed had caseloads of 250 to 280 recipients. They reported they were unable
to intensively manage their full-time work tested clients and tended to refer them to Career Services
Rapuara® for career guidance/planning sessions. However, in some regions budget constraints limited the
number of clients who were referred to Career Services.

There was a perception amongst Case Managers interviewed that the full-fime work tested group had
fewer barriers to accessing work in comparison to the other work tested groups and therefore they should
be actively involved in job search activities.

Case Managers interviewed felt that DPB and WB recipients in this category were well aware of the
obligation to seek full-time paid employment when their youngest child reached the age of 14 and there
was, for the most part, a genuine desire amongst this group to seek paid employment. The exception was
those recipients who had been in receipt of a benefit for a long period of time (more than five years).
These clients were more resistant to the notion of having to seek paid employment compared to those
DPB and WB recipients who had been in receipt of a benefit for a short period of time.

Case Managers interviewed felt that awareness of the obligation to seek full-time work by this group was
a result of having been through the annual renewal process at least once, and for some twice, as well as
through sharing information with other benefit recipients. In addition, DPB and WB recipients in receipt
of income support since February 1999 would have been made aware of the work test obligations at the
time of applying for income support.

Case Managers interviewed commented that DPB and WB recipients who were already in steady part-
time work were more than likely to move into full-time work and generally required minimal intervention:
"These ones are motivated to work...attitudes are great...they're a focused group.” (Interviews with Case
Managers, 2001)

As with the part-time work tested group, the major difficulty for full-time work tested DPB and WB
recipients was the lack of suitable work. For this group "suitability” centred on the availability of jobs,
the hourly rates of pay, and the "mismatch” between the positions available and the skills and
qualifications of DPB and WB recipients. For example, in some rural communities, jobs were almost
non-existent or were temporary or seasonal positions. In addition, affordability of and access to childcare
were also issues of concern for this group.

DPB and WB recipients’ views on the application of the full-time work test

Those benefit recipients with teenage children were particularly anxious about the impacts of the
requirement to look for full-time work. Participants were strongly of the view that a blanket requirement™
was unrealistic and failed to acknowledge misks to teenagers if parents are not able to exercise adequate
supervision. Participants in this group in paid work, including full-time paid work, felt that having such
rules meant that the Government had failed to recognise the diversity of needs and circumstances of
teenagers.

53 Career Services Rapuara is a Crown entity established in 1990 to provide career information, advice and guidance.

54 Participants did not know whether they were exempt or that an exemptions pelicy might mitigate what they saw as a blanket
requirement.
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The dangers of teenage pregnancy, truancy, crime, and drug taking were mentioned, but it was
acknowledged that not all teenagers were at risk Some recipients experienced the lack of a partner to
share parenting responsibilities during the teenage years particularly acutely. Others bad experience of
mentzally or physically ill teenagers, and felt that these special circumstances were not catered for in the
way that the work test requirements were applied: “Fourteen is far too young for a mother to go out 1o
full-time work. Need to be around to talk to them even when they're at school at 17 or 18. But you do
have to do some part-time work for your money.” (Other Employed 14+yrs, Qualitative Outcomes Study,
2000)

"Every situation is different. For me there was no problem... Having to go back to work just
because your kids are a certain age could be tricky.” {Other Employed 14+yrs, Qualitative
Cutcomes Study, 2001)

"Staff explained the requirements but for me the personal costs to me and my family far outweigh
my being at work. My priority is to ensure that my kids are educated well, so they do not become
beneficiaries all their lives. I feel strongly this requirement is not fair, as people's circumstances
are different and varied.” (Pacific DPB 14+yrs, Qualitative Outcomes Study, 2001)

4.3.2.6 Exemptions from the work test

Interviews with Case Managers revealed that most Service Centres had sirnilar reasons for granting
exemptions from the work test requirements. These were:

» sickness —parents and/or children

* home schooling

» caring for children and/or family members with disability/special needs
e clients over 55 years.

The work test process allows an automatic exemption for DPB and WB recipients over the age of 55
years. Case Managers stated that all other discretionary exemptions were granted on a case-by-case basis
and that a common-sense approach was normally taken.

This finding is consistent with the monitoring data. As of year-to-date April 2001 data, less than half of all
DPB (45%) but almost all (95%) of WB recipients were subject to some level of obligation to participate
in employment/training based on the age of their youngest dependent child (Table 15). Of DPB recipients
subject to reciprocal obligations ("liable"), a small proportion (7.5%) had this requirement waived™ for
reasons such as having a younger child in care or with special needs, or being pregnant or sick/invalid. In
contrast, a large proportion of liable WB recipients (52.7%) had their reciprocal obligation waived, mainly
on the basis of age (55+).

Table 15: Reciprocal obligations of DPB and WB recipients by age of youngest child

June 1996 - January 1998 February 1999 - April 2001

Age of youngest child | 0-5 7-13 14+ / Total -5 713 14+ / Total
none none

DPB recipients
Of total DPB 558% 30% 15% 100% 55% 35% 10% 100%
recipionts
Reciprocal None Apnual  Pari-time Annual  Pari-time Full-ime
obligations !
Obligations walved | - 2% 4% 2% 1% 11% 29% 8%
Mesting obligations * | - - 6% 1% - 23% 16% 10%
Liable * - 98% 90% 97% 89% 86% 55% 82%

55 Waivers are either full exemption from reciprocal obligations or deferral 1o be reviewed at a later date.
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Tabie 15 (Continued)

June 1986 - January 1999 February 1999 - Aprit 2001
W8 racipienis
Of tolal WB 5% 11% 84% 100% 5% 13% 82% 100%
retipients
Reaciprocal None  Annual  Part-time Annual  Par-time Full-ime
obligations *
Obligations walved * | - 2% 4% 1% 28% 80% 53%
Mesting obligations ® | - - 3% - 17% 5% 6%
Liable * - 98% 93% 9% 55% 35% 41%

1: Annual: attend annuatl planning interview; Part-time: looking for part-time tralning or employment; Full-time: looking
for full-tirme training or employment.

2: Not required to meet reciprocal obligations.

3: Participating in efther training or employment sufficient to meet either their full-ime or par-time reciprocal
obligations.

4: Can be raquired by Case Managers to participate in approprate forms of empioyment assistance.

Base: Average of 110,858 recipients between June 1986 and January 1999 and 107,741 for February 2001 and April
2001.

SOURCE: DW! administrative data, 2001

Interviews with Case Managers did reveal some variation in terms of how Case Managers decided to grant
an exemption to DPB and WB recipients who were caring for children or family members with special
needs. Some Case Managers interviewed required the DPB or WB recipient to be in receipt of the
Disability Allowance, whereas other Case Managers interviewed were more flexible about the type of
evidence they accepted, for example a doctor's certificate.

The qualitative outcomes research found that few respondents realised that they might have been
exempted from the requirements or that an exemptions policy might mitigate what they saw as a blanket
requirement with regard to looking for work, especially full-time work.

4.3.2.7 Non-compliance with the work test

Sanctions for non-compliance with the work test requirements

If a benefit recipient fails without 2 good and sufficient reason to comply with their work test obligations,
their benefit may be reduced or stopped. Before 2 sanction is imposed, Case Managers are required to
review what was expected of the client and to ensure the expectation is stil] reasonable. The sanction
imposed depends on how often the client has failed to comply with their obligations in the previous 12
months while on the current benefit. Table 16 provides details of the sanctions applicable under the DPB
and WB work test process as at 1 July 2001.



Table 16: Sanctions for non-compliance with the work test
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Fallure Sanction
Primary/Glisnt Sole Parent
Grade 1,2,3 failure st and 2nd Offence: 1st and 2nd Offence:
Client when required refuses to co- | Benefit suspended until client re-  50% benefit reduction until client re-
operate in developing or signing { complies complies
their Job Seeker Agreement

Client refuses to accept an offer of
suitable employment

Client refuses io aftend a
mandatery inferview

Client refuses lo aftend an
interview for suitable employment

Client does not attend a work focus
interview

Failure when required lo attend or
complete a Yeary Planning
Meeting or Work Preparation

{If a client re-complies within a week
for the 1st and Znd failure, no loss
of beneft}

3rd Offence:
13 week non-entitiement period

(The benefit is canceifed for 13
weeks. The client must reapply at
the end of that period if they wish fo
receive benefit)

{Grade 3 Re-compliance activity
can apply)

(If a client re-complies within a week
for the 1st and 2nd failure, no loss
of benefit)

3rd Offence:
13 week non-entitiernent pericd

50% benefit reduction uniil client re-
complies

{Grade 3 Re-compliance actvity
can apply)

Activity

Failure {o attend, leaves or fails to
compiete training or any other
activity as outlined in their Job
Seeker Agreement

SOURCE: Interviews with Case Managers, 2001

The qualitative outcomes research uncovered examples of benefit recipients being given what they
believed to be incorrect information about sanctions. Some participants reported being threatened or given
information that did not take into account the requirements of the benefit reforms, as they understood
them. This led not only to confusion, but also in some cases to financial hardship and disillusionment with
the reforms and their delivery:

“I'm not sure about the reforms and the information. I was told — I had a verbal threa! and a statement.
But I wasn't sure what it meant and each of the Case Managers seemed to be unaware of my
circumstances.” (Miori DPB 0-5 yrs, Qualitative Outcomes Study, 2001)

"On a visit to WINZ in an interview I was told that I had to find alternative courses and training
and alternative childcare or my benefit would be reviewed. They did not consider my
circumstances at all or support me or the training I was doing. I just need the finance to pay for
my qualifications.” (Maori DPB 0-5 yrs, Qualitative Outcomes Study, 2001)

“T can remember getting a lecture that they expected me to train or get employment, But it was
irrelevant because I was already in training. They didn't inspire me to do anything, they made it
difficult. I appealed the decision but they didn't allow it, because it was a post-graduate course.
They didn't give me any financial assistance. I was annoyed as this was training obviously
leading to employment. If you were prepared to help yourself they wouldn't help you. You have 1o
be desperate and unmotivated before they are interested.” (Other Employed 7-13 yrs, Qualitative
Qutcomes Study, 2001)
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Suspensions for non-compliance with the work test requirements

Prior to the DPB and WB recipient’s annual renewal date, the system generates an appointment letter and
loads a2 possible benefit suspension date. For the non-work tested group, unless the Case Manager
confirms that an interview has taken place, the suspension is automatically activated. For the work tested
groups, a dual process applies. The Case Manager needs fo enter the date of the interview in the SWIFTT
database and to enter or confirm enrolment in the SOLO database. Failure to complete both of these tasks
will result in the benefit being automatically suspended.

Although Case Managers interviewed did not admif to having inadvertently caused a benefit suspension,
they stated that they found having to work on dual information systems (SOLO and SWIFTT) time
consuming and frustrating, as well as increasing the likelihood of mistakes being made. There was little
evidence in the qualitative outcomes research of benefits being suspended by mistake although one
respondent stated: "They cut my benefit because there was no record that I had been to an interview. It
was reinstated in days after they realised I had talked to another Case Manager." (Other DPB 0-5 yrs,
Qualitative Quicomes Study, 2001)

Case Managers interviewed added that the threat of suspension usually generated the recipient into
making contact with their Case Manager. In a small number of cases, Case Managers reported that it was
not until the benefit was suspended that clients were motivated to make contact with their Case Manager.

Cancellations for non-compliance with the work test requirements

There are provisions to cance!l benefits if DPB and WB recipients fail to meet the requirements of the
work test process. However, all of the Case Managers interviewed said that cancellation provisions were
rarely, if ever, enforced.

Case Managers interviewed stated the main reason they did not want to cancel DPB and WB benefits was
because of the impact that cancellation would have on the family: "Don't even look at cancellation...there
are children involved. " (Interviews with Case Managers, 2001)

“When you cut off the DPB you cut off the income to the family.” (Interviews with Case
Managers, 2001)

In addition, the interviews with Case Managers revealed a possible consequence of cancelling a benefit is
that the individual Case Manager will be exposed to pressure from advocacy groups, and possibly be
subject to scrutiny from a client's local Member of Parliament. Case Managers interviewed cited
examples where Service Centre and Regional Managers, wanting to avoid negative media exposure, failed
to support Case Manager decisions to cancel benefits. This potential lack of support further reinforced
Case Managers' reluctance to apply the cancellation provisions of the work test process: “If we did
something like that they'd (beneficiary) go to their local MP then all hell will break loose...then we'll end
up reinstating il...it's not worth the hassle.” (Interviews with Case Managers, 2001)

Although some Case Managers reported they had grounds for applying a cancellation, the process was
complex and time-consuming. In addition, Case Managers commented that it was relatively easy for
clients to undertake acceptable job search activities in order o have their benefit reinstated and that this
led to them being reluctant to apply the cancellation process.
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4.4 The implementation of key facilitative and assistance measures, including
PPS, and new and extended provision of entitiements

The 1999 DPB and WB reforms included provision of a package of changes to facilitative assistance,
financial incentives and childcare subsidies — as well as changes to reciprocal obligations. This package
included: '

¢ increased funding for facilitative measures:

- to cope with increased demand for existing support (e.g. case management and job search
assistance)

- for new initiatives (e.g. a post-placement support pilot, and enhanced assisted job search
measures)

e measures which provided financial incentives, or addressed disincentives, for sole parents to work,
including:
- access to an employment fransition grant
- & freeze on benefit debt repayment for up to 91 days
- access to the payment record of the non-custodial parent
- increased childeare subsidies
- establishment and funding of out-of-school care (OSCAR)

- changes to the Child Support Act to allow access to the payment record of non-custodial
parents {alerting custodial parents to the potential amount they could receive directly once
off benefit).

To estimate the effectiveness of these factors, it is important to establish how they were implemented, and
the scale and scope of implementation. The following section attempts to do this by providing
information from Case Managers interviewed about their understanding of the changes and their
administration of these changes (this information is based on the implementation evaluation). In addition
to the information from Case Managers, this section provides information from DPB and WB recipients
about their experience of these measures.

4.4.1 Level of awareness of assistance measures by DWI Staff

Case Managers interviewed indicated that DWI staff awareness of measures to address financial barriers
to employment associated with the DPB and WB reforms was relatively high, although exceptions to this
were the employment fransition grant and to a lesser extent the option to freeze benefit debt repayments.
Additionally, Case Managers interviewed were generally not aware that the measures had been designed
as a package to assist clients into work

Most Case Managers interviewed had received training at the time the measures were introduced. In
addition to iraining offered, information about the individual measures was available on DWI's Intranet
site and support people within the respective Service Centres were also available to assist staff.

4.4.2 The operation of the facilitative and assistance measures in practice

4.4.2.1 Case Manager practice regarding the facilitative and assistance measures

Case Managers interviewed revealed they did not deliver information in a consistent manner on assistance
measures to DPB and WB recipients either within or across Service Centres.

As previously mentioned, Case Managers interviewed were generzally not eware that the measures were
intended to be offered as a package and therefore they did not actively promote the measures as a whole
when working with clients who were considering employment.
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Staff commented that they almost always discussed childcare and OSCAR availability and subsidies, as
well as child support payments, because of the need to work out the likely financial position of the client
once working. This generally occurred as part of the normal case management process when focusing on
employment goals, or at the time of the client's exit interview.®

Case Managers interviewed reported that they saw the exit interview as an opportune time to make a
concerted effort to inform clients about the range of available assistance (including the benefit reform
package of measures) from DWI and IRD to facilitate re-entry into the workforce. In addition, it was also
a time when staff stated that they encouraged clients to contact them if they encountered any problems,
particularly financial concems, as a result of the client's move into paid employment.

Some staff stated that they did volunteer information about the employment transition grant as part of
their normal case management process with DPB and WB recipients. Other staff said that they only
specifically discussed the grant with DPB and WB recipients if recipients sought additional assistance to
cover financial difficulties once in employment. For some staff, participating in the evaluation was the
first time they recalled hearing about the employment transition grant. Some Case Managers interviewed,
particularly those that had experience as Compass co-ordinators, stated that they provided this information
as part of their normal case management process.

Rather than explain the full range of available assistance measures (inciuding the benefit reform package
of measures) Case Managers interviewed appeared to place the onus on clients to make contact with them
should the client encounter any difficulties: "We tend to have a good relationship with our clients, such
that they will ring up if they want assistance.” (Interviews with Case Managers, 2001)

Case Managers interviewed also stated that encouraging DPB and WB recipients to contact them was a
pragmatic approach to overcoming the general lack of time during the case management or exit interview
process and the sheer volume of information which made it very difficult to cover all of the available
assistance measures: "Most Case Managers can deduce when things aren't vight and then advice can be
given. " (Interviews with Case Managers, 2001)

4.4.2.2 DPB and WB recipient experience of the facllitative and assistance measures

As part of the survey three types of assistance were examined of sole parents who had left the benefit for
employment. Amongst this group, awareness of the childcare subsidy for pre-school children was
greatest, with 73% of those eligible for this subsidy being aware of it, compared with 50% for the
Employment Transition Grant, and 47% for the OSCAR subsidies for school-aged children. Awareness
of the Jast two subsidies appears to be related to length of time in receipt of financial support ~ the greater
the time receiving a benefit, the more aware the respondent was of assistance and subsidies available to
them.

The "conversion" from those aware of the relevant subsidy to those taking it up was also greatest for
childcare subsidies for pre-school children, Sixty-two percent of those eligible and aware of this subsidy
had taken one up, compared with 58% for the Employment Transition Grant, and 21% for the OSCAR
subsidies.

Particularly for the Employment Transition Grant and OSCAR subsidy, a lack of a need for the type of
assistance offered was cited as 2 common reason for not taking up a grant or subsidy, most commonly
among those with older children. A preference for having children minded by someone known to the
respondent (family or friends) rather than an external organisation was aiso frequently cited as a reason
for not taking up the assistance available.

The Qualitative Outcomes Study with DPB and WB recipients found that a large number of respondents
were unaware of assistance or subsidies they were eligible for. Among those who were aware at the time
of the study, some were not informed of the assistance at the time when they would have been eligible for
it.

5 An exit interview is normal ly offered to DPB and WB recipients when cancelling their benefit. The decision to take up the
offer of an exit interview, however, is af the clienf's discretion.
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There was considerable variation in what participants knew and understood of the reforms. However,
there was a widespread view among participants that they were not receiving the degree of assistance that
they were potentially entitled to.

Experience of the facilitative and assistance measures by ethnicity

Within the Qualitative Qutcomes Study, Pacific participants were generally more likely to report receiving
practical assistance from DWI. This group gave examples of more individualised help to take up a course
or with job search, and reported the best relationships with their Case Managers. This may have been
either due to actual receipt of assistance, or because this group were less likely to crificise the service
received. However, there were also some strongly critical remarks from Pacific participants.

Of all the groups in the study, Mzori had the least knowledge about assistance available.”’ Miori
particularly noted poor communication and other problems with Case Managers. M3ori participants
complained that they:

s were unable to get appointments and often had appointments postponed
» found the letters they received difficult to understand and apply to their particular circumstances

¢ found it difficult to develop a rapport with their Case Manager because of high Case Manager
turnover.

4.4.3 Access to Employment Transition Grant

4.4.3.1 Case Manager implementation of the Employment Transition Grant

Case Managers interviewed reported that they tended to use an emergency food grant to cover any
financial shortfall as opposed to the Employment Transition Grant. From the perspective of Case
Managers interviewed, approving an emergency food grant was less onerous for DPB and WB recipients
who are required to provide proof from their employer that they were absent from work and had no sick
leave provisions in order to qualify for an Employment Transition Grant. Further, Case Managers
interviewed commented that approving an emergency food grant meant that DPB and WB recipients did
not have to reveal to their employer or work mates that they were still receiving some form of income
support, which some clients told them they were ashamed to do.

4.4.3.2 Ex-DPB recipient experience of the Employment Transition Grant

Table 17 shows that half of all respondents (50%) were aware of the Employment Transition Grant, with
MZori respondents being significantly more aware of the Grant (52%) than Pacific Peoples (38%). There
was no significant difference in the level of awareness of the Grant by age of youngest child.

Table 17: Awareness of Employment Transition Grant (%) (by ethnicity)

Total Sample Miori Pacific Peoples Other

{n=1016} (=267} A {r=106} B {r=b6431 C
Aware of Grant 50 5218 38 50
Unaware of Gran{ 50 48 62 50

Base: All respondents.
Significant differences are reported at the 95% confidence interval.
SOQURCE: Survey of sole parents wha left the benefit for employment, 2001

Of those respondents aware of the Employment Transition Grant {503), just under three in five (58%) had
taken it up. Twenty-nine percent of the total group of respondents eligible to take up the Grant had done
so (Table 18).

7 However among those who had left the benefit for employment, Miori respondents were significantly
more aware of the Employment Transition Grant (52%) than Pacific Peoples (38%}.
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Respondents with a youngest child aged under 14 years were significantly more likely to have taken up
the Grant than those with a youngest child 14 years and over. There were no statistically significant
differences in uptake of the Grant by ethnicity.

Table 18: Uptake of Employment Transition Grant {%) (by age of youngest chlld)

Total Child < 6 Years Child 7-13 Years Child 14+ Years
Sample  (m=152) A {r=243) B (=971 C
Uptake by those aware of Grant {(n=502) | 58 81 1C 60 TC 48
Uptake - all respondents eligible § 29 29 3 22
{r=1,018)

Significant differences are reported at the 95% confidence interval.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

The greatest share of respondents aware of, but not having taken up, the Employment Transition Grant
(34%) stated that they did not do so because they did not need this fype of assistance or support. Fifteen
percent stated that they did not know about the Grant at the time, while a further 15% stated that they
were not eligible. There were no significant differences in the reasons given by ethnicity, however
respondents with older children were more likely to mention not needing assistance or support. Other
reasons are listed in Table 19.

Table 19: Reasons for not taking up Employment Transition Grant (%) {by age of youngest child)

Total Sample Child <8 Years Child 7-13 Years Child 14+ Years
{r=205) {62} A {r=84) B (=481 C
Didn't need assistance/support 34 24 40 TA 421TA
Didn't know about i at the time 15 15 13 24
Not eligible 15 18 12 18
Want to be completely independent of DWI g 8 13 4
Unsure as o whether | was eligible 7 7 7 5
Didn't seem worth the effort of applying 4 3 ] ¢
Lack of suppori/encouragement from Case 3 7 2 t
Manager
Didn’t understand how assistance/support 3 4 3 0
worked
Too busy/didn't have time 3 i 5 3
Don't know 5 11 1 2

Base: Those aware of Employment Transition Grant but didn’t take up.

Note: Multiple responses to this question encouraged. Consequently the ¢olumns may total more than
100%.

Significant differences are reported at the 95% confidence interval,

Sample sizes for those with the youngest child under 6 years of age, or 14 years and over, are small -
consequently, resulis for these groups should be considered indicative cnly.

Table lists those reasons mentioned by five or more respondents,

SOURCE: Survey of sole parents whe left the benefit for empioyment, 2001

444 Freezing benefit debt repayments

All the Case Managers interviewed said that they were aware of the facility of freezing benefit debt
repayments for DPB and WB recipients returning to work. However, a frequent issue raised by Case
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Managers interviewed was the role of the DWI Debt Collections Units. The Units are responsible for the
monitoring and collection of monies owed to the department. From the perspective of Case Managers
interviewed, some regional Debt Collections Units appeared not to take into account the financial
arrangements negotiated between Case Managers and their clients. Confusion arose when Case Managers
would agree on the debt repayment amount with DPB and WB and then the Collections Unit would
subsequently send out a letter with a different debt repayment amount, in most cases at a higher level. In
order to resolve the situation, Case Managers interviewed tended to deal directly with the Collections
Unit: "You just have to get them (Debt collections Unit) to understand that if you take too much now
they'll be back on the benefit and then what?" (Interviews with Case Managers, 2001)

Most Case Managers interviewed said that these incidents seldom occurred and that if detailed notes of a
client's situation were recorded on the client's file, then the matter was usually resolved with minimal
disruption. In one region, however, there was a feeling that the Collections Unit was overly aggressive in
pursuing debt repayment and from the perspective of staff appeared to automatically request increased
repayment amount, irrespective of the file notes made by Case Managers. This created unnecessary
anxiety for the client and increased the workload of the Case Manager who had to resolve the situation.

44,5 Perceptions of the "package” of facilitative and assistance measures

4.4.5.1 Case Manager perceptions of the "package™

Most Case Managers interviewed felt that the measures were useful in alleviating some of the anxieties
felt by DPB and WB recipients when re-entering the labour force. The measures were also believed to
increase income levels of DPB and WB recipients and to go some way towards addressing any financial
disincentives that arose from working.

Most Case Managers interviewed strongly believed that if DPB and WB recipients were given support,
especially in the initial stages of work and for a reasonable period afterward, there was an increased
likelihood that clients would remain in employment.

4.4.5.2 DPB and WB recipient perceptions® of the package

In general, participants in the DPB and WB Qualitative Qutcomes Study questioned whether the
assistance measures were actually helping them. Very few reported receiving any practical help. In some
cases, where assistance was received it was not considered to be adequately focused on their particular
needs. Problems identified by participants included:

e no practical assistance in either seeking work or starting up work
¢ 1o assistance or contact after they had started work to see how things were going
e being prevented from undertaking training if they were in work, or if their child was 14+

e being prevented from seeking further or advanced qualifications if they had already undertaken
education/training.

Participants were concerned that the reforms did not appear to be associated with effective provision of
assistance. The type of assistance sought ranged from career and fraining specification, financial support
for training and job entry, increased childcare assistance, and, most critically, experienced Case Managers
who understood their particular situations, and who were consistent in the information about, and
calculation of, entitlements.

The Qualitative Outcomes Study suggests that more attention needs to be given to supporting recipients to
remain in employment (whether they have left the DPB and WB or not). On beginning employment, some
participants entered very precarious situations where they were confronted with childcare problems, debt
and insufficient earnings. Well-fargeted assistance at this point may have given them a platform from
which to establish a secure financial position.

38 The views listed under perceptions of DPB and WB recipients come from the DPB end WB qualitative cutcomes evaluation.
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As far as the participants were concerned, the reforms did not address the real barriers to moving from the
DPB and WB into paid labour, including:

s the lack of certain and well-paid part-time or, often, full-time work

* poor access to training and upskilling and, for women, their long attachment to the secondary labour
market

¢ the costs of entry to education/training and the labour market

¢ childcare and supervision.

Additionally, participants identified a;;pects of DWI service that reduced the effectiveness that the
assistance measures might have had on their own and their children's well-being, as well as their chances
of exiting DPB and WB receipt. Those included:

¢ high tumover of Case Managers

o (Case Managers' lack of understanding of lzbour market conditions and education/training
opportunities

+ errors in advice regarding abatements, earnings and taxation which led to debt problems

+ lack of information about the range of assistance available

¢ high transaction and compliance costs of reporting earned income, particularly where weekly earnings
and hours varied.

4.4.6 Constraints on the delivery of measures

From the perspective of Case Managers interviewed, time was the main constraint on their delivery of
assistance measures to DPB and WB recipients. Case Managers interviewed considered their high
caseloads - between 280 and 220 clients™ - to be the primary reason for this.

DPB recipients interviewed identified several aspects of DWTI's service that they perceived reduced the
effectiveness of the assistance measures. These included:

» high turnover of Case Managers

+ 2 perception Case Managers lacked understanding of labour market conditions and education or
fraining opportunities

¢ errors i advice regarding abatements, earnings and taxation which led to debt problems for sole
parents

s uncertainty about the rules surrounding their entitlements under the reforms and a perception that they
received insufficient information about the range of assistance available to them

e difficulties reporting earned income, particularly where weekly eamings and hours varied.
447 Application of measures not related to the DPB and WB reforms

4.4.7.1 Training Incentive Allowance (TIA)

Case Managers interviewed frequently referred to the Training Incentive Allowance, despite it being a
separate reform measure. The main concern centred on the difficulty faced by Case Managers interviewed
in determining what constituted suitable training within the TIA, Case Managers interviewed described
the TIA policy as too discretionary, resulting in inconsistent application by staff, to the point where
variations were occurring within a service centre.

One example, given by staff interviewed, of the variable application of TIA was an instance where a Case
Manager funded a non-work tested DPB and WB recipient for the first year of tertiary studies with the
expectation that the client would apply for a student loan for subsequent years. Another Case Manager in
the same service centre had agreed to TIA funding of a non-work tested client for their second year of
study. Awareness of this differential application only arose out of the discussions that emerged in the
evaluation interview,

5% DWI Head Office reported that as at August 2001 the average caseload per Case Manager was [95.
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Another service centre had a policy of only granting TIA for training courses that were deemed to have a
work-related goal and be related to the demands of the local labour market. Accordingly, general interest
courses such as hypnotherapy were excluded even though they could potentially lead to employment.
Another variation was where non-work tested clients were being funded for their first year of tertiary
studies, while part-time work tested clients were instead encouraged to consider employment focused
training activities. Further, other centres appeared to have less stringent policies where the TIA was
granted for a range of long- and short-term courses.

QOverall, staff reported a large degree of variation in the application of TIA, both within and across service
centres, and expressed a desire for clearer guidelines to be developed: “We need a more defined
policy...it's just oo discretionary.” {Interviews with Case Managers, 2001)

4.4.7.2 Interaction with the Inland Revenue Department {IRD)

Interviews with Case Managers revealed that an issue of concern for staff was the interface between DWI
and IRD and between clients and IRD. Staff commented that IRD played a critical role in delivering
assistance to low-income families and to DPB and WB recipients and that financial assistance needed to
be received by clients as soon as possible to facilitate their transition to work and to confribute to
improved employment retention outcomes.

Staff stated that some clients found working between the two agencies frustrating and stressful. Of
particular concern was the length of time required by IRD to process assistance applications. Staff felt
that the IRD processes did not appear to take account of the particular needs of this client group who
tended to have minimal financial reserves and who consequently needed to make immediate application
for Family Assistance. In some instances, DPB and WB recipients had to wait six to eight weeks before
family support claims were processed.

While outside the scope of the survey of those who had left the benefit for employment, 2 number of
respondents volunteered comments on IRD. Some participants' conumnents are presented below:

"WINZ and the IRD need to communicate. When one leaves WINZ, WINZ do not inform IRD

that you no longer receive DPB, and I need to get a letter from WINZ to the IRD with this

information. Family Support from IRD is there when you are on the benefit and therefore IRD

and WINZ need to connect on some level. When leaving DPB, you need to apply for IRD. To do
- that, you need a letter from WINZ and I did not know that was not automatic. There should be a

standard letter coming automatically, showing the amount received from WINZ in the last
financial year and the fact you are receiving no benefits, to give to IRD.”

"WINZ really does need to let people know that if they are working and they earn so much, they
need to go through IRD for Family ... It depends on the Case Manager how helpful they are.”

"I took the allowance for Enterprise Allowance and my business did not work out. Owed WINZ
34,300 and am paying back weekly amount. The Government wanted tax on $5,000 but WINZ
did not tell me about this and also GST - all hidden costs I was not informed of. I found out about
this eventually from my accountant. I am still paying those loans off which puts me into a worse
state than I was before. I am paid Family Assistance from IRD. When I started the cafe
manager job, I had to pay the IRD $400. I was not informed so in the end I have ended up with
85,000 debt. There is no communication between WINZ and the Inland Revenue Department.”
"From the time that I went to WINZ and applied for the DPB, I was told that this was going to be
Child Support and that the father of my child was going to pay the money. I did not understand
that the money was being subsidised by the Government. When I found a job, I told WINZ and
they did not inform IRD, which is what they were supposed to do. Subsequently I received no
payment from the father or any other money from November 6th until mid March - which meant I
had to live off my savings and created a stressful period of time. Several times I tried to work out
why I was not receiving money and went to WINZ - WINZ said that it was IRD that must have
‘lost the paper work...." ' '
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"Case Manager was really useless - missed cut off dates for Family Assistance, didn't pay me -
had to demand some money - nightmare.”

"When I did leave DPB, they were quite vague about giving me information about Family
Support. Any information directed to Inland Revenue but did not tell me why. It was 2-3 months
before I went to Inland Revenue. WINZ did not make this clear - without this extra, I found this
hard."”

4.5 The implementation and on-going operation of changes to increase child
care subsidy and supply of childcare

The payment system for the OSCAR subsidy had some significant performance problems in its first year
of operation. These problems were apparent in:

* payment errors

e delays in application processing

¢ overpayments and underpayments due to difficulties with capturing information about patterns of
child attendance, absences and providers.

In the first year of implementation, the take-up of the OSCAR subsidy was considerably lower than that
envisaged by the Government when it extended childcare payments to cover OSCAR services. In May
2000, there were only 1,130 parents nationwide in receipt of OSCAR subsidies.

Those parents who had accessed the OSCAR subsidy reported that the application process was tedious,
fully of delays, complex and required a high level of on-going management because of the attendance
reporting and declaration processes.

The evaluation of the QSCAR payment system showed there was an almost universal lack of
understanding or awareness of the OSCAR subsidy among parents with school-aged children who were
eligible for OSCAR and were already receiving the early childhood care subsidy (CCS). In all the focus
groups held with parents receiving the CCS subsidy, there were parents needing out-of-school care who
had not been advised by a Case Manager of the OSCAR subsidy.

Parents receiving OSCAR subsidies were not surprised by the lack of knowledge about OSCAR among
parents. They believed it reflected a generalised lack of information provision and knowledge about
OSCAR among Case Managers.

Parents also complained of delays in starting OSCAR payments. They also noted overpayment problems,
application forms being lost, and receiving contradictory information about whether the OSCAR subsidy
had been approved or not. Parents found it difficult to get those problems resolved.,

Case Managers interviewed noted two difficulties with the OSCAR subsidy in its first year of operation.
Firstly, Case Managers had to deal with childcare subsidies in two distinctly different ways, The CCS for
carly childhood care was paid to providers and the OSCAR subsidy was paid to parents, The duality of the
payment system in itself generated some confusion.

Secondly, entitlement to OSCAR subsidy was dependent on parents using accredited providers. The
process of accreditation was to be undertaken by the Child, Youth and Family agency. In recognition that
the process of accreditation would take some time and this might generate a shortage of accredited
providers, particular categories of providers were given interim accreditation. Two problems emerged for
Case Managers and parents, however. There was:

« limited progress in final accreditation of interim as well as new providers

¢ no efficient mechanism developed for conveying to Case Managers easily accessible and up-to-date
information on the accredited OSCAR providers in their area,

Case Managers interviewed suggested that the OSCAR subsidy had not captured the attention of Case
Managers. This was partly because Case Managers had not been adequately trained in the processing or
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intent of the OSCAR subsidy. Case Managers participating in the focus groups suggested that most Case
Managers did not see OSCAR as a priority when they were struggling to manage their caseloads of clients
receiving core benefits such as Unemployment, Domestic Purposes, and Sickness benefits.

Case Managers were given limited training on the OSCAR subsidy. In addition, Case Managers were not
able to experience the automated payment processing system in a hands-on situation until the system went
live in February 1999,

For many DWI offices, the problems experienced with processing early childcare payments meant that:

e promotion of the OSCAR subsidy to parents became a peripheral activity even to those Case
Managers with a particular interest in the sector

e (Case Managers became wary of the SWIFTT processing system in relation to any childcare payment.

All those factors led to situations where some Case Managers avoided dealing with the OSCAR subsidy
and remained confused about it, and where parents were not encouraged or actively assisted in dealing
with what Case Managers described as a complex application and compliance regime.

4.5.1 OSCAR and PPS as examples of implementation issues

4.5.1.1 Implementation of the OSCAR subsidy

The extension, in February 1999, of a parental subsidy to low-income parents for OSCAR services was
one of the assistance measures introduced as part of the DPB and WB reforms. The subsidy was seen as
one method of both reinforcing and assisting parents to meet the obligations introduced under the reforms.

This new payment system was to be implemented by the DWI, and reflected an attempt to:

e automate a previously manual system of subsidy payments for early childcare (CCS)

¢ make some relatively minor changes in the existing operational policy related to the early childhood
care entitlements

o extend childcare subsidy payments to a new set of previously unsubsidised OSCAR services (known
as the OSCAR subsidy).

An evaluation of the new payment system (DWI 2000) showed there were significant implementation
issues during the first year of operation that impacted on DWI staff, OSCAR providers and parents.

The introduction of the subsidy had occurred within a period of major restructuring. DWI was four
months old when the new payment system went "live". Staff were struggling to manage large non-
specialised caseloads of clients.

Case Managers had to deal with the OSCAR subsidy in a different way to the early childcare subsidy
(CCS). The CCS was paid to providers and the OSCAR subsidy was to be paid to parents. The duality of
the payment system in itself generated somne confusion amongst Case Managers.

DWT staff suggested they had not received adequate training in the policy, processing or intent of the
OSCAR subsidy. Case Managers were not able to experience the automated payment processing system
in a hands-on situation until the system went live in February 1999,

When the automated system went live, it did not perform as intended. This resulted in significant
processing errors.

For many DWI offices, the problems experienced with processing early childcare payments meant that:

» the promotion of the OSCAR subsidy to parents became 2 peripheral activity
e Case Managers became wary of the SWIFTT processing system in relation to any childcare payment.

-
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All these factors led to situations in which some Case Managers avoided dealing with the OSCAR subsidy
and remained confused about it, and parents were not encouraged or actively assisted in dealing with what
staff described as a complex application and compliance regime.

Many parents reported problems with the application process, stating that the process was full of delays
and required on-going management because of the attendance reporting and declaration processes, Parents
also noted problems with over payment and under payment of the subsidy.

The majority of providers felt that neither they nor parents received adequate information about the
OSCAR subsidy or the procedures that DWI intended to use to administer the subsidy. Problems
encountered by providers included:

¢ managing additional administration time and cost
* having to wait for fees while parents’ subsidies were approved.

4.5.2 implementation issues: Post-Placement Support pilot

The PPS pilot was developed to assist sole parents who had left the benefit to remain in employment
through the provision of on-going support.

The PPS pilot began in July 1999, and ran for 13 months in four regions: South Auckland, Hawke's Bay,
Wellington and Christchurch. The pilot used two different delivery models — one with DWI's Case
Managers, and the other with contracted community providers.

The intended services to be offered as part of the pilot included monitoring and support of the participants
in their employment, and advice and help to access information and assistance as required. PPS was
intended to help participants as necessary with time management, budgeting and money management,
accessing financial assistance, mediation with employers and referrals to other agencies.

The achievement of the expected improved outcomes {employment retention) for participants was based
on the assumption that PPS services would occur as planned. However, the evaluation of PPS has shown
that PPS services were implemented and delivered in a variety of ways that significantly dxﬁ'cred from
that intended by the programme designers.

Implementation of the pilot was constrained by the lack of resource available to fund the provision of the
PPS service, and by the tight time frames in which the pilot was required to be operational.

There were difficulties with:

e identifying clients who met the eligibility criteria to participate in PPS
¢ making contact with clients to invite them to participate in PPS
e recruiting sufficient numbers of clients to participate (in both the internal and contracted service).

The “target group” for the PPS service consisted of all sole parents in the pilot sites who cancelled their
DPB receipt to move into "permanent” employment during the period 1 July 1999 to 30 June 2000.%

Since the intention of the pilot was to ascertain whether the PPS services assisted clients to remain in
employment, it was intended that PPS be offered only to clients leaving the benefit for employment with
some expectation of permanence or longer-term duration, rather than a casual, temporary or short-term
position.

However, difficulties were experienced in identifying the level of permanence of employment, as DWI
does not collect this information when clients cancel their benefit. Further, it became apparent that clients
themselves often either did not know, or had incorrect information, about the permanency of the position.

 The working definition of "permanent” employment for the purposes of PPS was aligned with the Department’s measure of
stable employment, that is, employment that would last at least 91 days.
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There was some thought that the exit interviews could be used to more closely target potential participants
on the basis of "need” at the time of benefit cancellation. However, this approach was not adopted in the
formal PPS process, and while some Co-ordinators may have applied such a technique, it was not done
systematically or consistently.

Several months into the pilot it became apparent that the contracted providers were not receiving the
contracted level of client referrals from the DWI service centres.

For 23% (45) of the 189 clients who accepted the offer to receive PPS, no (further) contact with a PPS
provider was recorded. Conversely, at least one of those who declined to participate did have further
contact that was recorded as PPS by the provider. Thus it is difficult to attribute outcomes to PPS service
when it is not clear who participated, and to what extent.

There are also other factors that are likely to have impacted on (or constrained) the implementation of the
PPS service. These include:

¢ fragmentation of responmsibility/accountability for implementation (the project started with the
Community Employment Group®' and then moved to DWI)

e timing of the pilot (shortly after major DWI restructuring).

4.6 Summary of the implementation process

The evaluation work showed the 1999 reforms were hindered by a number of factors, including the
complexity of the policy, major organisational reforms occurring within the agency responsible for the
roll-out of the changes, restricted and difficult time frames, and varied application of delivery of the
changes. As a result it is difficult to confidently attribute outcomes to specific policy changes.

More specifically with regard to the reciprocal obligations:

» several of the evaluation projects found that awareness of the reforms was greatest among sole parent
beneficiaries subject to the requirement to find full-time work, those who had been on the benefit for
longer, and Pikeh®/Other respondents. This suggests the methods of informing recipients of their
work test obligations were less effective for some groups. It was noted that letters were not an
effective means of communicating with all clients, especially M3ori and Pacific clients

s Case Managers interviewed said they put most emphasis into working with the full-time work tested
group. Case Managers interviewed said that they spent minimal time discussing work preparation
options with clients in the non-work tested group® unless the client specifically requested training or
employment assistance. Some sole parent beneficiaries in the Qualitative Outcomes Study reported
either never having had an annual planning interview or that the interview was very brief. The survey
of sole parenis who left the benefit for employment found that sole parents in the non-work tested
group were least likely to be aware of what the reforms had required of them. The process evaluation
stated that high caseloads (e.g. 220 to 280 clients)® and the fact no employment outcome is required
from the non-work tested group contributed to staff rationalising the time they spent with clients in
this way.

The evaluation also found inconsistent application of many of the assistance measures introduced to assist
sole parents to enter and remain in employment. There was low awareness amongst some staff
interviewed of many of the assistance measures introduced to assist sole parents to enter and remain in
employment.

* the evaluation findings suggest that sole parents were not always aware of the assistance they may be
eligible for or entitled to when they leave the benefit.* Interviews with Case Managers along with

1 CEG was within DWI but now sits within the Department of Labour.

62 They were required to meet with their Case Manager annually to discuss steps to prepare them for work.

® DWI Head Office reported that Case Managers had on average 195 cases as at August 2001, Interviews with Case Managers
for DPB/WB evaluation and monitoring strategy were conducted in July 2001,

% As part of the reforms a range of measures was implemented to provide financial incentives or address disincentives for sole

parents to enter employment {refer to Table 1}. Sole parents also became eligible for the full range of employment programmes
and assistance available to other job seekers. '
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DPB and WB recipients revealed that recipients were not informed of the measures in 2 consistent
manner by Case Managers. Rather than explain the full range of available assistance measures
{(including the benefit reform package of measures) most Case Managers interviewed proffer the
information they feel is relevant fo the client and place the onus on clients to make contact with them
should they encounter any difficulties

s considerable implementation issues meant that the Out of School Care and Recreation {OSCAR)
subsidy,” OSCAR Development Assistance {(OSCAR DA),® did not operate as intended.”” As a
consequence, access to, and supply of, childcare did not expand to the leve] anticipated, There were a
number of reasons for this, including difficulties with computer payment systems, implementation
occurring within a period of major restructuring for DWI, lack of staff training, problems with
recruitment of providers and contracting of services, and deficiencies in funding (e.g. funding was not
sufficient for the OSCAR subsidy)

¢ the Post-Placement Support (PPS) pilot® did not operate as intended due to 2 range of factors. For
exarmple:

- insufficient resources to provide the PPS service

- difficulties with identifying clients who met the eligibility criteria to participate in PPS and in
making contact with clients to invite them to participate in PPS

- difficulties with encouraging people who were no longer clients of DWI to remain in contact
in order to receive PPS.

The inconsistent administration of assistance measures, leading to their uneven usage and availability to
sole parents, is likely to have reduced their effectiveness in mediating barriers to sole parents’ entering and
sustaining employment.

4.6.1 Implications for the future administration of policies for DPB and WB recipients

A key finding of the evaluation was that several aspects of the DPB and WB reforms were inconsistently
administered. For policies of this nature to be administered as intended, the evaluation suggests the
following needs to occur:

+ consideration of the context in which the policy will be implemented (e.g. existing workloads of Case
Managers, other changes affecting the delivery agency)

» the policy being operationally feasible and able to be clearly translated from the policy agencies
through the operational agency and on to the benefit recipient

» sufficient time and resources allowed to implement new programmes and policies

¢ clear communication of the changes affecting benefit recipients through a variety of sources so that
recipients are aware of the changes and how they are affected.

The evaluations of both OSCAR and PPS showed that implementation of these imitiatives were
preblematic. Issues arising from these evaluations were mentioned above but also include the following:

o the requirements on operational staff ariging from new policies need to be simple. Current workloads
facing front-line staff mean that complex policy options or operational guidelines are unlikely to be
adhered to and as a result the policy will not operate as intended

e where comprehensive changes to administrative systems are required, they need sufficient funding
and time to be thoroughly tested before the policy comes into effect. This did not happen with the
OSCAR payment system, creating significant problems for all parties involved

¢ changes in policy affecting DPB and WB recipients need to be well-publicised through a variety of
sources so those recipients are aware of the changes and of how they are affected.

* The OSCAR subsidy increased assistance for before- and after-school as well as holiday care for low-income
parents/caregivers with eligible children. Refer to Table 1.

Development assistance funding ($3.15 million) was to be invested over a two-year peried from 1 February 1999 to generaie a
sustained and accessible set of OSCAR providers and services in disadvantaged communities.
5 pwl reported they have put considerable effort into resolving these issues since the OSCAR subsidy and OSCAR DA were
introduced.
8 pPS wasa pilot programme designed to support sole parents who had left the benefit to remain in employment.



5. Entry to employment

This section examines the dynamics of sole parents' entry into employment, including:

* job search activities and attitudes to work

¢ the suitability and availability of employment

e training and education

e factors associated with sole parents' entry into employment.

5.1 Job search and attitudes to work

The types of job search activities undertaken by most sole parents reflect a similar pattern to that expected
in the general population. The use of social networks for finding work was high, as was looking through
the newspaper and following up formal job application processes. Case Managers' assistance with job
search was variably reported. In general, participants in the study wanted to make clear that they gained
employment without the assistance of DWI.

5.1.1 Aftitudes to job search

DPB and WB participants, as & general rule, were highly motivated to gain employment where they
considered their family circumstances gave them the freedom to be in ermmployment. Almost a quarter of
participants who were in work in the Qualitative Outcomes Study were attempting to improve or sustain
their paid employment by actively seeking another job. The muajor drivers for active job search among
this group of participants were a:

+ desire to extend work hours

« concern about redundancy or job loss

» desire to move from seasonal to more stable work

* concern to find more flexible working hours

s desire to move from casualised to more permanent work

e desire to move into another occupation or pursue a career

o desire to improve wage or salary rates.

For this group of participants, the desire for paid work was consistent with their long histories of work
experience prior to taking up the DPB or WB. The majority of participants within all of the evaluation
strategy studies had had prior work experience.

International research generally supports the notion that sole parents are typically motivated to work. Sole
parents engage in full-time caregiving and in addition often manage to include part-time employment and
education, When sustained examples of paid employment are lacking it is more commen to find structural
and personal barriers to employment rather than intrinsic characteristics, such as laziness or not wishing to
work, as the cause {Albelda and Tilly, 1997; Harris, 1996; Oliker, 1995; Rein, 1982).

When considering the numbers of sole parents who do engage in pzid employment at some point over a
12-month period, most sole parents report wanting stable and secure employment (Harris, 1993; Harris,
1996). They view the welfare system as insecure and unreliable as a source of long-term income (Albelda
and Tilly, 1997; Fine and Weis, 2000; McLaughlin, Millar and Cooke, 1989; Oliker, 1995). Research
shows that most adult recipients of welfare would like to be in the labour force {Colmar Brunton, 1995,
Edin and Lein, 1997; Harris, 1993; Harris, 1996; Levine et al, 1993; Oliker, 1995},
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5.1.2 Types of job search undertaken

Participants seeking work used a wide variety of job search approaches. These were consistent across all
of the studies within the evaluation strategy. Techniques included contacting friends, neighbours, and
acquaintances in employment, “cold calling®, and newspaper advertisements and other media, including
the Internet, to try and find 2 job: "7 see my friends and acquaintances. I worked with the manager before
and I kmew the company.” (Other Employed 14+ yrs, Qualitative Qutcomes Study, 2001)

"4 friend worked there and said that they were looking for part-time workers, so started there working for
two days a week in 1997." (Other Employed 14+, Qualitative Outcomes Study, 2001)

*I created the job myself but with family help and encouragement.” (Other Employed 7-13 yrs, Qualitative
Outeomes Study, 2001)

The survey of those who had left the benefit for work revealed that there were some notable differences in
the types of job search activities employed by respondents.

Refer fo section 5.1.5 Variation in job search activities accerding to age of youngest child and
ethnicity.

5.1.3 Usefuiness of job search technigues

Just under half of all respondents (47%) in the survey of those who had left the benefit for employment
stated that applying for positions advertised in newspapers was helpful, or made a difference, when they
were looking for work. Two in five (41%) found asking family or friends/word of mouth to be a useful
way of finding work, while just under a quarter (25%) wrote to, or called, particular businesses ("cold
calling™). The support of the Department of Work and Income was also mentioned by a small percentage
of participants in the survey with 6% discussing finding work with their Case Manager, 6% talking to
other Department staff, and a further 6% utilising noticeboards and computers at Department offices.
However, as is noted later in this section, very few participants in the evaluation studies cited the
Department of Work and Income as providing them with assistance to find paid employment. Seven
percent of respondents mentioned finding work through more passive means, such as having an employer
approach them, or having a part-time position becoming full-time (Table 20).

For information on variations in the usefuiness of different job search activities by age of youngest child
and ethnicity refer to section 5.1.5 Variation in job search activities according to age of youngest child
and ethnicity.

Some participants, specifically Post-Placement Support (PPS) clients, had found work experience or part-
time work through their participation in training courses, and then used that as an avenue to full-time
work. PPS participants described using work experience and casual or part-time work to try out a
particular kind of work on a trial basis. After finding that they liked the work and their co-workers, and
that the work was manageable alongside their childcare responsibilities, they made an approach to the
employer and sought full-time work. The major advantage of this approach was that people could
graduate themselves into full-time work knowing that it was 2 job that aligned with their personal
circumstances: 7 kmew what I was getting. My son was used to meeting me there after school and the
boss was really friendly towards him and didn't mind him sitting in my office as long as I was getting my
work done. Which was a big relief, because I didn't want him home on his own. At his age [16] they could
be having sex or anything.” (Woman of 50, starting full-time work for the first time, PPS evaluation,
2000}

A small number of participants, as already mentioned, had been assisted in their job search by a Case
Manager or other facilities available through DWI. The Qualitative Outcomes Study also indicated that
for some participants support from the Department of Work and Income in finding work was important,
particularly for those who had been in receipt of a benefit for some time.
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However, a consistent theme across all studies was that most participants found their own jobs
independently of DWI. Participants in the Qualitative Outcomes Study reported that irrespective of
whether they were seeking part-time or full-time work, the participants in paid work generally found work
without DWI assistance. Only a few individuals identified any job search assistance received from DWI,
and none said they had received a job directly through DWI, although receiving assistance with initial
costs such as clothing and travel to take up work which had been found was not uncommon. Many
participants, especially Mori and Pacific participants, atternpted to minimise their contacts with DWI,
which meant that they tended not to ask for specific training or job search assistance: "7 had no contact
with WINZ. I got my job through my neighbour. I did voluntary work then that led to paid work and then
Jull employment.” (Maori Employed 14+ yrs, Qualitative Outcomes Study, 2001)

It is clear from the data that job search is just one of a series of factors that determine whether and how
participants enter the labour market. However, the availability of childcare, skills and qualifications, and
levels of local labour market demand appear to be more important than any particular job search
technique,

5.1.4 Did the work test encourage sole parents to underiake job search activities?

There is evidence to suggest that DPB recipients, particularly those with a youngest child aged 14 and
over, found the work test increased their work search behaviour, However, this population group
generally has a prior work history and is highly work motivated when the right conditions are in place for
them to return to work. These conditions are outlined in the section on employment outcomes, but the
critical three conditions are childeare provision, labour market opportunity and financial incentives.

The Qualitative Outcomes Study raised a cautionary note regarding the types of work participants take on
when they are feeling pressured to exit the benefit. There was some evidence to suggest that the work test
encouraged certain individuals to accept positions that were not sustainable or would impact negatively on
the well-being of the family, for exampie positions that reduced family income, did not provide accessible
childcare or increased the numbers of unsupervised children at home.

5.1.5 Variation in job search activities according to age of youngest child and ethnicity

5.1.5.1 Variation in job search activities according to age of youngest child

Participants in the survey of those who left the benefit for employment, with younger children, tended to
have used a smaller number of job search techniques than those with older, more independent children,

The survey of those who left the benefit for employment revealed that those with the youngest child aged
7 to 13 were more likely to have applied for an advertised position (50%) than those with the youngest
child under six (43%). Respondents with the youngest child under six were less likely to have used, or
found useful, a wide range of job search techniques. In particular, those with their youngest child under
six years of age were significantly less likely to mention:

+ "cold calling" (19%, compared with 28% of other respendents)

o talking to their Case Manager (3%, compared with 9% of those with a child 7 to 13 years, and 8% of
those with the youngest child aged 14+ years)

» attending courses on finding employment (2%, compared with 6% of all other respondents).

5.1.5.2 Variation in job search activities according to ethnicity

While Other and M&ori respondents found writing or "cold calling” a useful technique for finding work,
Pacific Peoples tend not to have used this technique. If they did, they did not find it useful.

When looking for work, M#ori respondents were significantly more likely to have asked family/friends
(47%), than Pacific Peoples {39%) and Other respondents (38%). M3ori respondents were zlso more
likely to have talked to their Case Manager (9%, compared with 5% of Other respondents) when they
were looking for work.
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Pacific Peoples were significantly less likely to have found "cold calling” useful, being mentioned by 10%
of this group, compared with 26% of Other, and 23% of Miori respondents (Table 20).

Tabie 20: Useful job search techniques (%) - (by ethnicity)

Tofal Sample  Maor Pacific Otfier
(=1,018} (re267) A Peoples (543} C
{n=106} B
Active job search techniques
Looked in the newspaper/applied for advertised | 47 45 45 47
position
Asked family/friends/word of mouth 4 47 1BC 39 38
Wrote or called particular businesses ("cold calling”} | 26 23 1CJAC 26
Looked ont the Intermet 6 4 5 71994
Talked to WINZDWI Case Manager 6 91C 7 §
Talked to WINZ/DWI staff cther than Case Manager | § 8§ 2 &
Looked at noticeboards/computers at WINZDW! | 6 7 6 5
office
Visited recruitmentitemping agency 6 34BC g 8
Courses on finding employment/preparing CV 5 8 3 4
Asked people in cther organisations e.g. church 3 5 3 3
Voluntary workiwork experience 3 3 3 2
Locked at noficeboards in supermarkeis etc 2 2 3 2
Got job through training institution 3 3 g1c 3
Started own business/self-empiloyed 1 1 0 1
Contacted a previous empicyer 2 1 2 2
Passive job search techniques
Was approached by employer 3 2 3 3
Casual/part-time work became full-time 2 1 2 2
Job was held by employer {didn't need ic search) 2 2 sTc 1
Nothing 3 1 2 3

Base: All respondents,

Note: Multiple responses to this question encouraged. Consequently the columns may total more than
100%.

Significant differences are reporied at the 85% confidence interval.

Table lists those techniques mentioned by five or more respondents.

SOURCE: Survey of those who have left the benefit for employment, 2001

% Where a result is significantly higher for one group than another, this is indicated by an upward arrow {“M) beside the higher
value, along with a letter indicating which colurmm the result is significantly higher to.
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5.2 The availability of suitable work

5.2.1 What is suitable employment for DPB and WB recipients?

The evaluations indicated that suitable work could be broadly defined as that which would provide hours
that allowed participants to manage their family responsibilities, cover the additional costs associated with
work and provide medium- to long-term certainty. The qualitative outcomes research noted that a key
factor for finding work, which allowed sole parents to manage their family responsibilities, was work that
fits within school hours. Case Managers also raised this issue along with poor pay rates (refer to section
04.3.2.4 The application of the part-time work test).

5.2.2 Key factors which, in the view of DPB and WB recipients, made work unsuitable

In the Qualitative Qutcomes Study respondents saw the work available to them as having a number of
often interacting characteristics which made it unatiractive, risky and/or inaccessible. These
characteristics included:

e high levels of casuzlisation

s temporary Or uncertain tenure

¢ vulnerability to redundancy

* exploitation {e.g. no payment)

+ discrimination on the basis of race, sole parent status or personal appearance and style.

The factors identified above all reduce the likelihood of a guaranteed stable income for sole parents. A
guaranteed income is an important consideration for sole parents who are supporting children as well as
themselves.

Casualisation was raised as a key issue for sole parents in the qualitative outcomes research because the
lack of cerfainty around hours and tenure created difficulty for sole parents in planning and organising
childcare.

The qualitative outcomes research found that, perhaps because of their extensive work histories prior to
taking up the DPB and WB, many of the participants expressed considerable dissatisfaction about the
nature of the paid work to which they felt they had access. Most felt that they were locked into the
secondary labour market of casualised, low-paid and unskilled work offering poor conditions and few
career opportunities. The work available was seen as often uncertain and vulnerable to redundancy. This
was characteristic of participants in urban, rural and provincial situations.

The international literature also highlights factors affecting the suitability of work for sole parents. Oliker
{1985) and Rein {1982) caution that for paid employment to be financially viable, parents are often forced
to engage in longer hours and compete for available overtime in order to receive a wage capable of
supporting the family. This is likely to have a greater effect on the family as supports become more
strained, time management becomes more difficult and the parent generally more siressed and short of
time to spend with the family.

It appears that the failure of low-paid work to support 2 family is not 2 phenomenon that is immediately
obvious, as parents initially manage to maintain their employment status. This is due to the invisible
nature of many family resources (e.g. access to people to child-mind on short notice, tidy work clothes,
reliable transportation}. These resources are depleted over time, with work increasing the rate of resource
usage, which in furn becomes an increasing barrier to sustained work efforts (Harris, 1996; Oliver, et al,
2000).

McLaughlin et al {1989), report that the work often available to sole parents is of a flexibie and insecure
nature, which stretches sole parents’ limited resources and impacts on family routines.

According to Colin (1991), the types of jobs that New Zealand beneficiaries are typically qualified for are
very low paid, yet such positions are often seen as meeting the requirements of welfare regulations,
increasing hardship for desperate parents struggling to make ends meet on an already tight budget.

v
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1 eaving welfare to take up low-paid employment is a common international phenomenon, (Harris, 1993;
Harris, 1996; Mink, 1998; Oliker, 1995; Trutko, Nightingale and Barnow, 1999).

Refer to section 5.4.2 Factors that limit entry to employment..

5.2.3 Differences in availability of suitable employment according to ethnicity, age of
youngest child, or geographical iocation

It is very difficult to accurately measure the availability of suitable employment for sole parents by age of
youngest child and ethnicity, However, some information is obtainable on the availability of employment
generally by region.

5.2.3.1 Differences in avallability of suitable employment according to geographical
location

It was very difficult to accurately measure the availability of employment for sole parents by age of
youngest child. However, some information was available on the availability of employment generally by
region and ethnicity.

One measure of availability is the employment intentions of firms. Over the period of the evaluation
(1998 to 2001), firms' employment intentions varied across the regions. However, according to the
National Bank business outiook survey, all regions show positive employment intentions in the June 2001
quarter, which means that more firms are looking to increase employment than decrease employment over
the next year. With regard to employment intentions, the regions at June 2001 can be categorised as
follows:

s high-performing regions: Southland, Nelson-Marlborough, Otago, Bay of Plenty
+ medium-performing regions: Manawatu-Wanganui, Canterbury, Northland, Taranaki, Auckland
» low-performing regions: Hawke's Bay, Waikato, Wellington.

These trends give an indication of the availability of jobs in each region over the next year. However, this
data is quite volatile, and may not result in actual employment growth if the right potential employees are
not found (for example, if skill shortages are present). Moreover, these intentions will have changed to be
less positive following the events of 11 September 2001 in the United States.

Another measure of job availability is the number of job vacancies printed in newspapers. The ANZ Job
Ads series”™ measures the number of job advertisements in seven newspapers around the country. Job ads
increased significantly over the period of the evaluation, rising strongly in 1999, remaining fairly steady
in 2000, and increasing solidly in the first half of 2001. ANZ job ad growth varied across the regions (see
Figure 3}, with the strongest growth coming from Hawke's Bay, Otago and Christchurch, and low growth
occuwrTing in Auckland and Waikato. Some caution is required in interpreting this data, as high levels of
job ads may reflect high levels of skill shortages (when vacancies may need to be advertised multiple
times), especially for the more rural regions (for example, Hawke's Bay, Otago)

™ The ANZ Bank runs this series.
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Figure 3: ANZ job ads by region

a5+ Annual % Change B Year to June 2000
B Year lo June 2001 |

Aucidand  Wslisie y  Manaway (= Cugn  bevw Deslere

Source: ANZ Bank

5.2.3.2 Differences in availability of suitable employment according to ethnicity

Some Maiori respondents in the Qualitative Outcomes Study indicated that suitable employment was not
available where they lived. As Table 7 earlier indicated, 62% of Maori DPB recipients live in Northland,
Auckland South, Waikato, the Bay of Plenty and the East Coast. These areas were characterised by
above-average unemployment rates, with Northland, Bay of Plenty and Gisborne/Hawke's Bay regions
currently having the highest unemployment rates of the 12 main regions. Northland, Bay of Plenty, and
Gisbome/Hawke's Bay also have the highest rates of jobless’' people in the country. Household Labour
Force Statistics (HLFS) data suggests that, compared to other regions, in these regions more jobs were
available in industries which have traditionally tended to employ men. These five regions were heavily
reliant on agriculture, forestry, horticulture, primary processing and forestry.”> These industries have a
higher concentration of men than women:

e 66% of those employed in agriculture, forestry and fishing and 70% of those employed in
manufacturing were men’

e men were more likely to work in these sectors — 10% of men work in agriculture, forestry and fishing,
compared to 7% of women, and 20% of men work in manufacturing, compared to 11% of women.

The opposite was the case for regions with employment patterns based more on services (for example,
Auckland Central, Wellington) — 82% of people employed in health and community services were female,
73% employed in education were female, and 63% employed in accommodation, cafes and restaurants
were female. The other main sectors for women in terms of employment were wholesale and retail trade,
and manufacturing. Refer also to section 6.1.3.3 Variation in type of employment by geographic location.

5.2.3.3 Differences in availability of suitable employment according to age of youngest
child

As mentioned earlier, there has been a growth in part-time and full-time employment (refer to section
6.1.1 Participation in full-time and part-time employment). This does not mean that all such work
available is suitable for sole parents as a group, as they have differing childcare needs depending on the
age of their youngest child.

Interviews with Case Managers revealed some evidence to suggest that the availability of suitable
employment was constrained for those with a youngest child aged between 7 and 13 years because they
required work between the hours of 9.00am and 3.00pm, preferably with school holidays off. Case
Managers were of the view that such jobs were not readily available.

" The jobless refers to those out of work, and either actively seeking or available for work.
T Auckland South is not very reliant on agriculture, horticulture and forestry, but is the most reliant on manufacturing of any
main region.

The data in this paragraph refers to the rwo years to June 2001.
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Interviews with Case Managers also revealed that sole parents with youngest children aged 14+ years also
found there was a lack of suitable full-time work available. For this group the work was often unsuitable
because of low hourly rates of pay, and the "mismatch" between the positions available and the skills and
qualifications of DPB and WB recipients. For example, in some rural communities, the jobs that did exist
were temporary or seasonal. In addition, affordability and access to childcare were also issues of concem
for this group.

5.3 Education and training

Participation in education and treining has been included as z key focal point within this evaluation.
While the DPB and WB reforms did not explicitly state that increased training and education was a
desired outcome within the high level objectives of the reforms, it was included as criteria for meeting the
work test. Implicitly, therefore, education and training are considered outputs in terms of assisting people
into employment and extending employment opportunities.

Within this section of the report we present general demographic information on traming and education
participation in New Zealand; the levels of training and education participation by sole parents in the
present evaluation sirategy; the types of training and education participated in; and the perceived benefits
of training and education.

5.3.1 Education and training participation by sole parents

A large number of respondents in all of the studies within this evaluation strategy reported that they had
participated in training and education either prior to, or after leaving, the DPB or WB.

5.3.1.1 Prior training and education participation

The qualitative outcome study, the evaluation of PPS and the survey of sole parents who left the benefit
for employment all indicated that it was common for sole parents to use their time on the benefit to gain
further qualifications.

In the survey of sole parents who had left the benefit for work, just over half (55%) had undertaken some
form of education or training before coming off the DPB K

Refer to section 5.3.7 for information on differences in education and training by age of youngest
child and efthnicity.

Within the Qualitative Qutcomes Study, there had been an increase in uptake of training and education
throughout the year of the study. At the Phase 1 interview, 13 of the participants were in some form of
education or training. Three of that set of participants reported that they were actively seeking further
training or education. At the Phase 2 interviews, 22 participants were in education or training. Most of the
participants in this study who were participating in education and training were not in paid work.

In the Qualitative Qutcomes Study, those who were not in employment were more likely to be
undertaking education and training. Understandably, therefore, there were more people in training and
education in the Qualitative Outcomes Study with a youngest child under age six than in any of the other
work test groups, as this was the group least likely to be participating in paid employment, Refer to
section 5.3.7 for further information on differences in education and training by age of youngest child.

Within the Qualitative Qutcomes Study it was also found that those who had accessed work prior to the
DPB and WB reforms, or very quickly thereafter, had undertaken a considerable amount of training over
the period of their DPB and WB receipt (Tabie 21).

" In interpreting these results, it is important to note that no reference period was given to respendents within which they had to
have completed their training prior to coming off the DPB. For example, a respondent who had been on the DPB for 15 years
could have compieted their training and education 14 years prior to moving into work.
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Table 21: Paid work status over phase 1 and phase 2 Qualitative Outcomes Study by highest
qualification since school leaving at phase 1

Paid Work Status Phase 1- Phase2 | None Trade  Diploma Dogree Other  Total
Not employed — Not employed . 8 1 2 0 5 17
Part-ime - Not employed 1 0 2 0 2 5

Not employed - Part-ime 1 2 1 0 1 5

Not employed ~ Full-ime 1 0 1 1 1 4
Part-fime - Part-time 1 0 6 0 2 9
Pari-time — Full-time 2 0 0 0 ¢ 2
Full-fime ~ Ful-ime 1 2 5 3 7 18
Total 18 5 17 4 18 60

SOURCE: Qualitative Outcomes Study, 2001

The OSCAR parent survey found that 40% of beneficiaries in receipt of the OSCAR subsidy were
involved in education and training.

Levine et al (1993), in an interview study with 95 New Zealand sole parents, found that those who went
off the benefit into paid employment were more likely than the cwrrent beneficiaries in the study to have
post-high school qualifications. New Zealand census data supports the role of education in predicting
employability, with sole mothers with tertiary qualifications being three times more likely to be employed
full-time than sole mothers without the same level of schooling (Wylie, 1980).

5.3.1.2 Participation in training and education after entering employment

The survey of sole parents who left the benefit for employment found that 22% were currently involved in
training or education. Survey respondents with tertiary qualifications, and those currently working
skilled or semi-skilled occupations, were most likely to be undertaking training at the present time. Re-
skilling and up-skilling was also evident, with survey respondents who had been in the workforce for 15
to 24 years being more likely to be undertaking training than those with less time in the workforce.

Refer to section 5.3.7 for information on differences in education and training by age of youngest
child and ethnicity.

5.3.2 Types of training and education cutrently undertaken and time commitment

5.3.2.1 Types of training

Sole parents were involved in 2 wide variety of further education and training. Refer to Table 22 for
examples of the range of courses undertaken by those involved in the Qualitative Qutcomes Study.
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Tabhle 22: Types of courses undertaken by respondents in the Qualitative Outcomes Study
Type of Course

Phase 1 {13 | caregivers course, diploma of business studies, saies and relail fraining, leaching, social
participants}* services, BA nursing, Te Reo Maor, sign language, computer skills, accounting, massage
therapy, B Social Work, Horse dressage, Psycho-therapy diploma, Civil defence fraining,
Hospitality Industry, office administration, BA

Phase 2 (22 | retail and hospitality - 2 parficipanis, fravel consuliant -~ 2 participanis, computing —~ 2
participants) participants, business administration, cerfificate office administration — 2 participants, civil
dafence training, sales and retail training, training in art teaching, teaching social services — 2
participants, B Health Science — 2 participanis, Te Reo Maori, certificate in rehabilitation studies,
reflexology, B Social Work - 2 participants

* Some participants undertook more than one course.

SOURCE: Qualitative Outcomas Study, 2001

In the survey of sole parents who left the benefit for empioyment, 55% had undertaken education and
training prior to leaving the benefit.” Courses provided through technical institutes and polytechnics were
most popular (52%), followed by university-based courses {18%) (Table 23).

Tabie 23: Types of training and education undertaken prior to coming off the DPB (%)

Total Sample  Mior! Pacific Other
{n=439) =170} A Peaples n=342) C
(n=47} B

Courses through technical | 52 52 54 53
institutes/polytechnics
University courses/papers/degree 18 18 23 18
Community educationfavening classes 7 7 3 8
WINZ/DWi-provided courses 7 7 8 7
TOPs fraining 6 8 1 5
Teachers College B 4 8 5
On-the-job training and work experience 5 gt 3 4
Correspondence School 5 3 2 6
Private computer training 3 2 1 4
Macri taining institulions 2 4 0 2
Returned fo school 1 1 0 2

Base: All respondents having undertaken training or education before coming off the DPB.

Note: Multiple responses to this qguestion were encouraged. Consequently, the columns may total more
than 100%.

Table lists those types of training mentioned by five or more respondents.

SOURCE: Survey of sole parents who left the benefit for employment, 2001

Among those currently undertaking education and training, the greatest number were participating in on-
the-job training (41%), while over a third (38%) were taking part in courses provided through technical
ingtimtes/polytechnics/private training institutions. Just under one in five (19%) were involved i
university courses (Table 24). These results are consistent with the results in the Qualitative Oufcomes
Study.

" In interpreting these results, it is imporntant to note that no reference period was given to respondents within which they had to
have completed their training prior to coming off the DPB. For example, a respondent who had been on the DPB for 15 years
could have completed theit training and sducation 14 years prior to moving into work.
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Table 24: Types of training and education currently undertaken (%)
- Total Sample (n=236)
On-the-job fraining and work experience 41
Courses through technical institutes/polytechnics 38
University courses/papers/degree 19
Correspondence Schodl 3
Community educationfevening classes 3
Teachers College 3
Maori training institutions 2
Retumed to school 1
Private computer fraining 1

Base: All respondents currently undertaking training or education.

Note: Multiple responses to this question were encouraged. Consequently, the columns may total more
than 100%.

Table lists those types of {raining mentioned by five or more respondents.
SOURGCE: Survey of sole parents who left the benefit for employment, 2001

Refer to section 5.3.7 for information on differences in education and training by age of youngest child
and ethnicity.

5.3.2.2 Participation in DWI| employment programmes

Sole parent beneficiaries also undertake DWI employment programmes as a means of improving their
skills and education. Table 25 shows the number of people (per 1,000) in receipt of the DPB who have
participated in a DWI employment programme. There has been 2 clear increase in participation post-
February 1999, however it is important to note that the participation numbers increased from a very small
base figure.
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Table 25: Participation in employment programmes

Rate per 1,000 DPB Reciplents
DWI Employment Programmes Jan 1998 - Jan 1999 Feb 1998 - Apr 2001
into work support 0.19 31
Information services 0.17 1.65
Job search 815 3.12
Skills fraining 418 9.62
Work conference 0.82 ) 1.68
Work experience 3.29 8.16
Paid employment 1.82 6.56
Total programme 10.23 3.8

SOURCE: DWI adminlstrative data, 2001

5.3.3 Length of current training and education course

Just over one in five respondents currently undertaking work-related education/training {21%) stated that
the training would last for a term (12 weeks) or less. Almost three in five respondents currently
undertaking education/training (57%) stated that their course ran for 12 months or more (Table 26).

Table 28: Length of current training and education course

Total Sample (n=236)
Less than 2 weeks 18
2 weeks but less than 4 weeks 2
4 weeks but less than 6 weeks 0
& weeks, but less than 8§ weeks 2
8 weeks but less than 12 weeks/a femn 2
12 weeks, but less than 6 months 5
& months, but less than 12 months 8
12 months or more 57
Unsure 8

Base: All respondents currently undertaking training or education.

Significant differences are reported at the 95% confidence interval.

Sample sizes for those with the youngest child aged less than six years, or 14 years and over are small -
consequently, results for these groups should be considered indicative oniy.

SOURCE: Survey of sole parents wha Jeft the benefit for employment, 2001

5.3.4 Time spent in training and education

In the survey of those who left the benefit for employment, the greatest proportion of respondents
currently undertaking fraining and education (39%) had a study time commitment of five hours or less
each week. Ten percent spent 20 hours or more each week on education/training. Excluding those who
stated that the amount of training varied, or they were unsure, the median amount of training per week
was between 5 and 10 hours.
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For those currently involved in education and training:

¢ on-the-job training and work cxperiéncc constituted 2 median time commitment of less than five
hours a week

e by comparison, courses provided through techmical institutes and universities required a median
commitment of between 5 and 10 hours a week (Table 27).

Table 27: Median training and education commitment (per week} by course type

Training Type Sample Size Median Hours Per Week
On-the-job training and work experience g4 Less than 5 hours
Courses through technical institutes/polytechnics | 88 510 9.58 hours

Untversity courses/papers/degres 44 510 9.59 hours

Base: All respondents currently undertaking training or education.

Table only includes training and education undertaken by 10 respondents or more.
SOURCE: Survey of sole parents who left the benedtt for amployment, 2001

All three of the most popular forms of current fraining had a median course length of 12 months or more
(Table 28).

Table 28: Median iength of training and education commitment by course type

Training Type Sampls Size  Median Length of Course
On-the-job training and work experience 94 12 months or more
Courses through technical institutes/polytechnics | 88 12 months or more
University courses/papersidegree | 44 12 months or more

Base: All respondents currently undertaking training or education.
Table only includes training and education undertaken by 10 respondents or more. -
SOURCE: Survey of sole parents who lefl the henefit for employment, 2001

5.3.5 Factors that assist and factors that act as barriers to uptake of education and
~ training

The primary factors that assisted sole parent beneficiaries to take up education and training included:

» accessible and affordable childcare
s access to the Training Incentive Allowance or to a student loan.

While student loans are likely to have made the difference between sole parents being able to afford
training and education, many participants in the Qualitative Outcomes Study were fearful of taking on
student loans. These issues are outlined in the barriers to training and education section below.

The barriers to uptake of education and training were often similar to those for uptake of employment.
The primary barriers to undertaking fraining and education identified in the Qualitative Outcomes Study
include:

s ¢osts of training and incurring debt

o childcare

e access to educational institutions

¢ lack of confidence.



- 77

5.3.5.1 Costs of participating in education and tralning

Costs of undertaking education or training were the most commonly identified barrier. Identified costs
included travel, fees, books and materials, and childcare. There was wide variation in both
education/training costs, and the level of financial assistance received. Other costs included childeare and
travel: "I took a university course but ill-health meant it had to be abandoned. I took grief counselling
courses but they were self-paid and therefore not supported by DWI. -I'm unlikely to continue. It's too
expensive for fees and books. It would cost me 88,000 to finish a degree in psychology. My Case Manager
says it is useless because a degree won't guarantee work. " (Other WB 7-13 yrs, Qualitative Outcomes
Study, 2001}

"Want to carry on for courses. Costs are the main barrier. I don't find WINZ supportive even
though my last training got me good work. I can’t keep borrowing to cover costs except by
increasing my mortgage and the courses I want are out of [the provincial area] so I will have
accommodation and travel costs.” (Other DPB 0-5 yrs, Qualitative Qutcomes Study, 2001)

An indication of expenses incurred in education and training ranged from under $300 for one course to
around $6,000 per year for full-time study in one case.

Many of the participants in the Qualitative Outcomes Study commented on their fear of taking on student
loans. The prospect of immediately drawing upon their material resources with little shorf-term
compensation in the form of increased income proved daunting for many. There was also the risk that
immediate expenditure would not be compensated in the medium to long term. Older participants were
particularly anxious about education-related debt because of what they saw as their more limited time to
pay a loan off and then save for retirement.

5.3.5.2 Childcare and participating in education and training

Childcare requirements also posed a barrier to some participating in education and training, Participants in
the Qualitative Qutcomes Study reported a range of difficulties with childcare and supcmsmn that arose
with undertaking education or training. Those difficulties included:;

s fitting study and course attendance in with children's school hours
+ availability of suitable and affordable childcare
¢ loss of time with children due to study requirements.

Access to educational institutions could be difficult for participants. Only a few participants were not able
to identify any access difficulties. The access problems identified included:

* distance from educational institutions
¢ lack of transport
o Jack of access to accredited providers and to courses that attracted funding assistance.

A number of participants with youngest children over the age of 14 believed that they were ineligible for
assistance with education/training because they were expected to be available for full-time paid work.

Lack of confidence was also a barrier, particularly among older women {irrespective of ethnic affiliation)
who had been out of the labour force for a long time. For some Pacific women, their lack of facility with
English reduced their confidence to take on training. For MZori, poor experiences at school meant they
lacked confidence in their ability to achieve in a training environment.

Edin and Lein (1997) note that while parents viewed education as the best way of increasing their wage
earning capacity it was often unrealistic to combine full-time work and child rearing with education. In
this instance welfare was an important support for parents to take time out from employment to up-skill.
Training whilst ont the benefit was a route off the benefit for just over half of the self-supporting ex-
beneficiaries in Levine et al's (1993) study.

Choat (1998) similarly cautions that while education is linked with better job prospects and increasing the
likelihood of leaving welfare, full-time, or even part-time education is also subject to many of the
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limitations and costs that restrict sole parents' access to employment (e.g. childcare, transportation,
difficulties finding care for sick or disabled children). Choat (1998) goes on to say that while students
may have access fo subsidies and supports to cover the costs of education, these may not necessarily cover
the additional costs incurred by sole parents: "7 should have taken the opportunity to train a while ago.
When you're on the DPB it can be a good opportunity but all the forms and rigmarole made i
disheartening. It seemed hardly worthwhile.” (Other DPB 7-13 yrs, Qualitative Outcomes Study, 2001}

“I'm not interested in further training because I'm not allowed to take or choose the training
provider. You have to go to those allocated by WINZ and they do not do good quality.” (Maori
DPB 0-5 yrs, Qualitative Qutcomes Study, 2001}

5.3.6 Benefits of taking up education and training

Amongst participants in both the survey and in the Qualitative Outcomes Study there was general
agreement that education/training did:

s confribute o individuals' finding work (72% survey participants)
¢ provided some individuals with more employment choice.

For some participants in the Qualitative QOutcomes Study the motivation to take up training was
specifically related to getting into a particular type of work. It was the work that determined the training
and those participants sought trade or professional training as a pathway to the primary labour market.
For others in this study, especially those within employment, training was a way to improve their
promotion prospects or to allow them to access a more secure and/or more highly paid position elsewhere.

Additionally, some participants hoped that their involvement in education and training would have
positive spin-offs in encouraging their children to do well at school and gain qualifications.

In the Post-Placement Support pilot many sole parents had used their time in receipt of the DPB as an
opportunity to re-train for new occupations. These people had invariably completed their cowrses and
made gains in both skills and confidence. For people who previously had no tertiary qualifications,
completing a course of study or training was a major factor in their confidence that they were employable
and work ready.

The survey of those who left the benefit for employment found participants generally considered that
training undertaken prior to moving into work was useful in helping them to get a job, or a better job than
they would otherwise have had. In particular, the training was useful with respect to increasing the
respondents' knowledge and skills, providing qualifications that can be added to a CV and increasing
confidence (Table 25)}.

Respondents in the survey of those who left the benefit considered certain types of training more useful
than other types. Teachers College training, university courses and TOPS training were considered most
useful in these respects (Table 30). Results collated by the type of training undertaken show that Teachers
College trainming was considered useful by the greatest share of respondents, with 92% of those
undertaking this form of training prior fo moving off the DPB commenting that this training helped them
1o get a job, or to get a better job than they otherwise would have. Seventy-nine percent stated that they
found university courses useful, while 77% of TOPs training participants found this useful in helping
obtain work. Of the courses considered, Correspondence School courses are least likely to be considered
useful (50%) (Table 30). It is important to note that the sample sizes for some courses are small. In some
cases, these results should be considered indicative only.
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Tabie 29: Reasons glven for usefulness of training and education undertaken prior to coming off
the DPB (%)

Total Sample (n=405)

Increased knowledge/skills 78
Qudlifications for CV 41
Increased confidence 39

improve position at work/elp get a | 25

promotion
(et a new or betier iob 22
Greater understanding of jobfindustry 3

More options/greater choice of jobs available | 1

Base: All respondents having undertaken training or education before coming off the DPB, and found this training and education
useful. The table {ists fhose reasons mentioned by five or more respondents.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

Table 30: Perceived usefulness of training and education undertaken prior to coming off the DPB
by type of training undertaken {%)

Sample Size _ Share Stating Training Useful
Teachers College 28 82
Universily courses/papers/degree 98 79
TOPs training 34 77
WINZ/DWi-provided courses 42 75
On-the-job training and work experience 23 72
Courses through technical institutes/polytechnics | 286 1
Méori training insfitutions 12 65
Community education/evening classes 37 62
Retumed to school 8 53
Private computer training 18 51
Comrespondence School 27 50

Base: All respondenis having undertaken training or education before coming off the DPB.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

A number of participants in the Qualitative Outcomes Study reported acquiring a miscellaneous set of
qualifications, most of which came from short courses (less than six months in duration).

There is some debate in the literature about the value of short-term work-training programmes in contrast
to tertiary education courses for improving employment opportunities and income. Harris (1993) found
that higher level training had more enduring outcomes than short-term training programmes. According
to Strawn (1998), the occasional successes reported by short-term training programmes appear to be more
a result of participants working more hours than their entering higher waged employment. Grubb (1995)
presents severai key characteristics of work training programmmes that he believes make them unsuitable as
an effective long-term intervention for reducing welfare dependency and poverty. The first is the low
contact hours in comparison with the most basic tertiary education, secondly, the lack of real education
component and thirdly, a lack of consideration of the broader social issues often imparted in tertiary
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education (Grubb, 1955; Mink, 1998). Choat (1998) notes that short, work-related courses have lower
benefits in terms of economic independence when compared to tertiary or higher education, no
improvements in self-efficacy or well-being, nor do they appear to reduce the likelihood of future poverty.

5.3.7 Differences in education and training according to age of youngest child,
ethnicity, or geographical location

5.3.7.1 Differences in education and training according to age of youngest child

Some differences in education and training according to age of youngest child were found in terms of the:

¢ number undertaking education and training prior to coming off the DPB
e number currently undertaking education and training

* types of courses undertaken

¢ length of time spent in education and training.

Education and training prior to coming off the DPB by age of youngest child

The survey of sole parents who left the benefit for employment found that:

e those with a youngest child aged between 6 and 13 years were significantly more likely to have
undertaken training prior to exiting the DPB than sole parents with a youngest child of ( to 5 years
(Table 31)

« those with a youngest child aged under six years were significantly more likely to state that education
and training was useful in providing a qualification for their CV (52%) than those with a youngest
child aged between 6 and 13 years (Table 32).

There are no significant differences by the age of the youngest child in the types of courses undertaken by
sole parents prior to coming off the DPB, or the perceived usefulness of training and education undertaken
prior to coming off the DPB.

Table 31: Share of respondents undertaking training and education prior to coming off the DPB
{%]} - (by age of youngest child}

Total Child < 6 Child T-13 Child 14 +
Sample Years {n=342} Years (n=4T1} Years {n=203)
(n=1,016) A B '

Training undertaken prior to coming off DPB 55 48 62 TA 55

No training underiaken prior to coming off DPB | 45 54 TB 38 45

Base: All respondents. Significant differences are reporied at the 95% confidence Interval,
SQURCE: Survey of sole parents who left the benefit for employment, 2001
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Tabie 32: Reasons given for usefuiness of training and education undertaken prior to coming off
the DPB (%} — (by age of youngest child)

Total Sample | Child <6 Years Child 713 Child 14 Years +
{n=405) (n=109) A Years {n=215) (n=B1)C
B
Increased knowledge/skills 78 79 78 74
Qualifications for CV 41 5218 36 37
Increased confidence 39 3 41 34
improve position al workhelp get a2 25 28 18
promotion
Get a naw or befter job 22 21 23 19
Greater understanding of job/industry 3 1 4 1
More options/greater choice of jobs available | 1 2 1 21
Base: All respondents having undertaken fraining or education before coming off the DPB, and found this training and education
useful.

Note: Multiple responses to this question encouraged. Consequently the columns may total more than 100%. Significant
differences are reporied at the 95% confidence interval. Table lists those reasons mentioned by five or more respondents.
SOURCE: Sutvey of sole parents who left the benefit for employment, 2001

Current education and training by age of youngest child

The survey of sole parents who left the benefit for employment found that;

respondents with the youngest child aged between 6 and 13 years of age were more likely to be
currently undertaking some form of training (28%) than those with the youngest child under six years
of age (20%) and over 14 years of age (18%) (Table 33)

respondents with the youngest child aged between 6 and 13 years of age currently involved in

education and training were more likely to be taking part in training or education provided by a
technical institute (47%) than those with their youngest child aged under 6 years (28%) (Table 34)

those with the youngest child under six years of age were more likely to be undertaking training
lasting 12 months or more {68%]) than those with their youngest child aged between 6 and 13 (54%)
(Table 35)

there were no significant differences in the amount of training per week by age of the respondents'
youngest child. The median amount of training per week for those with the youngest child under six
years of age and over 14 years of age was five hours a week or less, while for those with their
youngest child 6 to 13 years of age, the median amount of training is between 5 and 10 hours a week

Undertaking training as part of job requirements or to retain a job was also more frequently mentioned
among those with a youngest child aged between 6 and 13 years of age (21%) than those with a
youngest child under 6 years of age (3%) (Table 36).

Table 33: Share of respondents currently undertaking training and education (%) - (by age of

youngest child}
Total Sample Chiid <6 Years Child7-13Years  Child 14+ Years
{n=1,016) {n=342) A {n=471} 8B {n=203} C
Currently undertaking training 23 20 28 TAC 18
Not currently undertaking training | 77 80 1B 72 8218
Unsure 0 0 0 0

Base: All respondents.
Significant differences are reported at the 95% confidence interval,
SOURCE: Survey of sole parents who left the benefit for employment, 2001
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Table 34: Types of training and education currently undertaken (%) - (by age of youngest child)

Total Sample Child < & Child 713 Chiid 14 Yoears
(n=2386} Yoars Years {n=130} +
{n=70) A B (=36} C

On-the-job training and work experience 41 37 40 57
Courses through technical | 38 28 47 TA 20
institutes/polytechnics
University courses/papers/degree 18 25 15 18
Comespondence School 3 5 2 0
Community education/evening classes 3 5 9 3
Teachers College 3 2 5 0
Maori fralning insfitutions 2 4 2 ]
Returned to schoal 1 2 1 3
Private computer training 1 2 1 2

Base: All respondents currently undertaking training or education.

Note: Mulliple responses to this question encouraged. Consequently the columns may total more than 100%. Significant
differences are reporied at the 85% confidence interval. Sample sizes for those with the youngest child aged less than six years,
or 14 years and over are small - consequently, results for these groups should be considered indicative only. Table fists those
types of training mentioned by five or more respondents.

SOURCE: Survey of sole parents who leff the benefit for employment, 2001

Table 35: Length of current training and education course {by age of youngest child)

Total Sample Child <6 Years Child 713 Child 14+
{n=236) {n=70) A ;’ears {n=130) Years(n=36)C

Less than 2 weeks 15 8 18 15

2 weeks but less than 4 weeks 2 1 -2 0

4 weeks bult [ess than & weeks ¢ 0 0 0

5 weeks, but less than 8 weeks 2 1 2 - 3

8 weeks but less than 12 weeks/a term | 2 5 1 2

12 weeks, butless than 6 months | 5 2 5 13

6 months, but less than 12 months 8 10 8 16

12 months or more 57 68 1B 54 43

Unstre 8 4 10 8

Base: All respondents currenfly undertaking training or education.

Significant differences are reported at the 95% confidence interval. Sample sizes for those with the youngest child aged less than
six years, or 14 years and over are small - consequently, results for these groups shatld be considered indicative oniy.

SCURCE: Survey of sole parents who left the benefit for employment, 2001
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Table 36: Reasons for undertaking current training and education (%} ~ (by age of youngest child}
Total Child < & Child 713 Child 14 +
Sampie Yoars (n=70} Years (n=130) Years (n=36}
(n=236} A B c

Increased knowiedge/skills 78 77 78 82

Improve position at work/help get promotion/pay [ 37 K| 38 85

increase :

Qualifications for CV 29 33 28 33

Increased confidence/self-esteem 22 26 22 15

To help get a betier job 19 23 18 13

To help get a new job 15 18 12 16

To keep jobfpart of job requirements 14 3 21 DA 3

To get pay increase 1 17 8 3

Base: All respondents currently undertaking fraining or education.

Note: Multiple responses to this question encouraged. Consequently the columns may total more than 100%.

Significant differences are reported at the 95% confidence infarval,

Sample sizes for those with the youngest child aged less than six years, or 14 years and over are small - consequently, results
for these groups sheuld be considered indicative only.

Table lists those reasons mentioned by five or more respondents.

SOURCE: Survey of sole parents who ieft the benefit for employment, 2001

5.3.7.2 Differences in education and training according to ethnicity

Some differences in education and training according to ethnicity were found in terms of the:

¢ number of participants undertaking education and training prior to coming off the DPB
s number of participants currently undertaking education and training

e types of courses undertaken

e length of time spent in education and training.

Education and training prior to coming off the DPB, by ethnicity

The survey of sole parents who left the benefit for employment found that:
+ Maori were significantly more likely to have undertaken some form of prior training (64%) than
Pacific respondents (39%) and other ethnicities (53%) (Table 37)

e Maiori respondents were more likely to take part in on-the-job training and work experience (8%) than
Other respondents (4%) prior to coming off the DPB (Table 38).

Table 37: Share of respondents undertaking training and education prior to coming off DPB (%) -
{by ethnicity)

Total Sample  Miori Pacific Peopies Other
{n=1015) {n=267} A {r=106) B =643 C
Training undertaken prior to coming off DPB 55 64 TBC 39 531C
No {raining undertaken prior to coming off DPB | 45 36 61 TAC 47 TA

Base: All respondents.
Significant differences are reported at the 95% confidence interval,
SOURCE: Survey of sale parents who left the benefit for employment, 2001



84

Table 38: Types of training and education undertaken prior to coming off DPB (%)

Total Sample Méorl Pacific Peoples  Other

(n=559) (n=170)A  {n=47}B (=342} C
Courses through technical institutes/polylechnics | 52 82 54 53
University courses/papers/degrae 18 18 23 18
Community educaticn/evening ¢lasses 7 7 3 B
WINZ/DWi-provided courses 7 7 ' 7
TOPs fraining ] 8 11 5
Teachers College 5 4 8 5
On-the-job training and work experience 5 gTC 3 4
Correspondence School 5 3 2 6
Private computer training 3 2 1 4
Maori training instituions 2 4
Returned to schoo! 1 1 0 2

Base: All respondents currently underiaking training or education.

Nete: Multiple responses to this question encouraged. Consequently the columns may total more than 100%.
Significant differences are reported at the $5% confidence interval.

Sample sizes for Pacific Peoples are small - conseguently, results for this group should be considered indicative only.
Table lists those types of training mentioned by five or more respondents.

SOURCE: Survey of sole parents who left the benefit for employment, 2001

The survey of sole parents who left the benefit for employment found there were no significant
differences in the:

e perceived usefuiness of the training and education undertaken prior to coming off the DPB

¢ reasons given for the usefulness of training and education undertaken prior to coming off the DPB.

Current participation in education and training by ethnicity

The survey of sole parents who left the benefit for employment found that just under a quarter of
participants were currently undertaking training. This proportion was significantly higher among Maori
(30%) than Other respondents (21%) (Table 39}. In the Qualitative Qutcomes Study, Pacific participants
as well as M3ori participants were slightly more likely than other ethnicities to be currently in education
or training. :

Table 39: Share of respondents currently undertaking training and education (%) - (by ethnicity)

Total Sample  Maori {n=267}  Pacific Peoples (n=106)  Other (n=643)
{n=1,016) A B ¢
Currently underiaking fraining | 23 307C 20 21
Not currently undertaking 1 77 70 79 79 TA
fraining :
Unsure 0 0 1 0

Base: All respondents.
Significant differences are reported at fe 95% confidence interval.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

Te Puni K&kiri has documented that Maori are well represented on many employment and training
programmes such as the Training Opportunities Programme (TOPs), with participation in job assistance
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and confidence-building courses being similarly high (Fletcher, 1999; Te Puni Kokiri, 2000). Fletcher
(1999) comments that programmes that provide a focus on the strengths and supports integral to Maori
whinau and tikanga seemed more likely to lift Maori from their current levels of poverty and benefit
usage than general programmes which failed to consider cultural streogths and diversity.

The survey of sole parents who left the benefit for employment also found that:

Mzori were more likely to be taking part in courses provided through technical institutes (55%) than
Other respondents (28%), and were also more likely to be taking part in courses provided through
Miori training institutes (7%, compared with 0% Other respondents). By contrast, Other respondents
were more likely to be taking part in training provided through a Teachers College (7%) than M3ori
respondents (0%) were(Table 40)

Other respondents were more likely to spend five hours or less per week on training (43%) than Miori
respondents (28%) are (Table 41). As a corollary of this, M#ori respondents were more likely to state
that they spent between five and ten hours a week on training (37%) than Other respondents (18%).
The median amount of training per week for Mzori and Pacific Peoples was between five and ten
hours, while the median for Other respondents was five hours or less

Maort were more likely to be undertaking short-term education or training (22% stating that their
training would run for less than two weeks) than Other respondents (10% stating that their training ran
for less than two weeks) (Table 42)

there were few significant differences in results by ethnicity {perhaps as a result of relatively small
sample sizes). However, Mzori respondents were more likely to mention doing the training to keep
their job or that the training was part of the requirements of their current job {25%) than Other
respondents {5%) (Table 43).

Table 40: Types of training and education currently undertaken (%) - (by ethnicity)

Total Sample  Maori Pacific Peoples Other

{f;=236) ){;z=74) {n=22} B (n=140) C
On-the-job training and work experience 41 a2 52 45
Courses through technical institules/ | 38 551C 28 28
polytechnics )
University courses/papersidegree 18 23 g 18
Correspondence School 3 3 3 2
Community education/evening classes 3 2 0 3
Teachers College 3 0 0 6 TA
Maori fraining institutions 2 7%C 0 0
Returned to school 1 1 0 2
Private computer training 1 0 ¢ 2

Base: All respondents currently undertaking training or education.

Note: Multiple responses to this question encouraged. Consequently the columns may fotal more than 100%.
Significant differences are reported at the 85% confidence interval.

Sample sizes for Pacific Peoples are smali - consequently, resulis for this group shouid be considered indicative only.
Table lists those types of training mentioned by five or more respondents.

SOURCE: Survey of sole parents who left the benefit for employment, 2001
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Tabie 41: Current training and education commitment (per week) (%) — (by ethnicity)
Total Maor Paclfic Peoples Other (n=140)
Sampie {n=74} {n=22) c
{n=236) A B

Five hours or less 39 28 45 43TA

5-8.59 hours 2 37 TC 25 18

10-14.59 hours g 5 12 10

16-18.58 hours 3 6 0 2

20-24.59 hours 3 5 7 1

25-29.58 hours 1 2 8 0

30 hours or more ] 5 0 7

Varies too much to | 15 9 3 17

say

Don't know 2 3 0 2

Base: All respondents currently undertaking training or education.

Significant differences are reported at the 35% confidence inferval.

Sample size for Pacific Peoples is smalil - consequently, results for this group should be considered indicative only.
SOURCE: Survey of sols parents who left the benefit for employmen, 2001

Table 42: l.ength of current training and education course (by ethnicity)

Tofai Sample Miori (n=74} Pacific Peoples Other (n=140)
{n=236) A (n=22} c
B

Less than 2 weeks 15 21C 22 10
2 weeks but less than 4 weeks 2 2 0 0
4 weeks but less fhan 6 weeks 0 0 0 0
6 weeks, but less than 8 weeks 2 1 4 3
8 weeks but less than 12 weeks/a ferm | 2 3 0 2
12 weeks, but less than § months 5 7 5 3
6 moenths, but less than 12 months 9 8 23 8
12 months or more 57 45 44 67
Unsure 8 1 2 7

Base: All respondents cuently undertaking fraining or education.

Significant differences are reported at the 95% confidence interval.

Sample size for Pacific Peoples is small - consequently, results for this group should be considered indicative only.
SOURCE: Survey of sole parents who left the benefit for employment, 2001
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Table 43: Reasons for undertaking current training and education (%} —~ (by ethnicity)
Total Maort Paciiic Other
Sample (n=74)  Peoples {n=22} (n=140)}C
{n=236) A B

Increased knowledge/skills 78 77 82 79

Improve position at work/heip get promotion/pay | 37 35 27 38

increase

Qualifications for CV 29 23 30 33

Increased confidence/self-esteemn 22 20 41 22

To help get a befter job 19 18 19 21

To help gef anew job 15 14 14 15

To keep joblpart of job requirements 14 25AC 18 5

To get pay increase 1 12 23 9

Base: Al respondents currently undertaking training or education.

Note: Multiple responses 1o this question encouraged. Consequently, the columns may totaf more than 100%.
Significant differences are reported at the 85% confidence interval.

Sample size for Pacific Peoples is smalf - consequentiy, results for this group should be considered indicative only.
Table lists those reasons mentioned by five or more respondents.

SOURCE: Survey of sole parents who left the benefit for employmant, 2001

5.4 Factors affecting entry to employment

5.4.1 Factors that allow eniry to employment

There was a range of factors that appeared to be positively associated with entering employment. These
factors included:

# older children

» fewer dependent children

¢ older age of the sole parent

¢ good health and well-being of child(ren)

« availability of suitable work

¢ appropriate skills and qualifications

e previous employment

e access o childcare

¢ 2 combination of positive internal characteristics

Each of these factors is described in greater detail below.

5.4.1.1 Age of the youngest child

The age of the youngest child appears to be a key factor influencing a sole parent's decision to enter
employment. The SWIFTT administrative data shows that the greatest movement into employment has
been for those with a youngest child aged 14+ years (refer to section 6.1 Employment gained by sole
parents). The qualitative outcomes research and the Post-Placement Support evaluation also found that
sole parents with older children were more likely to enter work than those with young children. The Post-
Placement Support evaluation noted there was a strong motivation to seek employment when the youngest
child was getting close to leaving school: "Another strong motivator to become work ready or look for
work was the imminence of one's youngest child leaving school. Women in this situation often experienced
anxiety together with determination as they realised that they would have to relinguish the DPB and were
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afraid that they would be relegated to ‘shitty’ jobs, such as cleaning and washing dishes, if they did not do
something to enhance their employment skills at this stage.” (PPS evaluation, 2000)

While the qualitative outcomes research found that the age of the youngest child did have some impact on
whether participants entered full-time or part-time work (Table 44), it suggested that the pattern was
muted. Nevertheless, family responsibilities, both for children and parents, were repeatedly cited by those
not in paid work as a factor in their non-participation.

Table 44: Paid work status April 2000 - April 2001 by age of youngest child

FPald Work Status 5Yearsorless £-13 Years 14 Years or More  Tolal
Not employed — Not employed 8 3 5 17
Par-ime - Not employed 2 2 1 5

Not empioyed — Pari-iime 4 1 0 5

Not employed — Full-ime 1 1 2 4
Pari-ime — Part-time 1 & 2 8
Part-ime -~ Full-time 0 0 2 2
Full-ime — Full-tine 2 8 8 13
Total 19 24 20 i1

SOURCE: Gualitative outcomes research, 2001

According to the OECD's 1993 comparative study of eight OECD countries, mothers with younger
children had the lowest rates of participation in the labour force due to greater need for child minding.

5.4.1.2 Number of dependent children

The qualitative outcomes research suggests that those with smaller numbers of dependants in their
households were more likely to enter employment. This was supported by the survey of sole parents who
left the benefit for employment, which found that:

= respondents with one dependent child were more likely to be working full-time work (88%) cornpared
to those with two children (84%)

» this trend was stronger when their previous occupations were examined. Respondents with one
dependent child were more likely to have worked full-time in their previous job (46%) than those with
two children {(31%).

Family size has been found to correlate with more problems in successfully. entering full-time
emplioyment (Harris, 1993), with increased demands on the parents hand on resowrces, increased
likelihood of illness or problems arising (Oliker, 1995) and increased childcare costs (Stephens, 2001). It
appears that the number of children that a sole parent is responsible for proportionately decreases the
likelihood that they will be employed. However, the impact of family size appears to decrease with the
children’s age (Wylie, 1980).

5.4,1.3 Age of the sole parent

The qualitative outcomes research reported that those who were in work tended to be older than those who
were not in work. An examination of the ages of respondents who have left the benefit for employment
(Table 45) and those who were still on the benefit supports the view that those in work were older than
those who were not (Table 46}. Older respondents tended to be less likely to have young children, a factor
that constrains their ability to participate in employment. However some contradictions were evident in
the data. The survey of sole parents who left the benefit for employment found that those who obtained
permanent employment were more likely to be under 30 years of age.
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Table 45: Ex-DPB recipients who hava left the benefit for employment (by age}

_Age of Respondent Share of Total (Weighted] Sample (%) (n=1000}
Younger than 20 0
20-29 26
30-39 45
40-49 2
50-59 3
80+ 0

SQURCE: The survey of sole parents who [eft the benefit for empioymen, 2001

Table 46: DFB and WB reciplents by age

_Age Group 1996 Census! DFB (% to Total)? WB {% to Total}?
156-20 years 1 3 0
20-29 years 23 38 1
30-39 years 24 41 ]
40-48 years 21 12 7
50-5% years 15 4 54
50-64 years 6 1 33

1: Census includes all females and males aged 15-64 years.

2: Average number per month of DPB and WB recipients for the period June 1986 to Aprii 2001. DPB at 109,433 recipients per
month and WE at 9,268 recipients per month.

SOURCE; DWI administrative data, 2001

The literature also suggests that age may be & factor in sole parents’ entry into employment (Rochford,
1993). Harris (1993) uses a human capital model to explain age as a variable in employment. As young
sole parents often have low education and little work experience, their human capital is low, and without
resources to invest in higher education their employment options are limited. Older sole parents have had
more time {o obtain work experience and their children are often more independent, allowing time for
education (Harris, 1993),

5.4.1.4 Health and well-being of children

The qualitative outcomes research found that those sole parents with children who were in good health
and coping well were more likely to enter employment than those who had children with greater needs.

5.4.1.5 Childcare

Access to reliable and affordable childcare - either formal or informa! - was an important factor in
whether or not sole parents enter employment. In this evaluation it was consistently found that those who
relied on informal care needed to have amenable family, friends and neighbours they could trust to care
for their children while they were at work. The qualitative outcomes research noted that the sense of trust
was as important as objective measures of quality for participants when arranging childcare. The heavy
reliance on family for childcare reflected the importance parents placed on trust.

This finding is supported by the literature, In the advent of a move to encourage sole parents to spend
more time in the workplace than working in the home, the consideration of meeting adequate childeare
requirements is essential. Adequate childcare is not just about provision. When children are sick then
créches and other group care services become unavailable and employers, co-workers and support staff
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need to respond appropriately to the essential demands placed upon a parent in such circumstances (Mink,
1998).

The extent and cost of childcare was an important factor in determining labour force participation in the
OECD's (1993) comparative study of eight OECD countries. While some studies indicate that pre-
schoolers fend not to be a barrier to parental employment (Harris, 1993), at least of a part-time nature, for
most parents the quality of childcare available and the safety of their children were seen as their main
concerns (Levine et al, 1993; Oliker, 1995). Most employed sole parents in Levine et al's {1993) study
considered childcare to be "problematic®. The exceptions to this were parents with older children (in their
early teens) and those with reliable back-up support, such as their own mothers, to care for children while
they worked.

5.4.1.6 Skills and qualification levels

The gualitative outcomes research found that those with greater skills and/or educational qualifications
found it easter to enter the labour market. A number of sole parents in the qualitative outcomes research
and the PPS evaluation had used their time on the DPB to improve their educational qualifications so that
they could move more easily into higher paying, more stable employment.

This finding is supported by the literature, both internationally and in New Zealand. Barr and Hall (1981)
view education’ as an essential part of any programme orientated to reducing welfare dependency. They
suggest that education, whilst being more long-term than many other interventions, also has a wider
effect, with visible impacts on the parents' psychological well-being, potential wage earning ability and
employability, and on the well-being of the wider society (Barr & Hall, 1981).

Danziger, Haveman and Plotnick {1981), Maloney (1997} and Moffitt (1992), in their studies of United
States benefit reforrn and labour supply, found differences in the effects of benefit reforms amongst
groups differentiated by education levels. Reductions in benefit receipt were associated with higher rates
of employment for beneficiaries with post-school qualifications. In the studies, this rate of impact was
twice that of individuals with no school qualification or those with only secondary school qualifications
(Danziger et al, 1981; Moffitt, 1992). This effect was hypothesised as being a function of post-school
qualified beneficiaries having a greater ability to respond to the welfare reforms because of better job
prospects (Danziger et al, 1981; Moffitt, 1992). Educational attainment was found to be an important
determinant of labour force participation in the OECD's (1993) intemational comparative study of eight
OECD countries.

New Zealand census data supports the role of education in predicting employability, with sole mothers
with tertiary gqualifications being three times more likely to be employed full-time than sole mothers
without the same level of schooling (Wylie, 1980). Harris (1993) and Levine et al (1993) found that when
sole parents have higher levels of education, or well-qualified past work experience, they were more
likely to enter employment at a wage level capable of supporting their family and the expenses of
working.

5.4.1.7 Prior labour market attachment

The Qualitative Outcomes Study and the PPS evaluation found that prior labour market attachment also
appeared to be an important means of acquiring skills and contacts that assist in getting off the DPB: “/
had no contact with WINZ. I got my job through my neighbour. I did voluntary work then that led tv paid
work and then full employment.” (Maori Employed 14+ yrs, Qualitative Outcomes Study, 2001}

This finding is supported by the literature, Research with sole parents indicates that those with experience
in paid work prior to becoming sole parents were more likely to return to paid employment (e.g. Levine et
al, 1993; OECD, 1993). The OECD (1993) comparative study of employment rates of married and single
mothers found that single mothers were more likely to participate in the labour force if already employed
before becoming 2 single mother. These findings are also supported through converse indications that the

7€ Education in this context is defined as formal education received from secondary or tertiary institutions, such as high schools,
universities and polytechnics.
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longer someone is out of the labour force the greater the corresponding reduction in their employment
prospects (OECD, 1994).

Twenty-eight of the 95 New Zealand sole parents interviewed by Levine et al (1993) were self-supporting
and all of them had had substantial experience in paid work (at least one year in any particular job) prior
to becoming sole parents; about half had 10 years' experience or more. In the OQECD (1993) study, teenage
mothers, due to their lack of education and previous work experience, had one of the lowest labour force
participation rates. Levine et al (1993) also found those sole parents in their study who had no work
experience tended to be quite young, all being in their teens or early twenties.

There are a2 number of theories as to why previous work history/experience assists welfare recipients’
uptake of employment. For example, previous work experience may provide sole parents with
employment contacts and job openings. While this may be accurate for some people it does not account
for those who take up previously unfamiliar employment (Levine et al, 1993). The study proposes that
prior paid work experience may cause sole parents to be “psychologically anchored 1o the world of
employment” (Levine et al, 1993:12). The nature of this "anchor” varies between people but could include
imowledge of what paid work involves and confidence in their ability to work and parent, or provide a
self-image as a working person who can be self-supporting.

5.4.1.8 Availability of suitable employment

Those who live in areas where suitable employment is available will be better able to enter employment
(refer to section 5.2 The availability of snitable work}.

The qualitative outcomes evaluation reported that those seeking part-time employment can find entering
employment easier. This group appeared to be less concemed with the risk that entry to paid cmploymcnt
might mean to a sustained income because they knew they would retain the DPB.

5.4.1.9 Internal characteristics of the sole parent

The Post-Placement Support evaluation and the qualitative outcomes research identified a number of
internal factors that contributed to sole parents' finding full-time employment. These included: "

¢ astrong desire to get off the benefit and to become independent and free of obligation to DWI

s personal/political drive {e.g. doing something for Miori; making parents proud of them)

¢ belief in own talent

» confidence from previous recent and/or successful work experiences and training courses

*  wanting to sef an example to their children.

These results were consistent with the findings of the survey of sole parents who left the benefit for
employment. The most frequently mentioned benefits of leaving the DPB were having improved self-
esteem (56%) and a greater sense of independence/self-sufficiency (38%).

9.4.2 Factors that limit entry to employment

There were a number of factors that limited entry to employment generally. These were:

* concerns about the health and well-being of their children
» difficulties arranging childcare

¢ low availability of suitabie employment

® perceived discrimination

* poor educational qualifications and/or skills

s low levels of labour market attachment

» unfavourable abatement rates

¢ lack of confidence/fear of the unknown.

Each of these factors is described below,
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5.4.2.1 Concerns about the health and well-being of their children

A key factor limiting sole parents’ entry into employment was concern about the health and well-being of
their children. The qualitative outcomes research found that, for some sole parents, being available for
their children was a real imperative. This was particularly important at critical points in their children's
lives. These critical points/situations included:

e children who were coping with the break-up of the family either through death or separation
e teenage children
= children who were unwell or disabled

e children who had problems at school or with their peer group: “I want work though and am getting
desperate. I'm not in work or training because my ADD son needs care and the family is still adjusting
to the death of my husband two years ago.” (Other WB 7-13 yrs, Qualitative Qutcomes Study, 2001)

This is supported by the literature review, When children are sick, créche and daycare centres become
unavailable, forcing sole parents to find alternative arrangements, often at short notice. In New Zealand
most employers offer 10 days' sick leave per year to cover illness of the employee and family that may
need to be cared for. Sick leave provisions may also have further restrictions such as entitlement accruing
only after the employee has been working for six consecutive months.

Some parents turn to their family to help out (Oliker, 1995) when children are sick, while others may use
paid sick leave if they have any or take unpaid days off work {National Advisory Council on the
Employment of Women, 1999). Parents without family support or who have limited sick leave provisions
or unsympathetic employers may be forced to leave work because of childcare difficulties. Lack of
support is often one of the more common reasons for parents to return to welfare, as their childcare
demands often result in job loss (Harris, 1993; Oliker, 1995).

The other key relationship between health and childeare is that parents of children with disabilities have
limited access to conventional care provisions (Cherlin, 1995). A small number of the sole parents in
Levine et al's {(1993) study cited the health of their children as the reason why they did not seek
employment. Research suggests that families in poverty are more likely to have children with a disability
or health impairment that lasts for more than six months (Federman et al, 1996). These parents are likely
to find that childcare facilities that meet the needs of their child are unavailable (Cherlin, 1995).

5.4.2.2 Difficulties arranging childcare

The lack of affordable, quality childcare was an issue for many sole parents considering entry to
employment.

The New Zealand literature indicates that access to childcare is an issue for sole parents. The lack of
suitable or flexible childcare hours was cited as a barrier by 22% of mothers in the 1998 New Zealand
childcare survey of parents who wanted to participate in employment (National Advisory Council on the
Employment of Women, 1999). The New Zealand childcare survey found that higher proportions of sole
parents (30%) than parents from two-parent families (12%) had difficulties accessing childcare. The main
reasons for this lack of access were cost (47%), lack of informal care by someone known and trusted
(30%), lack of suitable or flexible childcare hours (30%} and lack of local services (10%). Cost was more
of a barrier for sole parent mothers {61%) than for partnered mothers (40%). Problems accessing care also
affected mothers more than fathers, with 22% finding their participation in paid employment was affected
compared to only 5% of fathers (National Advisory Council on the Employment of Women, 1999).

A number of the evaluations in this strategy found a high reliance on family and friends to assist with
childcare. For those who were isolated from such support, entry into employment was particularly
difficult. However, the qualitative outcomes research found that even those with strong support from
family and friends found there was a limit to how much they could ask others to look after their children
while they were working: "All the grandparents are in full-time work and needing to remain so lo
prepare for their own retirement.” (Other WB 7-13 yrs, Qualitative Cutcomes Study, 2001)

“Day care will be a problem. It will cost half my wages in day care. I've got no parents for
childcare and friends are working.” (Other DPB 0-5 yrs, Qualitative Outcomes Study, 2001}
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"It's the holidays that are the problem because I can't afford a sitter. My mum helps out. But [
can't always use her. So this week, for example, I've taken the week off.” (M3ori DPB 7-13 yrs,
Qualitative Qutcomes Study, 2001)

"My family helps out but I cannot get [childcare] costs paid to family members and the childcare
services are too far away from school.” (Maori DPB 0-5 yrs, Qualitative Outcomes Study, 2001)

The literature supports the view that there is a limit to the amount of informal care sole parents have
access to. United States data shows that, in many cases, it is grandmothers who provide much of the
unpaid childcare for sole parents. In some ways this is a positive provision, as children have stability in
their caregiving, they can be cared for in their own homes, and have minimal disruption to their day-fo-
day routines (Cherlin, 1995). However, grandparent care is not the answer to all childcare problems and
some parents see unpaid care as a greater barrier to working more hours than paid work might be {Cherlin,
1995}, possibly due to the greater levels of reciprocation established (Albelda and Tilly, 1997; Oliker,
1995; Rein, 1982). Further, grandparents may be required to work themselves, particularly in the case of
poor families (Cherlin, 1995). In particular, for parents of younger sole parents, evidence suggests that
some degree of conflict can arise from the parent being unready to take on the role of grandparent and
feeling split between their lives as parents and workers (Cherlin, 1995). While relatives may be able 1o
provide short-term emergency care when necessary, it appears that such assistance can breakdown in the
long term and negatively impact on extended family relationships (Cherlin, 1995).

5.4.2.3 Low availability of suitable employment

The extent to which jobs were available was unclear. The qualitative outcomes research reported that most
sole parents interviewed faced significant difficulties in accessing employment with sufficient hours that
allowed them to manage their family responsibilities, cover the costs of entering employment and provide
medium- o long-term certainty. Most respondents felt that they were caught in casualised, low-paid and
unskilled work that offered poor conditions and few career prospects. In both wban and rural/provineial
areas, the work available was seen as frequently uncertain and vulnerable to redundancy. Refer to section
5.2.3 Differences in availability of suitable employment according to ethnicity, age of youngest child, or
geographical location. -

The availability of local, permanent, secure employment was raised as a particular issue for Mzori in the
qualitative outcomes research,

Refer to section 5.2.3.2 Differences in availability of suitable employment according fo ethnicity.

While 1t is difficult to measure job availability, some New Zealand literature indicates that the perception
by people that there are limited jobs available is often enough to be a barrier to actively seeking work
(Fletcher, 1999; Levine et al, 1993).

5.4.2.4 Perceived discrimination

Discrimination {(perceived or actual) because of race, sole parent status, appearance/style or age was raised
by respondents in the Qualitative Outcomes Study as a barrier to entering employment.

Pacific Peoples in the Qualitative Qutcomes Study felt particularly subject to racial discrimination in the
labour market. They cited difficulties finding positions despite previous long work histories and
continuous job search efforts. Maori participants also felt they were subject to racial discrimination.

Sole parent discrimination was strongly expressed by respondents in the Qualitative Qutcomes Study.
Participants felt that they were less atiractive to employers because of their family responsibilities. Some
participants commented that prospective employers questioned them closely about childcare arrangements
and arrangements for sick children. Participants felt that employers at times made it unnecessarily difficult
for sole parents by not having a more flexible approach to working hours and school holidays. For those
with highly casualised jobs it was particularly difficult to arrange childcare and supervision.
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This was supported by the literature, Employers were seen as discriminating against women with children,
as they perceive conflicts between the parent's role as a worker and as a parent — drawing the conclusion
that the individual's work will suffer (Dixon, 2000; Levine et al, 1993). Employers were not commonly
seen as being sympathetic or understanding of a sole parent's primary role of caregiver and the demands
that this may place upon them (Wilson, 1995), particularly in the case of sole parents who have children
with a disability or chronic illness (Schein, 1995).

A number of participants believed that employers discriminated against them because of their appearance,
particularly their weight, clothes or speech.

5.4.2.5 Poor educational qualifications and Jor skills

Having poor educational qualifications and skills did not necessarily limit entry into employment but did
appear to limit eniry into higher-paying, more secure employment. For exampie, in the survey of sole
parents who left the benefit for employment, those with no formal educational qualifications were more
likely to be in work of uncertain tenure, Those with a university qualification were more likely to be
employed in professional occupations (55%) than all other respondents.

Older women in the qualitative outcomes research reported that earlier decisions to leave school early had
had a lasting effect. Many viewed those decisions as making them vulnerable to welfare dependency and
unable to support their children after marriage breakdown.

The PPS report stated that "people were very aware that the workforce and workplace were changing
rapidly and that to not be in the workforce would mean losing currency with it". Some respondents in the
PPS study felt their employabilify was reduced in part because of their lack of current skills, either in their
previous work or in any kind of work, and their inability to identify their skills and value, even to
themselves.

The qualitative outcomes research reported that respondents saw improving their educational
qualifications as a key way out of "dead end”, Jow wage jobs with poor conditions. However, it was
difficult to combine work, childcare and study. This is supported by the literature. Choat {1998) cautions
that full-time, or even part-time, education is 2iso subject to many of the limitations and costs that restrict
sole parents' access to employment (e.g. childcare, transportation, difficulties finding care for sick or
disabled children). While students may have access to subsidies and supports to cover the costs of
education, these may not necessarily cover the additional costs incurred by sole parents (Choat, 1998).

5.4.2.6 Low levels of labour market attachment

Those with low levels of labour market attachment are more likely to find entry into employment more
difficult. '

Most respondents in the Qualitative Qutcomes Study had tried to maintain Iabour market attachment and
had significant work histories. However, the qualitative cutcornes research noted that Maori attachment to
the labour force appeared to be less robust. Maorn had particuiar difficulties associated with labour market
entry and with sustaining employment. For M3ori this was associated with the casualised nature of the
work available, but also with a range of other pressures including poor and uncertain housing, anxiety
about the safety and security of their children, and, in some cases, apparent alienation and a lack of
connection to paid employment norms and activities.

The literature suggests that there are a number of theories as to why previous work history and experience
assists welfare recipients’ uptake of employment. Previous work experience, for example, may provide
sole parents with employment contacts and job openings. While this may be accurate for some people, it
does not account for those who take up previously unfamiliar employment (Levine et al, 1993}. Paid work
experience may cause sole parents to be "psychologically anchored to the world of employment” (Levine
et al, 1993:12). The nature of this "anchor” varies between people but could include knowledge of what
paid work involves and confidence in their ability to work and parent, or provide a self-image as a
working person who can be self-supporting,
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5.4.2.7 Unfavourable abatement rates

Earnings-generated abatements to assistance, and debt incurred due to mistakes or miscalculations made
with abatement or tax, were frequently cited as a factor exacerbating participants' anxieties about moving
into part-time work by respondents in the Qualitative Qutcomes Study.

5.4.2.8 Lack of confidence/ fear of the unknown

Lack of confidence and/or fear of the unknown were raised by the Post-Placement Support evaluation as
barriers to sole parents’ entering employment, especially full-time employment. The Post-Placement
Support evaluation found that in some situations where people had had good jobs previously, the
emotional trauma of their relationship separation had led to them fee] insecure and unconfident in general,
so that they found it more difficult to think of taking on work: “Even if I wanted to work, I couldn't work
because I lost all confidence in myself, and instead of feeling able to nurse, I felt that I was only capabie
of cleaning." (Woman of 38 with 2 competent nursing background, PPS evaluvation, 2000}

A significant number of participants in the qualitative outcomes study and the Post-Placement Support
evaluation viewed relinquishing the DPB as a significant risk, as they would be leaving the security of 2
regular, albeit insufficient, income, for the unkmown in terms of job and income security. Fear of the
unknown in general was a major factor in the time some study participants took to become emotionally
work-ready.

5.4.3 Differences in ease of entry intc employment according to ethnicity

5.4.3.1 Ease of entry info employment for Maori

In the Qualitative Outcomes Study there were a number of factors that appeared to limit M2ori entry into
employment. These included:

¢ a perception amongst M3ori respondents that there was low availability of more secure, permanent
work in the areas they lived. Refer to section 5.2.3.2 Differences in availability of suitable

employment according to ethnicity

» low previous connection with the labour market. Refer to section 5.4.2.6 Low levels of labour market
attachment

+ poor and unstable housing situations
* concern about safety of children
» lower likelihood of having formal qualifications.

One factor that appeared to ease entry into employment for M#ori was having strong family support with
regard to childcare. The Post-Placement Support evaluation found that M3ori (and Pacific Peoples) in al}
regions, but especially in Hawke's Bay, appeared to have strong whinau support, especially when it came
to childeare. It was common for Pacific and Maori to have three or more generations living in one house,
so that childcare while a parent was working did not have to be sought outside the home, In contrast, some
Pacific Peoples had lost the support of family because of shame associated with a marriage break-up, or,
in the case of some New Zealand-bom Pacific women, because they had distanced themselves from their
parents’ more traditional lifestyles.

5.4.3.2 Ease of entry into employment for Pacific Peoples

The Qualitative Outcomes Study found that the experience of Pacific participants in the New Zealand
labour market was rather different from other groups, with Pacific participants showing 2 much closer
involvement in paid labour prior to DPB and WB take-up. While in paid work this group tended to rely on
extended family assistanice for childcare. They had strong aspirations to return to the labour market but
found re-entry difficult and their social and familial integration increasingly attenuated.

Racial discrimination in the labour market was felt in particular by some Pacific participants. They also
mentioned barriers such as their age, lack of workforce experience, responstbilities for caring for other
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family members and health problems. The Pacific participants were particularly keen on pursuing
education and training while on the DPB and WB so as to.enhance their employment prospects and get off
the benefit.

The Pacific participants displayed very strong anxiety about their marginalisation to paid work, and
reluctance to go onto the DPB and WB. Several were in education/training, but they had experienced
problems in maintaining or gaining employment while on the benefit:

o they felt subject to racial discrimination in the labour force (refer to 5.4.2.4 Perceived
discrimination)

+ while some cited useful assistance they had received from DWI, others felt very upset and angry
about treatment they had received and tended to avoid contact

* some were limited by their lack of qualifications and previous work experience to unskilled jobs.

5.4.3.3 Ease of entry into employment fqr Pakeh@/Other

The Qualitative Outcomes Study found that while some "Other" participants appeared to find it easier
than the other groups to enter paid work, this was confined to those "Other" with on-going work
experience or who had acquired tertiary qualifications. Like the other groups, they.also experienced the
problems of getting trapped in a round of casual or temporary jobs and found it difficult to gain entry to
higher-paying, more secure jobs.

The qualitative outcomes research noted that "Other” participants appeared to exhibit a classic pattern of
married women's labour market attachment. That attachment typically involves leaving paid labour for
childbearing and rearing of young children, financial dependency on partners for that period, and re-entry
into paid labour as their children reach school age.

For "Other™ participants, then, the DPB and WB filled the financial space left by a partner. These women
felt stigmatised for being on the DPB and WB, but the pattern of removal from the workforce for
childrearing is consistent with Other cultural norms, just as is later labour market re-entry.

5.4.4 Summary - eniry intoc employment

Job search activities

DPB and WB participants, as a general rule, were highly motivated to gain employment where they
considered their family circumstances gave them the freedom to appropriately do so.

The job search behaviour of sole parents reflected expected pattemns in the general population. Most job
search success occurred independent of DWI help and included activities such as the use of social
networks and traditional job media, ¢.g. newspapers. For Maor, seeking employment opportunities
through social networks was identified as a particularly important job search technique.

More important than the job search technigue employed by sole parents were the conditions surrounding
sole parents’ ability to take on work. Once again the availability of childcare, skills and qualifications,
and levels of local labour market demand were considered crucial factors in mobilising job search effort.

There is evidence to suggest that DPB recipients, parﬁcularly those with a youngest child aged 14 and
over, found the work test increased their work search behaviour.

Suitable employment

The evaluations indicated that suitable work could be broadly defined as that which would provide hours
that allowed participants to manage their family responsibilitics, cover the additional costs associated with
work and provide medium- fo long-term certainty,
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There were a number of characteristics that appeared to make some work unsuitable. These characteristics
often interacted to make the work available unattractive, risky and/or inaccessible. These characteristics
inciuded:

+ high levels of casualisation

s temporary or umcertain tenure

s vulnerable to redundancy

¢ exploitative (e.g. no payment)

» discriminatory on the basis of race, sole parent status or personal appearance and style,

Education and training

There is wide agreement that education and training enhance participants' opportunities of gaining
employment and increases their employment choices. This finding may be contingent upon the type of
training or education courses undertaken, however. The duration of courses was cited in national and
international literature as an important factor in the quality of outcomes, for example those courses under
six weeks were less likely to be related to sustained employment outcomes.” Participant experience in
the present study also alluded to frustrations with participating in a series of miscellaneous training
courses not considered to progress participants closer to employment.

The financial burden on sole parents in training was pronounced, This burden was threefold as it included
the additional expenses associated with gaining employment, for example travel to training and provision
of childcare, but did not bring in new revenue as it is hoped employment will do, and introduced course
fees into the picture which for many introduced student debt. Taking on debt raised significant concern
for many sole parents. v

Participants articulated their need for financial assistance. The Training Incentive Allowance exists for
the purpose of assisting sole parents into training and education.” However difficulties accessing the TIA
were cited, as well as inconsistent application of entitlement between Case Managers.

Childcare requirements also posed a barrier to participation in education and training, including:

o fitting study and course attendance in with children's school hours

» availability of suitable and affordable childeare

¢ loss of time with children due to study requirements.

Access to educational institutions could be difficult for participants. Only a few participants were not able
to identify any access difficulties. The access problems identified included:

» distance from educational institutions

e lack of transport
¢ lack of access to accredited providers and courses that attract funding assistance.

Entering employment

There were 2 number of factors that appeared to be positively associated with entering empioyment. These
factors included:

* having fewer and older dependent children

¢ having healthy children

+ access to childcare

77 ‘This does not take 2ccount of work readiness however. For those lacking confidence or experience in training and education,
short courses may fulfil 2 "readiness for further training” function that extends participants’ confidence to go on and succeed in
longer-termn education and training.

™ From | January 2000 all peopie who qualify for the TIA were entitled to receive up to a maximum of $3,000 per year to cover
fees, course costs, childcare and transport. Between | January 1999 and 1 January 2000 those entitled to the T1A were required to
fund 40% of their course fees and course costs either through a student loan or privately.
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s availability of suitable work

¢ being an older sole parent

e appropriate skills and qualifications
e previous employment

¢ a shorter length of time on the benefit (refer also to section 9 Impact of the reciprocal obligations on
the behaviour of DPB and WB recipients)

¢ a combination of positive internal characteristics (e.g. self-confidence, strong desire fo get off the
benefit and to set an example for their children).

There were a number of factors that limited entry to employment generally. These were:

» concerns about the health and well-being of their children
+ difficulties arranging childcare

» low availability of suitable employment

* perceived discrimination

¢ poor educational qualifications and/or skills

« low levels of labour market attachment

s unfavourzble abatement rates

» lack of confidence or fear of the unknown.

Sole parents often faced a number of the above limitations at the same time.

Factors that appeared to limit Maori entry into employment included a perception amongst Maori
respondents that there was a low availability of more secure, permanent work in the areas they lived.
Other factors included: low previous connection with the labour market; lower likelihood of having
formal qualifications; poor and unstable housing situations; and concerns about safety of their children if
they entered employment. Something that appeared to ease entry into employment for Maori was having
strong family support with regard to childcare.

Pacific participants showed a much closer involvement in paid labour prior to DPB and WB take-up. They
had strong aspirations to return to the labour market but found re-entry difficult and their social and
familial integration increasingly attenuated. The Pacific participants displayed very strong anxiety about
their marginalisation to paid work, and reluctance to go onto the DPB and WB. Several were in
education/training, but they had experienced problems in maintaining or gaining employment while on the
benefit:

¢ they felt subject to racial discrimination in the labour force

e while some cited useful assistance they had received from DWI, others felt very upset and angry
about treatment they had received and tended to avoid contact

+ some were limited by their lack of qualifications and previous work experience to unskilled jobs.

While some "Other” participants appeared to find it easier than Maori and Pacific Peoples to enter paid
work, this was confined only to those "Other" participants with on-going work experience or who had
acquired tertiary qualifications. Like Maori and Pacific participants, the "Other" group also experienced
difficulties getting trapped in a round of casual or temporary jobs and found it difficult to gain entry to
higher-paying, more secure jobs.

5.4.5 Implications — entry into employment

The findings raised the following implications:

e DPB recipients were generzally found to be a highly work-motivated group. Enhancement of the key
conditions outlined in this report for gaining and retaining employment should be considered:

- childcare availability and costs
- gaining further education and training

- labour market demand
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- labour market flexibility in terms of family circumstances

sole parents will often move into employment if they consider the work suitable. Suitable work for
sole parents appears to be that which would provide hours that allowed participants to manage their
family responsibilities, cover additional costs associated with employment and provide medium- to
long-term certainty. This raises two key issues;

- the employment needs to have some certainty of tenure and hours along with adequate pay
rates :

- sole parents need greater access to childcare that is available where and when they need it,
and is affordable and safe

the geographical location of sole parents appeared to be related to the range of suitable employment
opportunities available to them. Mori DPB recipients, in particular, appeared to be more heavily
concentrated in areas with industries traditionally dominated by men. This is an issue as the vast
majority of sole parents are women. The variation in available employment opportunities between
regions suggests sole parents may require access to employment assistance and education and training
that is tailored to the types of employment available to them where they live

the findings on education and treining outcomes strongly reinforced the importance of investing in
sole parents gaining post-school qualifications, as these are more likely to move sole parents into
employment and/or extend their employment opportunities. Based on the findings, key components of
government's investment in education and training could include:
- financial assistance for sole parents with fees and other course costs such as childcare and
travel (adequacy of current assistance measures - Training Incentive Allowance (TIA) and
childcare subsidies). To address these factors a review may be needed™

Further requirerments inciude:
- consistent administration of TIA by Case Managers

- the development and support of more childcare facilities, catering to training and education
hours of attendance

- further research to better understand the types of education and training that are most likely to
lead to sustainable employment for sole parents

some key factors affecting sole parents’ entry to employment are common to other groups of job
seekers (age, skills and qualifications, previous experience, length of time on the benefit). However,
sole parents' entry into employment was also affected by the number, age and health of their children,
access 1o childcare and the availability of employment that provides sufficient income and allows
them to meet their childcare obligations. Areas where the Government could play a role in improving
entry to employment for sole parents include:

- ensuring suitable childcare is available to sole parents entering employment
- examining the extent to which abatement rates limit entry to employment

- assisting sole parents to improve their skills and educational qualifications to enable them to
move beyond low-wage employment.

” The Training Incentive Allowance is currently being reviewed.
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6. Outcomes for sole parents following the DPB and WB reforms
introduced in February 1999

The outcomes section will detail types of employment and earnings gained by DPB and WB recipients
when they exited from the DPB following the 1999 reform changes.

The period available for examining changes in employment uptake for DPB and WB recipients following
the 1998 DPB and WB reforms is extremely limited for making attributional judgements. The period
under investigation within this report begins in February 1999 at the phasing-in of the reform changes and
follows through to April 2001,

Further, it is important to note that within this two-year period, implementation of the reforms was
hindered by a number of factors. These included the complexity of the policy, major organisational
changes occurring within the agency responsible for the roll-out of the changes, restricted and difficult
time frames, and varied application of delivery of the reforms. A number of other policy changes were
also being implemented (e.g. changes to the Training Incentive Allowance and Community Wage - refer
to Table 2 earlier). As a result, it is difficult to confidently attribute outcomes to specific DPB and WB
reform policy changes. Refer to section 4.

6.1 Employment gained by sole parents

6.1.1 Participation in full-time and pari-time employment

The following section will present available evidence on changes in the number of DPB and WB
recipients moving info employment and in particular into part-time and full-time work after February
1999.

6.1.1.1 Exits to full-fime and part-time employment

DWI administrative data (for the period June 1996 - April 2001) indicates that there was a steady decline
in the total number of people receiving the DPB since January 1998 (Figure 1, earlier).

Time series analysis of MSD administrative data indicates that exit rates for DPB recipients, particularly
those with a youngest child aged 14 or over, did increase following the 1999 reforms. A cohort analysis
of the chances of successive cohorts of DPB entrants being completely off benefit (which captured
possible effects on both exit and re-entry rates) showed a marked increase following the introduction of
the reforms (Ball and Wilson, 2000). Figure 4 from the analysis shows that pror to the reforms,
successive cohorts of entrants generally tracked one another closely, with the probability of being
completely off benefit slowly increasing with increasing time from entry. This occurred in spite of guite
marked changes in employment conditions.



101

Figure 4: Percentage of cohort members not on any benefit either as primary or partner at quarterly intervals,
1993-1999 entry cohorts
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The unemployment rate has fallen steadily in recent years (as employment growth has been stronger than
labour force growth), falling from 7% of the labour force in the June 1999 quarter to 5% in the June 2001
quarter. It is now equal to the rate recorded in the June
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work test procedures led to increasing numbers of some

beneficiary groups moving onto the register. These
beneficiaries included DPB and WB recipients, and spouses of beneficiaries. Secondly, there were
operational and procedural changes that increased the number of DPB recipients on the register.”

Overall, the average probability of being off benefit at 30 June of the year following their enfry to benefit
(quarter 2) was 3 percentage points higher for entry cohorts passing this point after February 1999 (25%
compared with 22% for preceding cohorts), an increase of 14%. The size of the increase was greatest for
those with a youngest child aged 14 or over at entry (38% compared with 33% for preceding cohorts, an
increase of 17%). This is consistent with the expected policy impacts. However, the increase in non-
receipt was also pronounced for those with younger children not targeted by the full-time work test. The
reforms may have had a signalling effect, which led to wider changes in full-time employment

% The move towards complete integration of employment and income services over the year improved the accessibility of
employment services to a wide range of beneficiaries, including those who are non-work-tested. The impact of this change was
reinforced by the move to use DWI's employment database as the primary case management tool, and by centres’ desire to meet
internal targets. These changes contributed to a rise in non-work-tested beneficiaries enrolling on the register. In addition,
changes to lapsing procedures in 1998 also contributed to a rise in the register over 1999. The changes reflected operational
policy changes in 1998 designed to maintain customer enrolments and reduce the administrative burden of frequent lapses
followed by re-enrolments.
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propensities than expected. Alternatively, general improvements in employment conditions and other
policy changes may have caused some of the shift. It is not possible to isolate with certainty the
respective impacts of the 1999 reforms and these wider changes (Ball and Wilson, 2000).

The analysis found no increase in declared earnings around the time of the reforms. It is not clear whether
this means that the part-time work test had no impact on part-time employment rates, or whether the
increased rates of movement off benefit masked any increase in part-time employment that occurred. If
those who already participated in part-time employment were more likely than those who did not to move
off benefit following the February 1999 changes, compositional shifts could explain the absence of a more
marked increase in earnings propensities for those remaining on benefit (Ball and Wilson, 2000).

Alternatively, there may not have been a marked increase in part-time employment following the
February 1999 changes because sole parent beneficiaries who could participate were already participating
in part-time employment (Figure 6). DWI administrative data indicates that participation in part-time
employment has increased since 1996. However, participation rates have been relatively stable since 1996
for those with a youngest child under six, and since 1998 for those with a youngest child aged over 14.
Participation rates for those with a youngest child aged 7 to 13 years have been increasing over the past
five years.

Figure 6: Rate of declared earnings among DPB recipients by age of youngest child
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Trends in DPB recipient exit rates are consistent with recent upward trends in employment growth and
labour force participation by women. HLFS data indicates that employment growth since June 1999 has
primarily been in full-time jobs (more than 30 hours a week). While part-time employment only
increased by 0.2% (1,000 people) between June 1999 and June 2001, full-time employment grew by 5.5%
(74,000 people). However, part-time employment has picked up more recently, rising 2.7% in the year to
June 2001 compared to a 3.4% rise for full-time employment. Over the past two years, female full-time
employment growth has been stronger than that for males, while male part-time employment growth has
been higher than that for females.

The labour force participation rate (that is, the proportion of the working age population in the labour
force) was steady in 1999, fell in mid-2000, but increased in late 2000 and early 2001. The participation
rate in the June 2001 quarter was 65.9%, which is the highest rate since the September 1996 quarter. This
has been driven by a rising female participation rate, from 57.6% in the June 1999 quarter to 58.6% in the
June 2001 quarter, as male participation rose by only 0.2 percentage points. This continues a long-term
trend of rising female participation and falling male participation in the labour force.
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For exits into employment, Maori and Pacific DPB recipients had consistently lower rates than Pikehd
and Other.® However, over time all groups experienced very similar relative increases in earnings and
employment exits over the period. This is consistent with HLLFS data. Employment growth for Maori has
been very strong over the past two years, rising 20.4% since June 1999, and the M3Zori unemployment rate
has fallen significantly. However, more recent results suggest that there has been some slowing in the rate
of improvement, and significant disparities between M3ori and non-MZori remain.

6.1.1.2 Who is likely to participate in full-fime employment?

Most of those who leave the benefit for employment appear to have obtained full-time employment. The
survey of those who left the benefit for employment found that 86% of respondents were in full-time
employment compared with 14% of respondents who were employed part-time.

The results of the survey and the Qualitative Outcomes Study also indicated that:

s the survey indicated that male respondents were more likely to be employed full-time than female
respondents (95% of males compared to 84% of females)*

s those under 30 years of age in the survey were more likely o be employed full-time {89%) compared
to 77% of those over 30 years of age

e the Qualitative Outcomes Study found that participants in part-time as well as full-time work tended
to have fewer children than those with no work. The survey indicated that those with one dependent
child (88%) were more likely to be employed full-time compared to 77% of those with two children

e survey respondents who have been working for less than five years (90%) and between five and nine
years (86%) were more likely to be working full-time than all other respondents (73%)

s survey respondents working as plant/machinery operators {96%) and trade workers (89%) were more
likely to be working full-time than those employed as techniciang/associate professionals (83%),
service/sales workers (83%) and clerks (81%) '

In the survey of sole parents who left the benefit for employment there were no significant differences in
the distribution of those working part-time and full-time by ethnicity or age of youngest child. .

For information on the relationship between part- and full-time employment refer to section 6.1.1.
Refer also to section 6.1.2.3,

6.1.1.3 Movement from part-time to full-time work

As outlined previously there is 2 trend towards greater participation in full-time employment by sole
parents, particuiarly those with older children. This movement was evident in the survey of sole parents
who left the benefit for employment. When comparing respondents’ previous job with their current
position, 86% were in full-time employment compared with 43% previously being in full-time
employment. This may indicate that the ageing of the participants' children freed them up to move from
part-time or no work into full-time employment.

In the Qualitative Outcomes Study only two participants moved from part-time work to full-time work.
No participants moved from full-time work to part-time work throughout the year of the study. Both the
participants that moved from part-time work to fuli-time work had youngest children aged 14 years or
older (Table 47).

8 Other refers to alt DPB recipients not identifying themselves as Mioti, Pacific Peoples or Pakeha.

%2 brior to the recent DPB and WB welfare reforms which came into effect in February 1999, census reports for the New Zealand
population suggested there was z decline in the amount of paid work performed by sole parents (Rochford, 1993). Gender
differences were found, with fewer sole mothers in paid work (20% in 1991) than sole fathers (46% in 19%1). There were also
differences in type of work obtained, with sole fathers tending to work full-time compared to sole mothers, who were more likely
to work part-time. Dixon (2000} found that women with young children make up the bulk of New Zealand’s part-time labour
force.
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Table 47: Paid work status May 2000 - May 2001 by DPB and WB status at Phase 2

DFB and WB at Phase 2
Paid Work Status Retipient Non-Rscipisnt
Not employed — Not employed 16 i
Part-time — Not employed 5 0
Not empioyed — Part-ime 4 1
Net employed ~ Full-ime 0 4
Part-ime — Pari-iime 7 2
Partime — Fulk-time 1 1
Fulldirme - Fulldime 0 182
Total R 27
One missing case

SOURCE: Qualltative outcomes research, 2001

The qualitative outcomes research cautioned that the differences between those not in paid work, those in
part-time work and those in full-time work should not be overstated. This research identified considerable
fluidity in the labour force position of participants. Moreover, it was clear that there was not necessarily a
linear pathway from DPB and WB receipt and non-labour force participation to part-time work
progressing finally to full-time work. Some participants maintained a continued involvement in paid
work and/or voluntary work throughout their time on the DPB. In addition, being in full-time work did not
necessarily mean leaving the DPB and WB, although the movement from no employment or part-time
employment to full-time employment tended to be associated with exiting the benefit.

6.1.1.4 Circumstances under which there is a move to full-time work

The qualitative outcomes research noted that full-time work became worthwhile when a participant:

s could find employment which was both certain and flexible to fit in with childcare responsibilities
e could access affordable, flexible and trusted® childcare — often provided by family

» was free from debt

e was able to enter higher-paid work {(e.g. professional, managerial, and technical occupations).

Refer to section 5.4.1 Factors that allow entry to employment for further details.

Examples of the dynamics of moving off the benefit and into work

Some of the dynamics of moving from the benefit to paid work and vice versa are outlined in the
following cases.

Case 1. Movihg from no employment to part-time work and training {Maori
participant)

In the past year, IT, 2 young woman working in Auckland, has moved house, come off the DPB,
obtained a well-paid part-time job, taken up training, gained a partner and given the care of her
child to her mother. These major changes have been prompted by a strong desire {o get out of debt
and gain more skills and qualifications. ‘I tried everything that was possible while on the DPB.
The DPB was not enough to cover my outgoings. I created debt trying to meet their requirements,
going to appointments, phone calls, bus fares, childcare costs ... I started to run accounts, credit
cards getting used all the time."

At the time of the first interview IT lived with her three-year-old son, a relative, a friend and her
child. IT had her son while still at school. She left school with no qualifications, but went on fo do
some trade-related training and spent a few months in each of three jobs. She spent 2 short time on

83 1t should be noted that of the 18 participants in full-time work at the Phase 1 interviews, the only significant shift was that twe
who had been receiving the DPB and WB at Phase 1 exited the benefit. None of these fuil-time workers left paid work.

8 The sense of trust is as important as objective measures of quality for participants when arranging childcare. The heavy
reliance on family for childcare refiects this.
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the DPB in 1998 after completing a training course and being unable to get 2 job, and then went
back on the DPB in 1999 as she moved to Auckland and had no other source of income,

IT had no paid work or training while on the DPB. She was keen to get a job that paid more than
the DPB, and also felt pressured to get off the benefit — " was told [by my Case Manager] that I
have 1o find a job in the next three years or my benefit will be cut off." Although she was advised
about training options, IT felt that they were not the types of training she wanted to do. She also
felt unable to afford training, and was not aware of any financial assistance for training — "they did
imply that I must participate-or I would lose my benefit.”

Suffice to say the occupation that IT has had for six months prior to the second interview is not the
sort that would be recommended by DWI. Nevertheless, IT found that she received no help from
DWI in seeking a job or training. Nor did she actively seek assistance from them because .. i
takes too long to get appointments, too much hassle.”

Her son now lives with his grandmother because of the nature of IT's job. "It is not the sort of job
any mother should be doing, but it has been paying off all my debts. I am now getting on top of
things and have time to do training and spend weekends and sometimes days with my son.” IT
studies 10 hours a week in a six-month computer and office skills course.

Even though IT has gone off the benefit, she continues to receive letters from DWI — I have had
Jour letters from them in the last five months informing me that I have had four new Case
Managers". In a few years' time IT sees herself as working in the computer or marketing fields,
debt free, and spending more time with her son. She is determined to “stay away from any
benefit".

SOURCE: Case 7, Qualitative culcomes research, 2001

Moving from training to part-time employment ("Other" participant)

SP lives in Auckland with her three children aged 10, 8 and 5 years. She has been on the DPB
since 1995. Her reason for taking up the benefit was that she had a newbom baby and two pre-
school children when her husband left her. Prior to having children, SP pursued a career in the
fimess industry both in New Zealand and overseas. She had left school with Sixth Form
Certificate, but while on the DPB decided to qualify in office administration and computing as she
considered she needed more marketable skills. For SP, the DPB has been “good for my situation at
the time, but it is time to move on now, I want 1o get off it". SP started her year-long polytechnic
course before her youngest child started school. She had few childcare problems, as her youngest
attended créche near the polytechnic, for which SP received a childcare subsidy, The course fitted
in with the school hours of the older children. There were some difficulties when the children
were il], and SP relied on her father to look after them.

SP has planned her career change, and organised her course herself. She had not been to a
planning meeting with her case officer. SP found out about TIA assistance through acquaintances
and, on inquiring about it to DWIL, found she was eligible. Since the first interview SP has finished
her training and obtained the type of job she wanted in office administration. She has been there
for two months, It is a permanent part-time job for three days a week, with the possibility of it
extending into a full-time job. SP saw the job advertised in the paper and applied for it. She had no
assistance from DWT in seeking work.

Although the job's hourly rate is good, and the job exactly what SP wants, she is having major
problems. She gets less in the hand now she is working and cannot afford to live on her income.
Last year SP received $860 a fortnight, including the CCS and AS. She now receives $140 a week
benefit, and including her salary, makes around $790 after tax a fortnight. SP incurred costs in
starting work. Although she received a clothing grant, she spent more than that on a suitable
wardrobe for her job, and has also had to borrow clothes. She has also had increased transport
costs to get to work. The problem is compounded because SP has been unable to access an
approved OSCAR provider, which would make her eligible for a subsidy. Consequently, she has
to pay childcare for three children for three days after school, at 2 cost of $60 per week. SP has no
idea how she will manage childcare in the school holidays, and hopes her father will be able to
look after them.

SP approached her Case Manager for some supplementary financial assistance, and was advised to
give up her job and go back full-time onto the DPB ~ I was shocked ... I don't want that, I want



Case 3.

106

more to supplement my pay. They didn't have any suggestions ... I really like my job, but I'm going
through a lot of stress thinking how I can keep my job ... what they're doing now defeats the
purpose of me going to tech last year ... there is no incentive to get a job. I want to get off the
benefit altogether. I called Inland Revenue about getting family support. DWI didn't tell me about
that.”

SOURCE: Case 2, Qualitative outcomes fesearch, 2001

Moving from part-time to full-time work ("Other” participant)

CW went onto the Widows Benefit in 1996 when her husband died. At that time she had two
children, one a tsenager, and was employed part-time, CW, her husband and children lived near
Christchurch on a few acres. Since leaving school CW has had 2 strong interest in horticulture,
and has had various jobs as a florist, gardener and groundsperson. Both she and her husband had
periods of unemployment. When her husband died, CW was not comfortably off financially,
although she had the family home, and was able to grow many of their vegetables. She was used
to a "low-income, low-cost lifestyle”.

At the time of the first interview, CW had been employed over a year for 10 hours a week as a
caretaker and gardener at the local school. The job was only permanent insofar as the school could
maintain funding for it. CW had got the job on her own initiative. CW was also involved in
voluntary work for two hours 2 week. One child was at high school, and the other had just left
school to take up a job, although was still living at home. CW was actively looking for more hours
of work, partly because she wanted to be more financially independent, and partly because “my
Case Manager has mentioned I should be doing more hours”.

One year later, CW has moved off the WB. She has increased her hours of work, her second child
has left school, and her new partner is regularly part of the household. With these household
changes, CW sought information from her Case Manager regarding her eligibility for the WB. She
understood it was possible to still receive some financial support, but was reluctant to remain on
the benefit because “they wanted to know everything ... you felt as if they were looking over your
shoulders”. Getting more work was important to CW as she wanted to enter her new relationship
financially independent — "I didn't want him to support me.” CW had the school job, but no more
hours were available. Consequently, she had to take on two part-time flower-picking jobs. Both
jobs are seasonal, depending on market demand.

CW now has three employers, and has achieved her target of working for 30 hours a week All
jobs have been obtained through her own initiative, by ringing up friends and local employers.
CW is not sure how long any of the jobs will last. The flower picking is seasonal and based on
demand. CW is also concerned about getting into difficulties with tax, as she said with three
employers, "it's not easy keeping track of my pay”. CW's voluntary work has stopped, because she
now has limited free time.

CW is eaming less than she was a year ago, although she is off the WB and is working 30 hours a
week. She relies on her two children paying board, and her partner "buying extras”, She has also
had problems in getting her Community Services Card reinstated, as it was stopped when she went
off the WRB. ,

SOURCE: Case 5, Qualitative outcomes research, 2001
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Moving from training to full-time employment (Maori participant)

TB lives in a small provincial town. She has three children, one 12 and the other two young adults.
TB left school with no qualifications. She has had extensive work experience since 1973, mainly
in seasonal labour in shearing sheds and casual employment as a kitchen hand. Between 1991 and
1997 TB started to gain qualifications in te reo Miori, office administration and computing,
through courses at a local private training establishrment and polytechnic. TB was also actively
involved with her family, wider whinau, local marae and kapa haka group. She was a student in
1997 when she separated from her husband. Because her course was a year long, she was
unavailable for work and went onto the DPB. With three children living at home she found the
DPB the only viable option. It enabled TB to continue with her fraining and have time with the
children, and provided a regular income. But TB considered the DPB was "just fo get you by with
basic needs.”

At the time of the first interview, TB had two sons living at home and was doing an NZQA
computer and accounting course taking 20 hours a week. Her fees were paid with a TIA. Childcare
was not a problem as the hours of study fitted around school. TB wanted to get a professional job
in library work or in the social services. She expected to be employed full-time in the next year —
“T kmow where I am going and what I will be achieving. I have succeeded through my own self-
motivation to where I am to date.”

At the time of the second interview, TB's older son has gone flatting, and she is in paid work and
education. She did & work track programme through DWI — "helping seif-esteem, looking at work,
study systems, etc. These are all about placements into the workforce.” In June 2000 TB found
work on her own initiative through an advertisement in the paper. She is now working full-time
with a social services provider. She received a work start grant of $250 from DWI — * credit to
them for the grant and approving my application.” TB also spends around eight hours a week
studying for a national certificate in rehabilitation studies and is aiming for 2 BA in Health
Science. Childcare is managed because her 12-year-old son attends a youth programme after
school. Her older son and other family members help out if needed.

TB is pleased that she has now cleared most debt — "I can see the light gt the end of the tunnel.”
Although she finds she has much less time for her family and community activities, "our quality of
life is better, more food, health care and insurance, money for education ... I enjoy my work and
Jfeel good about the future goals in employment and where it will take me.”

SOURCE: Case 8, Qualitative outcomes research, 2001

Moving from training to training and full-time employment {Maori
participant)

TP lives in Hawke's Bay with her two children, aged 2 and 12 years. Since leaving school with
two School Certificate subjects, TP has had a succession of unskilled jobs including in shearing
sheds, a rest home, meat works and orchard work. TP went onto the DPB in 1996. Her marriage
had ended, and she had just left a job. The DPB was essential for financial stability, enabling her
to care for her child and pay the mortgage. However, she found that she occasionally needed food
parcels. Since 1996, TP has been able to take on seasonal work at the meat works, but went onto
the DPB when the season finished.

At the time of the first interview TP was not in employment, but was doing a year-long diploma
course in massage therapy. Fees were covered by a2 TIA and a $4,000 student loan, and TP
received a childeare subsidy for her pre-school child. TP had found out about the training herself.
TP intended to do a post-gradnate course the following year.

One year on, TP has a full-time job at the meat works where she has been employed before. TP
came off the DPB early in 2001 because she wanted to leave the benefit and earn more money.
This time the job at the works is a permanent one. Hours are long — 13-hour shifts five days a
week from 1pm to 2am, and one weekend shift every fortmight. DWI did not assist in finding the
job. It was available to her because she had a work record with the company. TP also does a
course on reflexology at a private training establishment on her "free” weekends, which she funds
through a student loan.
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TP has found that working has increased her expenses considerably. She is $50 a week better off
than being on the benefit. Childcare costs $100 per week {she does not receive a childcare
subsidy). She has bought clothing and equipment, such as knives, for work. DWI gave no
assistance in starting up work.

Long working hours and study commitments mean that TP's time with her family is limited. She
has to rely on a caregiver for her two-year-old son in the daytime and on her daughter at other
times. Her daughter picks up her younger brother from the caregiver after school and provides
care in the weekends. Both children visit their mother at her weekend course — "I see baby every
day but only really see my daughter on weekends ...it's not really good but it's what you have to do
... it's only a 10-month course.” TP has also taken on a boarder so that an adult is at home in the
evenings. TP does not see her childcare arrangements as satisfactory, but considers that they are
only for a short time. She sees having a job as important for providing a home and a good living
standard for the children. TP has achieved her first goals of a qualification in massage, and a job.
She now wants to move into a job that will use her training - “ring me in another year to see how
I'm going if you want!”

SOURCE: Case 8, Qualitative outcomes research, 2001

Moving from part-time employment to no employment {"Other”
participant)

BC, who lives in a small provincial town, has three children, 14, 12 and 8 years old. She left
school with Sixth Form Certificate and later gained diplomas in clothing design and horticulture,
Before going onto the DPB in 1998, BC had a succession of full-time and part-time jobs in sales,
clothing manufacture, upholstery, agriculture, gardening and cleaning. Most were casual and
short-term in nature. She fitted them around child rearing, Going onto the DPB was precipitated
by a marriage break-up. Prior to that her husband had had 2 mental illness and had been only able
to work in a lirnited way.

BC found going onto the DPB gave her a secure income that she could control. She saw it as a
measure of independence, although there was "a lof of financial juggling"”. Feeling pressured to
get back into work by DWI, BC was acting as a reliever at a local créche at the time of the first
interview, but this was very spasmodic and uncertain employment. The job was not obtained
through DWL BC commented on some problems she had had with earning over the limit for some
of the time, and had found it difficult to find out from DWT what she should do. Eventually she
had been told "not to work for a while”. Overall, BC considered paid work as a third priority
behind her children's needs and her voluntary work as a parent help at her children's school. BC
was 2lso frying to develop a herb nursery and cut flower business on 24 acres of land where she
lived with her children - "I felt quite stressed. I felt that I have to be superwoman ... I feel happier
with the volunteer work, much more manageable, I feel I can't give the hours to a high-powered
Jjob."

One year on, BC has the two younger children with her. The older girl has moved in with her-

father. BC is still helping at school. She does not have a paid job, although she has just been
offered some casual gardening work. BC is finding “I'm constantly in overdraft. I cannot
basically exist on my income.” She is now very concerned to try and make an income off her land,
and had broached the subject with her Case Manager. She has received no assistance with job
seeking, training had not been offered to her in the past year, and there was no help to investigate
starting a business. BC feels somewhat ambivalent about contacting her Case Manager — “I'm
lying low. I get so annoyed with the interviews. They haven't required me to come in so I have just
left ir. They just seem to leave me alone ... I don't want to rock the boat.”

SCURCE: Case 4, Qualitative outcomes research, 2001
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Case 7. Moving from benefit to casual/temporary employment and back to

benefit (Maori non-PPS participant)

George is a M3ori man in his late 30s caring for two daughters, aged 15 and 11 years. George
went on the DPB following a relationship break-up where his ex-partner moved to Ausiralia and
he maintained care of the children. Born and bred in Hawke's Bay, George has excellent whanau
support and has been able to czll on that support over the last seven years that he has been a sele
parent. During this time George was also made redundant and although he tried consistently to
find work in his given trade, he was unable to. This has meant that he has slowly become deskilled
and has had to look for work elsewhere. Going on the benefit became a matter of survival for him
and his whanau,

Over the past four years, George's life for both him and his whinau has been a seesaw ride
involving many ups and downs. Unable to find permanent full-time work, George has been
working on casual contracts that may last up to six months, and seasonal work as a driver. George
is well aware of the instability of the job market and the difficulty of finding full-time work. He
has worked since leaving school when he was 16 and in the past had been able to provide for his
family well. The main things that keep him motivated are his beliefs that any work is better than
none at all, and the fact that being on the benefit does not ellow him to "feel like a real man or a
father”,

George is now at the mercy of his employers and does not turm down work or any offers of over-
time because he lives day-to-day, week-to-week, not knowing how long his work will last, or
sometimes even when his next working day will be,

"You say yes to everything because you know that next week there may be no work, and I need to
make as much money as possible to get me through those times when I'm back on the benefit and
got no money."”

On 2 day-to-day basis he can go several days without seeing his children, as shift work and
unstable hours can mean that while he sleeps his daughters are at school, and by the tirne they get
home he is back at work. When George thinks about the future he can become depressed, as the
instability makes it hard to either plan or financially manage ideas and goals like taking the
children on a holiday. George realises that, without the support of his whanau, his life counld be
even harder, and the support from parents, aunties, uncles and his sister has been life-saving. Over
the past two years, his sister has been living with him, providing the children with care. George
knows that they are well cared for which eases his mind. His children have also been pretty
amazing and some nights they try really hard to wait up for him so they can have the chance to
talk to him and simply be a whinau. As well, their mother is not in Australia any more, and on
days when the kids are sick and can't go to school, if he needs help she will help out by watching
them.

George has also been provided with support from DWI over the past four years in that he is able to
go back onto a benefit when work is no longer available. However, although this system generally
works okay, problems do arise. Some weeks George can be scheduled for work which does not
eventuate and he may spend those days on call but not on the benefit. His benefit will not restart
until the day he rings DWTI and he has been given the understanding that he is not entitled to be
back-paid. This means that it could be two to five days after he has finished work before the
benefit will start up, although he was under the impression through his employers that he would be
working.

“The hard thing is that I am in no control. My work dictates my life and because I need to work
and I know that there are no jobs out there for me, permanent ones anyway, they've got me. I'm
still having to rely on the benefit too, otherwise we wouldn't survive. I loved to make my own
decisions, you know, stand up, but I can’t, my kids need to eat.”

For George, support from DWI would have been, and would still be, appreciated, especially in
learning to understand and manage the policies and requirements of DWI, As well, a service that
provided after hours support would have been helpful, as George's first priorities are his children
and work and if he does get called into work he will go rather than keep an appointment with
DWI. George felt that on-going support and encouragement to find full-time work would also be
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helpful, as well as having the opportunity to talk thh other sole parents who had been through
similar challenges and made it through.

SOURCE: Post-Placement Support evaluation, 2001

Continuing part-fime employment {Pacific Peoples participant)

AT, a Cook Island M3ori mother with four children ranging in age from pre-school to teenage,
was living in 2 large household that included her children, brother, sister-in-law, niece and nephew
at the time of the first interview. Island-born, AT had worked on her family land when young, and
then in a few unskilled jobs in New Zealand. She had little work experience and her training was
limited.

AT has been on the DPB since 1983, with one period of eight months off the benefit and in
unskilled employment during 1999. She came back on the DPB in early 2000, because she had
been Izid off her job as a kifchen hand. AT did not want to go onto the DPB but “7 have to have
the money ... it's not encugh for basics, I can'’t help out my family™. She obtained a part-time job as
a cleaner through friends that eamed her extra money on top of the DPB, and relied on family
members living with her to look after her younger children. AT was happy with her part-time job
and did not see her life changing much until her youngest child went to school.

At the time of the second interview, AT's household has grown, with the addition of two young
adopted relatives from their island home. AT continues with her part-time cleaning job. Hours
have increased, which affects the amount of benefit she receives. Her overall income has increased
slightly, and the shift to income-related rents has helped the family. But AT is becoming
Increasingly dissatisfied with her job — "this isn't the sort of job I'd like to do for the rest of my
life." She has not found that the two short courses (machining/sewing and cleaning) she has been
sent on by DWI in the last year were helpful in securing better employment. Now she says, I only
go back to WINZ when there is a need.” She is concerned that she cannot help her extended family
as much as she would like — T am constantly looking for any job so I can at least buy a car for my
Jamily.”
SOURCE: Case 10, Qualitative outcomes research, 200

6.1.1.5 Summary

There is a trend towards greater participation in full-time employment by sole parents, particularly those
with older children. However, the differences between those not in paid work, those in part-time work and
those in full-time work should not be overstated. There is considerable fluidity in the labour force position
of participants. There was not necessarily a linear pathway from DPB and WR receipt and non-labour
force participation to part-time work progressing finally to full-time work

Full-time work became worthwhile when a participant:

¢ could find employment which was both certain and flexible to fit in with childcare responsibilities
e could access affordable, flexible and trusted®® childcare — often provided by family
e was able to enter higher-paid work (e.g. professional, managerial, and technical occupations).

It appears the decision to enter fuli-time employment was not clear-cut for many sole parents and was a
matter of weighing up the bcneﬁ’cs of cammg more money against the potential negative irmpacts on
children and families.

Refer to section 8 Outcomes for children and families.

5 The sense of trust is as important as objective measures of quality for pamc:pants when arranging childcare. The heavy
reliance on family for childcare reflects this.
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6.1.2 Type of employment obtained

The description of the type of employment sole parent beneficiaries and ex-beneficiaries obtain includes
the following:

¢ number of jobs held

* occupation

¢ hours worked

¢ tenure of the jobs obtained
e sldll levels.

6.1.2.1 Number of jobs held by respondents

Of the 1,016 respondents in a survey of sole parents who left the benefit for employment, 10% were
working concurrently in two or more jobs, particularly older respondents and those with the youngest
child 14 years of age or over.

In the survey of sole parents who left the benefit for employment other characteristics were also found to
be associated with working more than one job. These included:

* respondents with a certificate or diploma were more likely to have two jobs (11%) than those with
no formal qualifications (5%)

» respondents working as service and sales workers were more likely to have three or more jobs
concurrently (3%} than those working as clerks and technicians/associate professionals (0%)

» respondents living on the West Coast were more likely to have two jobs (26%) than those living in
Canterbury (10%), Southland (10%}, Northland (7%), Wellington (7%), and Taranaki {5%).

6.1.2.2 Employment obtained by industry and occupational type

Sole parent beneficiaries and ex-beneficiaries were more likely to be employed in the following
occupations:

+ clerks (e.g. typist/word processor operator; data entry operator; filing clerk; secretary; accounts clerk;
bank officer; receptionist/information clerk; telephone switchboard operator; debt collector; and mail
carriers/sorters)

¢ technicians and associated professionals (e.g. dental assistant; physiotherapist; veterinary assistant;
real estate agent; fravel consultant; sales representative; book-keeper; social work professional;
author/painter/other artist; and decorator/designer)

e sales and service workers (e.g. housekeeper; waiter/bartender; hairdresser/beauty therapist; police
officer; salesperson/demonstrator; fashion model; cook/kitchen hand; hospital orderly/murse aid;
caregiver; and forecourt attendant)

¢ plant and machine operators (e.g. welders; papermaking plant operators; wood products machine
operators; power generating plant operators; machine tool operators; sewing machine operators;
scaffolders; drainlayers; crane/earthmoving machine operators; and heavy truck/bus/taxi drivers).

The survey of scle parents who left the benefit for employment found that respondents were over-
represented as clerks, technicians and associated professionals, sales and service workers and plant and
machine operators. Respondents in the sample were strongly under-represented among
legislators/managers (2% of the sample, compared with 12% of the population), and less so among
professionals {10%, compared with 12% of the populationr). Respondents in the sample were also under-
represented in elementary occupations,” 3% of respondents in the sample being involved in these
occupations compared with 7% of the total working population (Table 48).

¥ These inciude cleaner; caretaker; courier/deliverer; hotel porter; refuse collector: packer; builder’s labourer; and street clesner,
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Table 48: Current occupation of respondents and total population (%)™

Occupation Type* Total Sampie Total NZ Working Popufation®
{(n=1 1200 A {n=1,630,803 B

Clerks 218 13

Technicians and associated professionals 271B 11

Service and sales workers 2078 14

Plant and machine operators and assemblers 1018 8

Professionals 10 - 12TA

Trade workers 3 g TA

Agriculture and fishery workers 5 g TA

Elementary occupations 3 7TA

Legislators, adminisirators and managers 2 1214

Armed forces 0 e

Not specifiednot listed 0 5

Base: All jobs worked by all respondents currently in paid, taxable employment/Total New Zealand working population.
Significant differences were reported at the 95% confidence interval.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

The survey of sole parents who left the benefit for employment found differences in occupations on the
basis of gender. Male respondents were more likely to be working as plant/machinery operators (28%,
compared with 8% of female respondents); and agricultura] and fishery workers (12%, compared with 4%
of female respondents). Female respondents were more likely to be working as clerks (24%, compared
with 4% of male respondents); and service/sales workers {22%, compared with 7% of male respondents).

These findings were consistent with those of the qualitative outcomes research. The qualitative outcomes
research distinguished between those moving into part-time and those moving into full-ime work and
found that:

e those who had worked full-time between May 2000 and May 2001 tended to be clustered in
professional, managerial and technical occupations

» those who had moved into full-time employment after the period May 2000 to May 2001 were more
likely to be clustered in the service, sales and clerical occupations

e those in part-time work tended to be clustered in service, sales and clerical work

e most of the participants had been and continued to be involved in what was traditionally deemed
"women's work” — clerical and service workers with a particular concentration around the retail sector.

In a profile of New Zealand sole parents from the 1991 Census, Rochford (1993) found no difference in
occupation status between sole parent mothers and partnered mothers. He explains this lack of an
expected difference through the confounding relationship with education. Specifically, higher education in
sole parents increases the likelihood of employment at a level that can support the parent and family (i.e.
professional and technical occupations) thus, sole parents with lower education are simply not present in
the occupational status statistics due to their higher levels of unemployment (Rochford, 1993). Sole
fathers do, however, tend to be in lower-skilled employment than partnered fathers (Rochford, 1993). It is

¥ Note: 1t is not possible to provide comparative population statistics for sole parents only as Statistics New Zealand do not
provide this information as 2 standard breakdown. A comparative analysis of the population statistics for women in the
workforce would not be valid given that 12% of the survey sample are male,

Refer to Appendix Three. This appendix provides further detail on examples of jobs under each occupational type.
% From 1996 Census of Population and Dwelling, Statistics New Zealand (includes both full- and part-time workers).
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anticipated, based on education levels, that if they were employed, single mothers would have similar
patterns of occupational status as sole fathers; that is, a tendency to be in low-skilled employment
{Rochford, 1993).

There was some variation in occupation according to age of youngest chiid (refer to Table 52 section
6.1.3.1 Age of youngest child and type of employment obtained). For information on MEori and
occupational variation (refer fo section 6.1.3.2 Ethnicity and type of employment obtained). There was
variation in occupation according to where the respondent resided (refer to section 6.1.3.3 Variation in
type of employment by geographic location).

8.1.2.3 Hours worked

Hours worked by those in full-time employment

While some sole parents working full-time worked in excess of 50 hours per week, most worked between
30 and 50 hours. The survey of sole parents who left the benefit for employment provides a comparison of
the hours worked by respondents and the number of howrs worked by the New Zealand worlking
population as a whole (Table 49). While the proportion of respondents working full-time is the same as
for the population as a whole, survey respondents were more likely to work between 30 and 39 hours
{26%, compared with 12% of the working population), and Iess likely to work 50 hours a week or more
(8%, compared with 22% of the working population). This finding is supported by the qualitative
outcomes research, which found that most respondents who were employed full-time worked 30 to 40
hours per week.

There was some variation in hours worked according to age of youngest child (refer to Table 52 section
6.1.3.1 Age of youngest child and type of employment obtained). For information on M3ori and
variations in hours worked (refer to section 6.1.3.2 Ethnicity and type of employment obtained).

Table 49: Number of hours worked by respondents and total population { %}90

Hours Worked Total Sample Total Number of Workers®
(n=999) A (n=1,630,809) B

Between 1 and 9 i g TA .

Between 10 and 19 1 8 TA

Between 20 and 28 1218 8

Pari-time (jess than 30 hours) | 14 24

Between 30 and 39 2818 12

Between 40 and 49 4618 42

Between 50 and 59 7 13 TA

80 or more 5 9ta

Full-time (30 hours or more) 86 78

Base: All respondents cumrently working in taxable paid employmentiTotal New Zealand working population.
Significant differences were reperted at the 85% confidence interval.
SCOURCE: Survey of sole parents who left the benefit for employment, 2001

% Note: Tt is not possible to provide comparative population statistics for sole parents only as Statistics New Zealand do nat
provide this information as a standard breakdown. A comparative analysis of the population statistics for women in the
workforce would not be valid given that 12% of the survey sample are male.

% From 1996 Census of Population and Dwelling, Statistics New Zealand {includes both full and part-time workers).
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Hours worked by those in part-time employment

The hours worked by those employed part-time appear to be more variable than those in full-time work.
The qualitative outcomes research found that the hours worked by sole parents in part-time work varied
between 2 and 30 hours with the majority working between B hours and 15 hours weekly.

In the survey of sole parents who left the benefit for employment, respondents who were working part-
time were likely to be working between 20 and 30 hours per week. Few sole parents would be able to
work less than 20 hours per week and cover their costs without receiving the benefit. There were no
significant differences in the distribution of survey respondents working part-time and full-time by
ethnicity

Timing of employment

The survey of sole parents who left the benefit for employment found that most respondents worked
during the day. The survey found that:

» just under three-quarters of jobs held by respondents (73%) involve most of their hours being worked
during the day

e 14% of jobs were described by respondents as shift work - that is, the times of work vary each week
according to a roster

s 9% of jobs were worked predominantly between 6pm and 6am (Table 56).

Research undertaken by Callister and Dixon (2001} indicated that very few New Zealanders worked
solely during evenings or nights (on weekdays, only 1% of working days conformed to this type of
employment). They found three-quarters of all working time fell into the core period defined as 8am to
6pm, Monday to Friday. However, far more than 25% of workers underfook some work outside the core
period in a typical week. More than 40% of the diary days completed by employed people on the
weekend contained some paid work, implying a high level of involvement in weekend work. Focusing
now on weekdays, the Time Use Survey data suggested that more than 60% of working days from
Monday to Friday involved some work outside the core period. Most of that was done on the boundaries
of the core: if the window of "daylight hours” is extended to cover 6am till 7pm, the majority (71%) of
working days are accounted for. The remaining 29% mostly involved a combination of work during
daylight hours and work after 7pm.

The survey of sole parents who left the benefit for employment found there were no significant
differences in the timing of work currently undertaken by gender, length of time receiving financial
support, and length of time in the workforce.

There was some variation in timing of work undertaken according to age of youngest child (refer to
Table 52 section 6.1.3.1 Age of youngest child and type of employment obtained). For information on
Mazori and variations of work undertaken (refer to section 6.1.3.2 Ethnicity and type of employment
obtained).

Pattems emerging regarding who works non-standard hours

The survey of sole parents who left the benefit for employment found that around a quarter were working
non-standard hours (e.g. shift work, evening or night work, working on-call). There were some patterns
that emerged regerding who is more likely to be working non-standard hours. The survey of sole parents
who left the benefit for employment found that:

+ Pacific Peoples were more likely to be involved in evening work (18%) than Other respondents (7%)
{Table 56)
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¢ those with no qualifications were more likely to work during the evening (14%) than those with
school qualifications (8%), a certificate or diploma (7%), or a umiversity qualification (4%)

e those working part-time were more likely to work during the evening (12%) or be involved in "on
call" work (8%) than respondents working full-time (5% and 1% respectively)™

» respondents working as trade workers (19%), plant/machinery operators (13%}), and service/sales
workers (10%) were more likely to work predominantly during the cvcnmg than those employed as
clerks (5%) and professionals (4%)

e respondents employed as plant/machinery operators (22%), service/sales workers {22%), and
professionals (21%) were more likely to be involved in shift work than respondents working as clerks
(5%), trade workers (3%) and agricultural workers (no respondents)

s those with three or more dependent children were more likely than those with fewer children to work
in the evening.

Factors affecting hours worked

There was a range of factors that appear to affect hours worked by sole parents. These included the type of
work that sole parents were able to access, pay rates, childcare commitments, access to childcare, and
fravel time to and from work

The type of work that sole parents were able o access

The more casualised the work is, the more the hours will fluctuate. For example, 2 number of participants
in the qualitative outcomes research made a daily telephone call to employers to see if work was available
for them that day. The Post-Placement Support evaluation found that in some cases people had taken on
Jjobs that they thought were full-time and permanent only to find their hours were reduced or the work was
not contimous.

The qualitative outcomes research reported that seasonal work tended to invelve long hours or shift work
that was driven by the demands of harvesting or agricultural production. As an example of the dynamics
associated with seasonal work refer to Case 7 Moving from benefit to casual/temporary employmcnt and
back to benefit (Maori non PPS participant) page 113.

The timing of work available can have an impact on the ability of sole parents to work more hours, The
qualitative outcomes research, for example, found that taking on more hours outside normal hours creates
childcare difficulties: "I've fitted my work around school hours although it forced me into jobs where I
could do that. I never looked at a nursing job in the hospital with shift work. It would have been more
lucrative, but I just couldn't do it with the childcare. I would like to get back into more hands-on nursing
but wouldn't look at that until my daughter is independent.” (Other WB 14+ yrs, Qualitative Qutcomes
Study, 2001)

Pay rates

The qualitative outcomes research found that where the pay rates were low sole parenis often needed to
work longer hours to off-set the costs of working: “/T] worked for a mother [as housekeeper] who could
only afford to pay §120 a week. [1] aften worked up 1o 30 hours for that ~ only advantage was the chance
to get out of the house. Won't consider low-paid jobs.” (Other Widow 7-13 yrs, Qualitative Qutcomes
Study, 2001)

"[Paid work] was not realistic for me. Always tried to better myself by looking for part-time work,
different from those suggested by WINZ. Often the jobs they help you to find are under-paid, it is better off
staying on the DPB." (Pacific DPB 14+yrs, Qualitative Outcomes Study, 2001)

Respondents in the qualitative outcomes research who had moved into part-time work tended to have
lower average hourly rates of pay than those who moved into full-time work. The survey of those who

52 Survey respondents were those who had Jeff the benefit for reasons of work. As many part-time jobs have insufficient
hours/rates of pay fer sole parents te live on without the benefit, the part-time workers in the survey will not be representative,
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left the benefit for employment alse found that respondents working part-time were more likely to be
earning "low" incomes (79%, compared with 22% of those working full-time).

Childcare commitments

The qualitative outcomes research found that when childcare commitments were high sole parents often
wanted to work fewer hours. For those employed part-time there was often considerable tension over
hours, either because of employers wanting more hours from workers or a desire among the participants to
extend their hours but feeling inhibited by their circumstances: "I'd like to work more hours, but it's really
difficult to get kids organised and out of the house by 8.30. I'd prefer to work 9-3 five days a week — then I
wouldn't need to have the kids in care for three days a week. But the Boss wants me to work the hours I
do. They want someone there until 5 o'clock. Eventually I'll work five days a week. " (Other Employed 0-5
yrs, Qualitative Qutcomes Study, 2001)

"Don't mind working longer hours as long as I don't work weekends. Need to be with the girls for sport
and family time. I want to spend more time with the girls.” (Other Employed 7-13 yrs, Qualitative
Outcomes Study, 2001)

Access fo childcare

The evaluation reports consistently reported that the high cost of formal childcare meant that sole parents
relied heavily on informal care {e.g. friends and family). However, the qualitative outcomes research
noted there was a limit as to how much and how often friends and family could be asked to look after
children. This was less of a problem for MZori and Pacific Peoples who often had strong family support
networks (refer to 05.4.3.1 Ease of entry into employment for M3ori).

Travel time fo and from work

The qualitative outcomes research found that the hours worked by respondents was in some cases
constrained by the time required for travelling to and from work: 7 can’t do any more. I've got added
stress because of meeting time frames for work siarting early. I have to travel to get childcare
arrangemenis. I travel 60 kilometres plus each day I work. I spend an hour a day travelling. I get support
and help from my Mum but I can't do anymore. I've given up my other activities” (M3ori Employed 0-5
yrs, Qualitative Outcomes Study, 2001

Travel times and managing the transport timetable to allow them to meet their work and family
commitments were a particular problem for respondents reliant on public transport. Where the travel times
became excessive some sole parents were required to decline employment or in some cases quit. For
example, one respondent was working from 5pm to 10pm five nights a week. Pressure to extend those
hours until midnight made her leave the job, particularly because of the travel time involved.

6.1.2.4 Tenure of jobs obtained

Permanent jobs - how many and who gets them?

The survey of sole parents who left the benefit for employment found that most (78%) had obtained
permanent jobs (Table 50). Permanent jobs were defined as full- or part-time with no fixed date when the
job will finish.
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Table 50: Tenure of work currently undertaken (%)

Tenure of Work Currently Underiaken | Totfal Seample (%] (n=1120)

Permanent 78
Short-term contract of fixed length 8
Casual *on call* empioyment 6
Short-term contract of uncertain length 4
Seasonal 3
Cut-work on pieces ¢

Base: All jobs worked by respondents currently in paid, taxable employment - that is, those respondents with multiple jobs have
been inciuded multiple imes in the table. The focus in this table is on jobs rather than respondents.

Significant differences were reported at the 95% confidence interval,

SOURCE: Survey of sole parents who eft the benefit for employment, 2001

The survey of sole parents who left the benefit for employment found evidence to suggest that
respondents who had undertaken more than one paid job since leaving the DPB for the last time
experienced an improvement in tenure of their employment as they moved to subsequent jobs, Table 51
indicates evidence of a significant increase in the proportion of current jobs classified as permanent (78%)
compared with previous occupations (51%). The proportion of current positions that were casual “on
call” employment declines notably from the previous job. Overzall, 45% of current jobs show evidence of
a move towards greater certainty of tenure, only 9% showing a move to less certainty.

Table 51: Comparison of previous and current tenure of work (%)

Previous Work (n=271) A Current Work {r=1120} B
Permanent 51 78 TA
Casual "on call" employment 2218 6
Short-term contract of uncertain length | 12 TB 4
Short-term contract of fixed length 9 8
Seasonal 5 3
Cut-work on pieces 0 0
Can't remember 1 0

Base: All jobs worked by respondents previcusty/currently in paid, {axable employment - that is, those respondents with multiple
jobs have been included mulfiple fimes in the table. The focus in this table is on jobs rather than respondents.

Significant differences were reported at the 95% confidence interval.

SOURCE: Survey of sofe parents who Jeft the benefit for employment, 2001

An analysis of the findings from the survey of sole parents who left the benefit for employment revealed
that being currently in a permanent position appeared to be associated with one or more of the following;

¢ having a youngest child aged between 0 and 13 years: Results by the age of the youngest child
show that respondents with the youngest child under six (81%) or aged between 6 and 13 years (77%)
were more likely to be employed in permanent positions than respondents whose youngest child was
aged 14 years or over (71%). Refer to section 06.1.2.4 Tenure of jobs obtained

* being Other: (e.g. non-M3ori, excluding Pacific Peoples): Respondents by ethnicity show that Other

respondents were more likely to have permanent employment (80% of jobs) than Miori respondents
{71% of jobs held). Refer to section 06.1.2.4 Tenure of jobs obtained

¢ having been on the benefit a shorter period of time: Those who had been on a benefit for less than
two years were more likely to be employed in a permanent position (82%) than those in receipt of a
benefit for between 10 and 19 years (74%)
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¢ living in Auckland Central, Auckland North and the Waikato: Respondents living in Auckland
Central (94%), Auckland North (88%) and the Waikato (87%) were more likely o have permanent
positions than those living in Canterbury (74%), Central (73%), Southland (72%) and on the East
Coast {(70%). Refer to section 06.1.2.4 Tenure of jobs obtained

s working as clerks and service workers: Respondents working as clerks and service workers were
more likely to be permanent positions (87%) than professionals (78%), technicians/associate
professionals and trade workers (75%), and plant/machinery operators (69%)

» being younger: Respondents under 30 years of age were more likely to be in permanent employment
{61%) than those aged between 40 and 49 years (51%).

Casual and temporary jobs - how many and who gets them?

The survey of sole parents who left the benefit for employment found under a quarter of respondents were
currently working in casual or temporary jobs. Nine percent of respondents were employed on short-term
contracts of fixed length, 6% in casual "on call" employment, 4% in short-term contracts of uncertain
length and 3% in seasonal work (Table 50).

The qualitative outcomes research revealed there was a predominance of casual, temporary work in both
urban and rural areas. Generally casual and temporary jobs were not avatlable within school hours, but
were associated with occupations such as bar and restaurant work, call centre work, commercial cleaning,
and hospital and care work. that is undertaken outside of standard working hours.

The qualitative outcomes research added that those respondents who had entered or remained in low-paid,
unskilled, casual or temporary jobs over the last year had often had similar occupations prior to going
onto the DPB and WB. It was common for them to go from one casual job to another.

Casual "on call" smployment

The survey of sole parents who left the benefit for employment found that respondents working part-time
were more likely to be employed in casual "on call” positions (13%) than those working full-time (5%).
However, the qualitative outcomes research found that although some of the participants in full-time work
were in long-term, stable positions, participants in full-time work were also in casualised or temporary
seasonal employment. It was not atypical for participants in full-time work to report that their work hours
varied from week to week: "I sart of do full-time work but really it varies from week to week. My work is
split over two jobs. I do two part-time cleaning jobs, one in a motel and one at a school. I got the motel
cleaning first. The motel rings me up the night before to say 'ves' or 'no’. It can be a bit of a pain never
knowing. But the school cleaning is consistent and I get a salary so it's not like it used to be - no work at
holidays.” (Other Employed 7-13 yrs, Qualitative Outcomes Study, 2001)

"I do 13 hours of work a week on the DPB - 9.15am to 12.30pm, four days a week. I don't get work in the
holidays — no holiday pay. I also do casual work cleaning and gardening. If the money isn't regular that
really makes it difficult. I've lost accommodation assistance. It would be good to get a regu!ar Jjob.”
(Other DPB 7-13 yrs, Qualitative OQutcomes Study, 2001)

Those aged between 40 and 49 years were more likely to have been working in casuzl "on call”
employment (39%) than respondents under 40 years of age (19%). This pattern was also evident when
looking at work previously undertaken. Those aged between 30 and 49 were more likely to been working
"on call" (9%) than respondents under 30 years of age {no respondents).

For further information refer to section 6.1.3.3 Variation in type of employment by geographic
location.
Shori-term work of uncertain length

The findings of the qualitative outcomes research revealed that where the longevity of a position was
uncertain, it was particularly characteristic of work with community groups, schools, and community-

~
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based health services. Such organisations typically had uncertain funding or were coniracted by
government agencies to deliver services on an annual basis.

The survey of sole parents who left the benefit for employment found the following were more likely to
be involved in shorter-term work of uncertain length:

o those with the youngest child 14 and over were most likely to be employed in positions with a short-
term contract of an uncertain length (7%). Refer to Table 54 in section 6.1.3.1 Age of youngest
child and type of empleyment obtained.

» both Maori (5%) and Pacific Peoples (6%) were more likely to be employed on short-term contracts
of an uncertain length than Other respondents (3%). Refer to Table 57 in section 6.1.3.2 Ethnicity
and type of employment obtained.

+ respondents with no formal qualifications were more likely to be employed in positions on a short-
term contract of an uncertain length (8%, compared with 3% of those with university qualifications
and 2% of respondents with school qualifications or a certificate or diploma)

+ respondents working as plant/machinery operators were more likely to have a short-term contract of
an uncertain length (11%, compared with 2% of clerks and service workers, and 1% of
technicians/associate professionals).

Shorter-term work of fixed length

The survey of sole parents who left the benefit for employment found the following were more likely to
be involved in shorter-term contracts of fixed length:

¢ respondents who had been in the workforce for between five and nine years (12%) compared to those
who had been in the workforce for between 15 and 24 years

» technicians/associate professionals {19%) and professionals {13%) compared to those working as
service workers (4%) or trade workers (2%)

e respondents in receipt of a benefit for between 10 and 19 years (11%) compared to those who had
been receiving a benefit for less than two years (5%).

Respondents with no formal qualifications were less likely to be on a short-term contract of fixed length
(5%) than all other respondents (10%).

Seasonal work

The survey of sole parents who left the benefit for employment found that only 3% of jobs undertaken
were classified as seasonal, The qualitative outcomes research revealed that seasonal jobs often involved
long hours or shift work as they were driven by the demands of harvesting or agricultural production.

The survey of sole parents who left the benefit for employment also found that respondents working as
plant/machinery operators were more likely to be in seasonal work (9%, compared with 2% of
technicians/associate professionals, 1% of clerks, and no service workers or professionals).

Respondents in the survey of sole parents who left the benefit for employment with no formal
qualifications were more likely to be employed in seasonal work (7%, compared with 3% of those with a
certificate or diploma, 1% of those with school qualifications, and no respondents with university
qualifications).

For information on seasonal work by ethnicity and location refer to sections 6.1.3.2 Ethnicity and type
of employment obtained and 6.1.3.3 Variation in type of employment by geographic location
respectively.
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6.1.3 Variation in type of employment according to age of youngest child, ethnicity and
location

6.1.3.1 Age of youngest child and type of employment obtained

The type of employment obtained varied according to the age of the respondent's youngest child. There
was variation in:

s occupation

e timing of work undertaken

e temure.

There were no significant differences in the number of hours worked by the age of the youngest child in
the survey of sole parents who left the benefit for employment.

QOccupation and age of youngesft child

The survey of sole parents who left the benefit for employment found that those with their youngest child
aged under six years of age were significantly more likely to be employed as clerks (27%}) than those with
the youngest child aged between 6 and 13 years (19%) or over 14 years (16%). Table 52 indicates that
respondents with their youngest child aged between 6 and 13 years were significantly more likely to work
as a technician or associate professional (25%) than those with the youngest child over 14 (20%) or under
six years of age (19%). Those with their youngest child aged over 14 years of age were more likely to be
employed as a service or sales worker (26%) or in elementary occupations (8%) than respondents with the
youngest child aged under six (20% and 2% or aged between 6 and 13 years of age (19% and 3%).

Table 52: Current occupation (%)}(by age of youngest chiid)

Total Chlld < & Child 7 - 13 Chid 14
Sample Years Years Years +
(n=1,120) (n=374) A (n=520) B (n=226) C
Clerks 22 27 1BC 18 - 18
Techniclans and associate professionals | 22 18 25 TA 20
Service and sales workers 20 20 19 26 TAB
Plant and machine operators and 1 10 9 10 11
assemblers
Professionals 0. 10 1 8
Trade workers 6 8 § 5
Agriculture and fishery workers 5 5 5 4
Elementary occupations 3 2 3 8 TAB
Legislators, adminisirators and managers | 2 2 2 1
Armed forces 0 0 0 1
Not specified/not listed G 0 0 0

Base: All jobs worked by respondents cumrently in paid, taxable employment — that is, those respondents with multiple jobs have
been included multiple times in the {able. The focus in this table is on jobs rather than respondents

Significant differences were reported at the 5% confidence interval.

SOURCE: Survey of sole parents who left the benefit for employment, 2001

.
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Timing of work underiaken

The survey of sole parents who left the benefit for employment found those with the youngest child aged
6 to 13 years were significantly more likely to work during the day (75%) than respondents with the
youngest child aged 14 years or over (67%) (Table 53).

Table 53: Timing of work currently undertaken (%) - (by age of youngest child)

Total Sample Child<6 Years Child7- 13 Years  Child 14 Years +
{n=1,120} (=374} A (=520} B (n=226) C
During the day {6am-6pm) 73 73 751C 67
On shifts 14 14 13 18
Buring the evening or night {6pm-6am} | 8 9 8 11
On cali 4 4 4 4
Cther 0 0 ¢ 0

Base: All jobs worked by respondents currently in paid, taxable empioyment — that is, those respondents with multiple jobs have
been included mulfiple imes in the table. The focus in this fable is on jobs rather than respondents.

Significant differences were reported at the 95% confidence interval.

SOURCE: Survey of sole parents who left the benefit for employment, 2001

Tenure of employment by age of youngest child

The survey of sole parents who left the benefit for employment showed that respondents with the
youngest child under six (81%) or aged between 6 and 13 years (77%) were more likely to be employed in
permanent positions than respondents whose youngest child was aged 14 years or over (71%). By
contrast, those with the youngest child 14 and over were more likely to be employed in positions with a
short-term contract of an uncertain length (7%) than respondents with younger children (2% of those with
children aged under six, and 4% of respondents with the youngest child aged between 6 and 13 years of
age) (Table 54). These results could suggest that the requirement for DPB recipients with 2 youngest
child 14 years or over to seek full-time work could have resulted in some taking less permanent work, at
least initially, as a means of fulfilling the policy requirements.

Table 54: Tenure of work currently undertaken (%} - (by age of youngest child)

Total Sample Child < 6 Years Child 7-13 Years  Chiid 14 Years +
{r=1,120} (=374} A (n=520) B (=226} C

Permanent 78 81 1T¢C 771C 71

Shori-term contract of fixed length 8 8 i0 9

Casual "on call* employment 6 7 & 7

Shortderm contract of uncertain | 4 2 4 77A

length

Seasonal 3 2 4 4

QOut-work on pleces 0 0 0 0

Base: All jobs worked by respondents currently in paid, {axable employment — that is, those respondents with multiple jobs have
been included multiple times in the table. The focus in this {able is on jobs rather than respondents,

Significant differences were repotted at the 95% confidence inferval.

SOURCE: Survey of sole parents who left the benefit for employment, 2001
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6.1.3.2 Ethnicity and type of employment obtained

The type of employment obtained varied according to ethnicity. There was variation in:

e full-time and part-time status
e occupation

* hours worked

e timing of work undertaken

* tenure.

Full-time and part-time status

For both exits into employment” and declared earnings® Maori and Pacific DPB recipients had
consistently lower rates than Pakehd and Other. However, over time all four groups experienced very
similar relative increases in earnings (Figure 7) and employment exits (Figure 8) over the period.”

Figure 7: Comparative average weekly declared earnings
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SOURCE: DWI administrative data, 2001

Figure 8: DPB Exits for employment by ethnicity — quarterly moving average (per 1,000 in sub-group)
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** This can be used as a proxy for full-time employment.
%% This can be used as a proxy for part-time employment.

95 i . "
All ethnic groups also had the same seasonal trend of decreased employment exits from November to January, and increased
exit rates in February to March.
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Occupation

The survey of sole parents who left the benefit for employment found that Maori respondents were
significantly more likely to be employed as plant and machinery operators and assemblers (15%) than
Other respondents (8%), while Other respondents were more likely to be working as trade workers (7%)
than Maori respondents (3%).

Hours worked

The survey of sole parents who left the benefit for employment found that:

e Pacific Peoples were more likely to be working between 40 and 49 hours per week (59%) than Other
respondents (44%)

e Other respondents were more likely to be working between 20 and 29 hours a week (13%) than
Pacific Peoples (6%)

e Miori were not likely to significantly to work more or fewer hours than any other group.

However, there were no significant differences in the distribution of respondents working part-time and
full-time by ethnicity (Table 55).

As Table 56 indicates, Other respondents were significantly more likely to be involved in jobs worked
during the day (75%) than Miori respondents (68%). Pacific Peoples were over-represented among those
working predominantly during the evening or into the night (18%, compared with 7% of Other
respondents).

Table 55: Number of hours worked per week by respondents (' %)ﬁ‘a - (by ethnicity)

Total Sample (n=999) Maori (n=263) A Pacific Peoples (n=106) B Other (n=630) C
Between 1 and 8 1 3 0 0
Between 10 and 19 1 0 2 2
Between 20 and 29 12 12 8 1318
Part-time (less than 30 14 15 8 15
hours)
Between 30 and 39 28 25 26 30
Between 40 and 49 46 48 59 TC 44
Between 50 and 59 7 6 6 7
60 or more 5 6 1 4
Full-ime (30 hours or | 86 85 92 85
more)

Base: All respondents currently working in taxable paid employment.
Significant differences were reported at the 5% confidence interval.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

% Where respondents stated that the hours they worked in a typical week vary too much to say, the number of hours they worked
in the two weeks prior to the interview was collected and, for the purpose of this analysis, was divided by two to give a proxy
result for "typical numbers of hours worked each week".
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Table 56: Timing of work currently undertaken (%} - (by ethnicity)

Total Sampie Miori Pacific Peopies  Other

{n=1,120} {r=202) A =120} B {n=768} C
During the day (6am to 6pm) 73 68 89 75 TA
On shifis 14 18 11 13
During the evening or night (pm to | 8 10 181C 7
Ham)
On call 4 4 2 4
Cther ] 0 0 0

Base: All jobs worked by respondents cumently in paid, taxable employment - that is, those respondents with multiple jobs have
been induded muttiple imes in the table. The focus in this table is on jobs rather than respondents.

Significant differences were reported at the 95% confidence interval.

SOURCE:; Survey of sole parents who left the benefit for employment, 2001

Tenure of the jobs obtained

The survey of sole parents who left the benefit for employment found that respondents by ethnicity
showed that Other respondents were more likely to have permanent employment (80% of jobs) than
Miori respondents {71% of jobs held). M3ori were more likely to be working in jobs with a short-term
contract of a fixed length (13%) than Other respondents (8%) were. M3ori (5%) were more likely to be
employed on short-term contracts of an uncertain length than Other respondents (3%) were.

Table 57: Tenure of work currently undertaken (%} - (by ethnicity)

Total Sample Miorl Pacific Peoples Other
{m=1,120) {n=2021 A {=1200 8 (=708} C
Permanent 78 71 82 80 TA
Short-term contract of fixed length | S 131C 7 8
Casual *on call* employment 6 8 6 8
Shortterm contract of uncerfain | 4 51C 6 TC 3
length
Seasonal 3 3 ¢ 3
Cut-work on pieces 0 g 0 0

Base: Ali jobs worked by respondents currently in paid, taxable employment — that is, those respondents with multiple jobs have
been included muliiple imes in the table. The focus in this table is on jobs rather than respondents.

Significant differences were reported at the 95% confidence interval.

SOURCE: Survey of sole parents who left the benefit for employmert, 2001

The survey of sole parents who left the benefit for employment also found that there was no significant
variation by ethnicity in terms of current seasonal jobs held by respondents. However, in terms of
previous jobs held by respondents, MIori respondents were more likely to have been in seasonal work
(13%) than Other respondents (2%). This may in part be a factor of where Maori DPB recipients were
located. As stated earlier (refer to section 3.1.2.4 Location of DPB recipients) the greatest
concentrations of Maori DPB recipients were found in the Bay of Plenty, the East Coast and Auckland
South. The Bay of Plenty and the East Coast are characterised by a heavy reliance on agriculture,
horticulture, primary processing and forestry - 2l of which commonly employ seasonal labour.

The Post-Placement Support evaluation noted that some sole parents, particularly Maori and Pacific
Peoples, were more accepting of seasonal fluctuations in jobs. Rather than trying to find a2 permanent, full-
time job, they had established a pattern of undertaking full-time seasonal work while if was available and
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returning to the benefit (either in part or in full) in the off-season unti] further seasonal work was made
available to them.

For some respondents in the survey of sole parents who left the benefit for employment, particularly
M2zori and those with older children, the future prospects of the job were cited as drawbacks of their
current situation. In particular, the relative uncertainty of the labour/job market, insufficient hours
available, and few prospects for development or promotion were raised.

Pacific Peoples (6%) were more likely to be employed on short-term contracts of an uncertain length than
were Other respondents (3%) in the survey of sole parents who left the benefit for employment.

6.1.3.3 Variation in fype of employment by geographic location

The type of employment obtained varied according to the location where the respondent resided. There
was variation in:

* occupation

e timing of work undertaken

s fenure.

Occupation by location

The survey of sole parents who left the benefit for employment found respondents in Northland (9%},
East Coast (9%), Canterbury (9%), Waikato (8%), West Coast (7%) and Taranaki (6%} were more likely
to be employed as agricultural workers than respondents living in Auckland North (2%), Auckland South
(1%) and Auckland Central (0%). This is not unusual given that agriculture and horticulture are major
industries in Northland, East Coast, Canterbury, Waikato, West Coast and Taranaki, .

By contrast, respondents living in Auckland Central (33%), Auckland North {32%), Auckland South
(31%) and Wellington (30%) were more likely to be working as clerks than respondents in the Bay of
Pienty (18%), East Coast {18%), Central (16%), Canterbury (13%) and Southland (12%).

Respondents living in Auckland North were less likely to be working as plant/machinery operators (2%)
than all other respondents, particularly those living on the East Coast (17%). Respondents living in
Taranaki were less likely to be working as professionals {(3%) than those in Auckland Central {23%),
Northland (20%), East Coast (14%) and Central (12%). Respondents working in Auckland Central were
less likely to be working as service and sales workers (7%) than respondents in all other regions,
especially the West Coast (27%).

Timing of work undertaken by location

Respondents living in Northland were more likely to be in jobs involving shift work (36%) than those
living in Auckland South (11%) and Bay of Plenty {10%). By contrast, respondents living in Northland
were less likely to work predominantly during the day {51%) than all other respondents, predominantly
those in Taranaki and Auckland South (79%).

Tenure by location

Respondents living in Auckland Central (2}4%), Auckland North (88%) and Waikato {87%) were more
likely to have permanent positions than those living in Canterbury (74%), Central (73%), Southiand
(72%) and on the East Coast (70%).

The survey of sole parents who left the benefit for employment found that respondents living in Central
were more likely to be employed in a casual, "on-call® position (12%) than almost all other respondents,
most particularly those living in Auckland North, Auckland Central, Waikato and Wellington (1%). They
also found that respondents working as agricultural workers were more likely to be in casual "on call”
employment (10%, compared with 2% of clerks, and no trade workers).
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The qualitative outcomes research reported that in rural areas the employment available was strongly
seasonal. This was supported by the survey of sole parents who left the benefit for employment. It found
that respondents living in Southland (9%), in Central and on the East Coast (6%} were more likely to have
seasonal work than those living in Auckland South {1%), Auckland Central and Auckland Notth (no
respondents).

6.1.4 Summary: type of employment

In describing the type of employment obtained by sole parents the following aspects were examined:
number of jobs sole parents held, occupation of the job obtained, hours worked, time of day work was
undertaken and the tenure of employment obtained. There was considerable variation in the types of
employment obtained by sole parents according to age of youngest child and ethnicity. However it does
appear that those sole parents with a youngest child aged over 14 years, along with MZori and Pacific sole
parents, were more likely to obtain employment that was characterised by less certainty of tenure and non-
standard hours:

» number of jobs: Most sole parents who left the benefit for employment had one job. Only 10% of
respondents in the survey of sole parents who left the benefit for employment were working
concurrently in two or more jobs, particularly older respondents and those with a youngest child aged
14+ years

e occupation: The survey of sole parents who left the benefit for employment found that, compared
with the total working population, sole parents were most likely to find employment in the following
occupations: clerks, technicians/ associate professionals, service and sales workers, and plant and
machine operators and assemblers, Sole parents were strongly under-represented among
legislators/managers and less so among professionals and those in elementary occupations’

+ tenure of employment: Most {78%) respondents in the survey of sole parents who left the benefit for
employment obtained permanent employment. Being in permanent employment was associated with
having a youngest child under 14 years, being Pakeha/Other,”® being under 30 years old, and having

been on the benefit for a short period of time. Respondents living in Auckland Central (94%),

Auckland North (88%) and Waikato {87%) were more likely to have permanent positions than those

living in Canterbury (74%), Central {73%), Southland (72%) and on the East Coast (70%). This may

be due to the nature of the work available and the types of skills sole parents have

Just under a quarter of survey respondents were in casual or temporary employment. Those with the
youngest child aged 14+ years were more likely to be employed on short-term contracts of an
uncertain length (7%) compared with respondents whose children were aged under six years (2%} and
7-13 years (4%). This raises concerns about the employment decisions being made by sole parents
with older children and the degree to which the full-time work test is impacting on these decisions.
Further consideration of this issue is discussed in section 4.

Maiori and Pacific Peoples were more likely than Other respondents in the survey to be employed on
shori-term contracts of an uncerfain length. M¥ord survey respondents were more likely fo be
employed on short-term contracts of a fixed length than Other respondents. There was no significant
variation by ethnicity in terms of current seasonal jobs held by respondents. However, in terms of
previous jobs held by respondents, Maori respondents were more likely to have been in seasonal work
(13%) than Other respondents {2%). The PPS evaluation also pointed towards a higher involvement
by Miori in seasonal employment

e time of day work was undertaken; The survey of sole parents who left the benefit for employment
found that most respondents worked during the day (73%). Other respondents were more likely to
work during the day (75%) than M3ori respondents (68%) were. Approximately a quarter of
respondents were working non-standard hours {e.g. shift work, evening or night work, working on
call}). The survey revealed some patterns with regard to who is more likely to be working non-standard
hours. Those working in the evening or into the night were more likely to be:

%7 These include: cleaner; caretaker; courier/deliverer; hotel porter; refuse collector; packer; builder's labourer; and street cleaner.
Refer to Appendix Three for further detaii on examples of jobs under other occupational classifications.

%8 Other respondents were more likely to have permanent employment (80% of jobs) than Maori respondents {71% of jobs held).

-
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- Pacific Peoples (18%, compared with Qther (7%) and M3ori (10%)” respondents)
- those with three or more dependent children

- those with no qualifications (14%), compared tc those with school qualifications (8%), a
certificate or diploma (7%), or a university qualification (4%)

- working part-time'® (12%), compared to respondents working full-time (5%)

- working as trade workers (19%), plant/machinery operators {13%), and service/sales
workers (10%), compared with those employed as clerks (5%) and professionals (4%)

The survey revealed that those employed as plant/machinery operators (22%), service/sales workers
(22%), professionals {21%) were more likely to be involved in shift work than respondents working
as clerks (5%), rade workers (3%) and agricultural workers {no respondents).

Survey respondents employed in a casual, "on call" position were more likely to be working part-time
(8%} than respondents working full-time (1%). "On call” employees were also more likely to be living
in Central (12%) than almost all other respondents, most particularly those living in Auckland North,
Auckland Central, Waikato and Wellington (1%)

+ hours worked by sole parents in employment: Most sole parents who left the benefit for
employment worked between 30 and 50 hours but some worked in excess of 50 hours per week. More
than four in five survey respondents (86%) are in paid employment for 30 hours a week or more — that
is, are defined as full-time. The hours worked by respondents in part-time employment in the
Qualitative Outcomes Study varied but the majority worked between 8 hours and 15 hours weekly. In
the survey of sole parents who left the benefit for employment, respondents who were working part-
time were likely to be working between 20 and 30 hours per week. There were no significant
differences in the distribution of survey respondents working part-time and full-time by ethnicity.

There were no significant differences in the number of hours worked by the age of the youngest child
in the survey of sole parents who left the benefit for employment. Pacific Peoples were more likely to
be working between 40 and 49 hours per week (59%) than Other respondents (44%).

There were a number of key factors affecting the hours worked by sole parents. These included the
following:

- highly casualised employment was agsociated with uncertain hours

- where the work was outside normal hours it was particularly difficult for sole parents to
extend the hours because of difficulties arranging childcare

- sole parents employed on low pay rates were required to work longer hours to offset the
costs of working

- childcare commitments and difficulties accessing childcare (both formal and informal)
lirnited the extent to which sole parents were able to extend their hours

- where travel times to and from work were considerable, sole parents faced difficulties
extending hours, especially if combined with any of the above factors.

6.2 Earnings obtained by sole parents

6.2.1 Earnings of those who left the benefit for employment

The income levels were examined in the survey of sole parents who left the benefit for employment. Half
of all respondents currently in employment (51%]} received an average weekly income of between $301
and $500'" after tax and after repayments to DWI of student loans and advances (Tzble 58). Twenty-two

" Pacific Peoples were significantly more likely than Other respondents to work during the evening. While they were aiso more
likely to work during the evening than Maori, this relationship was not significant.

100 Survey respondents were those who had lef? the benefit for reasons of work. As many pari-time jobs have insufficient
hours/rates of pay for sole parents to live on without the benefit, the part-time workers in the survey will not be representative.

"% Note: Where respondents gave an hourly income rate, this rate was multiplied by the number of hours worked in a typical
week. Where respondents gave a fortnightly income, this amount was divided by two. Where respondents gave a monthly
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percent had an average weekly income of between $201 and $300 after tax and DWI repayments.
Fourteen percent of respondents had a weekly income of more than $500 after-tax and DWI repayments.
The median income was between $301 and $500 per week.

Table 58: Average weekly income after tax and DWI repayments (%)

Total Sample (n=588)
Less than $50 1
Between $50 and $100 i
Between $101 and $200 6
Between $201 and $300 22
Between §301 and 3500 51
Between $501 and $70 12
Between $701 and §1,000 2
More than $1,000 0
Don't know/Refused 5

Base: All respondents currendly in paid, taxable employment
Significant differences were reporied at the $5% confidence interval
SOURCE: Survey of sole parents who left the benefit for employment, 2001

There was some variation in income according to the age of the youngest child. Refer to section 06.2.6.1
Variation in earnings according to age of youngest child. There were no significant differences in income
earned by ethnicity of the respondent, the median weekly income after tax and DWI repayments for all
three groups being between $301 and $500. Refer to section 06.2.6.2 Variation in earnings 2ccording to
ethnicity for further information.

6.2.1.1 Earnings of those who have ieft the benefit for employment compared to the New
Zealand population

A comparison was undertaken between the weekly incomes for those in the survey of sole parents who
left the benefit for employment and the New Zealand working population.'” As Table 59 shows, survey
respondents were more likely to be clustered around the middle of the average weekly incomes of the total
population. Survey respondents were under-represented at the lower end of the income scale, 8% of
respondents having an after-tax income of $200 or less compared with 17% of the total population.
Survey respondents were also under-represented at the upper end of the income scale, 2% with 2 weekly
income of $701 or more, as compared with 35% of the total working population. The median income for
survey respondents was the same as for the working population as a whole ~ between $301 and $500 per
week.

incorne, this was muitiplied by 12 months and then divided by 52 weeks. Where respondents gave an annual income amount, this
was divided by 52 weeks. Those citing a fixed amount for a contract have been deducted from these results. Where respondents
gave an income figure before tax, the curent tax rate for that level of income was deducted. Those respondents unsure as to
whether the income figure given was befere or after tax have been excluded from these resuifs.

192 Note that Statistics New Zealand data is provided as annual personal income, not weekly, The closest equivalent weekly
amounts {by dividing the annual amounts by 52 weeks) have been used for this analysis.
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Table 59: Average weekly income affer tax for respondents and total ,t:)ﬁ,:nr.daﬂfonm3 (%}
Total Sample{n=988) A Total Population'™ (n=1,630,808) B
Less than $100 2 gis TA
Between $101 and $200 § 8 TA
Between $201 and $300 218 10
Between $301 and $500 51 TB 21
Between $501 and $700 12 12
Between $701 and $1,000 2 24TA
More than $1,000 0 11 TA
Don't know/Refused o answer | & 5

Base: All respondents currently in paid, faxable employment/Total New Zealand working population,
Significant differences were reported at the 95% confidence interval.
SOURGE: Survey of sole parents who left the benefit for employment, 2001

6.2.2 Eamings for part-time workers

DWI administrative data indicates there was a small increase in the amount of earnings'® declared by
both the DPB and WB recipient populations over the period. WB recipients were more likely to declare
earnings than were DPB recipients (Figure 9), with both groups showing an increasing rate of declared
earnings from June 1996 through to November 1998, after which the rate stabilised.

Table 60 shows that there was a decrease In the rate at which DPB and WB recipients declared earnings in
the lowest eamning band, and increases in the rate at which earning was declared in the three highest
bands. Increases were concentrated in the $80 to $180 and $180 to $300 income bands and to a lesser
extent in the $300 plus band (Figure 10 and Figure 11}. While the increases during the period were of
about the same extent for both groups, WB recipients declared an average of $108 eamings per week
comnpared to an average of $120 for DPB recipients.

'® Note: It is not possible to provide comparative population statistics for sole parents only as Statistics New Zealand do not
provide this information as a standard breakdown. A comparative analysis of the population statistics for women in the

workforce would not be valid given that 12% of the survey sample are male.

4 Erom 1996 Census of Population and Dwelling, Statistics New Zealand (includes both full and part-time workers).

1% tncludes those who have made a loss.

1% For benefit abatement purpaoses recipients are required to declare all additional income received. The eamnings presented here
are only those gained through employment,
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Figure 9: DPB and WB recipients declaring earnings (rate per 1,000 recipients)
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Table 60: DPB and WB trends in amount of declared income for period July 1986 to April 2601

Earmnings band per week DPB WB

No eamings declared Decreasing Decreasing

$1 10880 Decreasing Decreasing

$80 to $180 increasing Increasing

$180 {0 3300 Increasing increasing

$300+ Slighly increasing ~ Slightly increasing

SOURCE: DWI administrative data, 2001

Figure 10: DPB-Additional declared earnings (rate per 1,060 DPB recipients)
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Figure 11: WB ~ Additional declared earnings (rate per 1,000 WB recipients)
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The quatitative outcomes research found that those who had moved into part-time work tended to have
lower average hourly rates of pay than those who moved into full-time work. The survey of sole parents
who left the benefit for employment also found that part-time workers eamed less than those in full-time
work

Refer to section 6.2,6.2 Variation in earnings according to ethnicity, particularly Table 70 and
Tabie 71, for forther information.,

6.2.3 Financial support from DWI

Just over a third of respondents (34%) in the survey of sole parents who left the benefit for employment
stated that they were currently receiving some form of financial support from the Department of Work and
Income (Table 65).

The Accommodation Supplement is the most frequently mentioned type of financial support currently
being received by respondents (70%). Twenty percent were receiving a childcare subsidy for pre-school
children, with 9% receiving Family Support (Table 66).

There was some variation in whether or not respondents were receiving financial support from DWI and
the type of support received according to age of youngest child and ethnicity.

Refer to sections 6.2.6.1 Variation in earnings according to age of youngest child and section 6.2.6.2
Variation in earnings according to ethnicity respectively for further information.

6.2.4 Extent to which incomes have improved after entering employment

6.2.4.1 Perceptions of income improvement for those who have left the benefit for
employment

The survey of those who left the benefit for employment also looked at the extent to which respondents
believed they were better off. Survey respondents tended to report they were financially better off after
obtaining work. Almost two-thirds of respondents (64%) state that compared to when they were on the
DPB, they were financially better off now that they were working (Table 74). Survey respondents were
significantly more likely to describe themselves as a lot better off financially as a result of moving into
work if they:

s were employed full-time (32%), compared to those working part-time (15%)
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s+ were Miori (34%), compared to Other respondents (25%)

« had a university qualification (39%), compared to those who had a certificate or diploma or no
qualifications (28%}) or school qualifications only (24%)

e had received the benefit for less than two years (39%), compared to all other respondents (26%)

« lived in Auckland South (47%), compared to all other regions {except Northland (34%), the Waikato
{32%}), and Taranaki (37%))

» had been working for between five and nine years (32%) and 10 and 14 years (31%) compared, to
those working for less than five years (22%)

e were employed as trade workers (39%), plant/machinery operators (37%) and professionals (32%),
compared to those working as service workers (21%).

Sixteen percent of survey respondents stated they were worse off after moving into employment. Survey
respondents were significantly more likely to describe themselves as a lot worse off financially as a result
of moving into work if they:

e had a youngest child aged between 6 and 13 (6%) and 14+ years (7%), cornparcd to respondents with
the youngest child under six years of age (2%)

o were aged between 30 and 39 years (5%), 40 and 49 years (6%) and 50+ years (10%), compared to
those aged under 30 years (2%)

e had been in receipt of a benefit for between 10 and 19 years (7%), compared to those who had
received a benefit for less than two years (1%)

+ lived in Northland {11%), compared to those living in Southland (2%} and the Waikato (1%}
¢ were employed as service and sales workers (9%, compared with 2% of clerks and professionals)
» were employed part-time only {9%), compared to those working full-time (3%).

Perceptions of income improvement varied according to the age of the youngest child and ethnicity. Refer
to sections 6.2.6.1 Variation in earnings according to age of youngest child and section 6.2.6.2
Variation in earnings according to ethnicity respectively for further information.

Table 61 provides a comparison of respondents' perceptions of their financial situation by their income
(after tax, DWI and other debt'” repayments, but including financial support. Refer also to section
6.2.4.3 Limits on the extent to which sole parents benefit financially from moving inte work). The
. table indicates that as the level of income increases, the proportion of respondents stating that they were
better off as a result of moving into work also increases, and the proportion stating they were worse off
declines. Among those earning between $101 and $200, just under half (45%) stated that they were better
off, while most of those earning between $501 and $700 per week stated that they were now better off as a
result of moving into work (Table 61).

Table 61: Percsption of current financial situation compared with DPB (%} (by current after fax,
DWi repayments and other debt repayments, including financial support) - (row percentages)

Sample Size  Alof/ About The Seme A Little/
A Littio Better Off A Lot Worse Off

Less than $100 12 42 33 25
Between $101 and $200 | 82 45 21 3H
Between $201 and $300 | 235 54 24 22
Between $301 and $500 { 43S 89 18 12
Between $501 and $700 | 96 84 8 8

$701 or more 17 100 0 e

Base: All respondents cumently in paid, taxable employment
Significant differences were raported at the 95% confidence interval.

197 Other debt repayment refers to credit cards, bank loans, etc, but excluding mortgages and child maintenance.
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SOURCE: Survey of sole parents who left the benefit for employment, 2001

‘When comparing respondents’ incomes (after tax and DWI repayment) for previous and current work, the
survey of sole parents who left the benefit for employment found that current incomes had generally
improved compared to previous occupanons As Table 62 shows, respondents were more likely to be
earning $200 per week or less in their previous job (38% of respondents) than in their current job (8%).
By contrast, respondents were more likely to be ecaming $301 or more in their current job (65%) than in
their previous position (28%). The median weekly income in respondents’ previous job, excluding "don't
know" responses, was between $201 and $300 while, for the current job, the median income was between
$301 and $500.

Table 62;: Comparison of after-tax and DW! repayments income from previous and current work

{%)

Previcus Work {m=225} A Gurrent Work (n=999) B
Less than $50 918 1
Between $50 and $100 918 1
Between $101 and $200 20 TB 6
Between $201 and $300 14 22TA
Between $301 and $500 21 51 TA
Between $501 and $700 4 12TA
Between $701 and $1,000 3 2
More than $1,000 0 0
Don't know/Refused to answer | 26 1B 5

Basa: All respondents previouslyfcurrently in paid, taxable employment.
Significant differences were reported ai the 95% confidence interval.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

For 66% of survey respondents their weekly income had improved on the income they received from their
previous job (Table 63). The increase was greatest among those earning lower incomes in their previous
job. For example, all respondents earning $100 or less in their previous job were now earning more in
their current job. Only 11% of respondents stated that they were currently earning less in their present job
than they were in their previous job,

% previous jobs are those undertaken by respondents since they last left the benefit. Many had only been off the benefit a few
months when they were interviewed.
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Table 63: Comparison of after-tax and DWI repayments income from previous and current jobs (%)

Previous Job Current Job
Sama income (%) Higher income {%)  Lower Incoms (%}

Less than $50 0 100 0

Between $50 and $100 0 100 t

Between $101 and $200 7 88 5

Between $201 and $300 26 70 4

Between $301 and $500 54 22 24

Between $501 and $700 38 12 50

Between $701 and $1,000 100 0 0

Total {(n=156) 23 66 11

Base: All previous jobs worked by ali respondents previously in paid, taxable employment, excluding those who did not provide
an income figure for elther their previous or current job.
SOURCE: Survey of sole parents who ieft the benefit for employment, 2001

The qualitative outcomes research, which involved interviews with sole parents (beneficiaries and ex-
beneficiaries) over the course of a_year, also reported improvements in income amongst some of their
participants who were off the benefit. Participants in full-time work in May 2000 were, one year on,
reporting more sustained increases in income. However, the qualitative outcomes research aiso noted that
the:

e financial benefits of full-time paid work did take some time to accrue and be felt by the participants

»  movement into work did require a cluster of positive circumstances to make it worthwhile {e.g. when
a participant can find employment which is both certain and flexible to fit in with childcare
responsibilities; can access affordable, flexible and trusted'® childcare — often provided by family; is
free from debt; and is able to enter higher-paid work). Refer to section 6.2.5 Factors affecting
earnings for further details.

6.2.4.2 Changes in income for those who have entered part-time employment

The Qualitative Outcomes Study found that part-time workers believed the start-up and on-going costs of
work, as well as loss of incomes due to debt or abatements, made part-time work only of marginal value
compared to staying on the benefit. Figure 9, Figure 10 and Figure 11 (earlier) indicate that there has been
little change in the leve] of earnings for sole parent beneficiaries since the reforms began.

6.2.4.3 Limits on the extent to which sole parents benefit financially from moving into
work

There appear to be two key factors affecting the extent to which sole parents benefit financially from
moving into work. These factors were the costs of entering employment and the level of debt sole parents
had incurred.

% The sense of trust is as important as objective measures of quality for participants when arranging childeare. The heavy
reliance on family for childcare refiects this. :
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Impact that the costs of moving into work had on income for sole parents

Most sole parents in the Post-Placement Support evaluation reported some degree of financial difficulty
during the first two to three weeks of their job until they received their first pay. The Post-Placement
Support evaluation cited the following examples of costs that negatively impacted on sole parents’ income

in erployment:

s wear and tear on vehicles being used for longer periods and trips to work each day

o the rate at which clothing or shoes would wear out

¢ make-up and haircuts, which had been unnecessary when they were not employed

» work lunches, birthday contributions for co-workers, and coffees to keep going through the day.

The qualitative outcomes research found that participants most likely to find the cost of entering
employment particularly high were:

o faced with high transport and/or childcare costs
» had a low income from paid work either because of low hours and/or low hourly pay rates

* camings-generated abatements to assistance reduced their income - this was immediately felt in
relation to the abatement of the Accommodation Supplement: “7 got $150 grant to buy clothes, I also
had the time between stopping the DPB and getting my first pay. I had to go into overdraft and it cost
money in the long run. And I had travel costs — it was 70 ilometres round trip in my first job — I'm
paying for classroom resources.” (Other Employed 14+yrs, Qualitative Outcomes Study, 2001)

"WINZ did offer to pay for my wet weather gear when I was in the orchards but I wanted the money for
childcare but I was refused - they would only supply the wet weather gear.” (Miori: DPB 7-13 yrs,
Qualitative Outcomes Study, 2001)

"I had the job for three months and have now finished. Work did not suit me because I had to pay for
travelling fuel costs and had no babysitters. No assistance with these costs.” (M3ori DPB 0-5 yrs,
Qualitative Outcomes Study, 2001)

"I had clothing costs to dress for work - 3200 allowed with quotes only. Then travelling is $30 a week.”
(Pacific Employed 7-13 yrs, Qualitative Outcomes Study, 2001)

The findings from this evaluation were backed up by the international literature. Edin and Lein (1597)
reported that wage-earning single mothers, with skills and education comparable to mothers receiving
benefits, were often worse off. The Post-Placement Support evaluation, the qualitative outcomes research
and the literature (Albelda and Tilly, 1997; Edin and Lein, 1997) all found that while gross family
incomes were higher for wage eamers, income gains from wage earning were eaten up by the costs of
clothing for work, transportation and childcare.

Impact of debt on income available to sole parents

Debt was a significant problem for some sole parents considering entering employment or already in
employment. In a survey of sole parents who left the benefit for employment, respondents were asked
about debt repayment excluding repayments to DWI (that is, credit cards, bank loans, etc, but excluding
mortgages and child maintenance). A guarter of respondents stated that they currently had no other debt
repayment responsibilities. However, 18% of respondents stated that they knew that more than 25% of
their income after tax and DWI repayments was currently used for other types of debt repayment.’® Six
percent had debt repayments, which absorbed more than 50% of their income after tax and DWI
repayments. The median amount of debt repayment was between 6% and 10% of income after tax and
DWI repayments.

MO Thay is, credit cards, bank loans, etc, but excluding mortgages and child maintenance.
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After other debt repayments, along with tax and DWI repayments, were deducted from their income, the
greatest single proportion of respondents (41%) had an average weekly income of between $301 and $500
— compared with 51% prior to other debt repayments. Once 2ll tax and debt repayments bad been made:

¢ 27% had an income of between $201 and $300, compared with 22% before other debt repayments

s 9% of respondents had an income of more than $500, compared with 14% prior to other debt
repayments

e however, the median income after all tax and debt repayments remained at between $301 and $500
per week (Table 76).

There was some variation in the level of non-DWI debt repayments according to the age of youngest child
and ethnicity. There was also some variation by ethnicity and age of youngest child in the mcome left
after all tax and debt repayments were deducted.

Refer to sections 6.2.6.1 Variation in earnings according to age of youngest child and section 6.2.6.2
Variation in earnings according to ethnicity respectively for further information.

Why some sole parents get info debt

As previously discussed, a significant number of sole parents were accumulating debt. For some the debt
was incurred while on the DPB. 1t was difficult for respondents to make inroads into their debt while they
were still reliant on the DPB or WB because there was little, if any, additional money available for debt
repayment. For others the debt arose when they moved into work. Participants whose earnings fell when
they moved into work were particularly vulnerable to increased debt. The qualitative outcomes research
and the Post-Placement Support evaluation found that some respondents who moved into work were still
repaying debt despite having been in full-time work for months: "Had to fix the car — sold my freezer to
pay for the car. Because I was off.the benefit I had to sell personal things to make ends meet. ]
accumulated a debt with WINZ because I had borrowed money to pay for care before. My Case Manager
didn't add it to calculations to be removed from my benefit — it was my word against theirs because the
debt was under a previous Case Manager. Because I came off the benefit I had to pay it all back at once.”
(M3Zori Employed 14+ yrs, Qualitative Outcomes Study, 2001)

The Post-Placement Support evaluation suggested that the main reasons why sole parents get into debt
are:

e ot taking into account the "hidden" costs of working and how much these costs would make inroads
into their income

e not anticipating the cost of a child's illness, or ones' own, in terms of lost pay, extra childcare costs
and costs of treating the illness

s not knowing about or accessing cover for unpaid sick leave or childcare, and/or not receiving
financial entitlements from IRD.

The qualitative outcomes research found respondents also incurred debt as a result of IRD overpayments
for family support after taking up part-time work: "When I first started at the hotel I went to IRD for
GMFI because I had gone off the DPB - but they kept overpaying my family support. Now I have a debt
and while it started small and even though I went and told three people about it I ended up with a $2,700
debt which I am still paying off because of the penalty interest.” (Maori Employed 14+ yrs, Qualitative
Qutcomes Study, 2001)

Many participants reported that they had ended up with debt either to Inland Revenue or DWI because of
lack of information about earnings and abatements, errors in processing, or incorrect handling of earnings.
Participants who found themselves in debt in this manner found it particularly difficult to manage debt
repayment and household expenses. Those who found themselves in a debt situation resented not only the
over-payments that led to the debt, but also their inability to monitor their payments from DWI because of
lack of information about the payment system: "I haven't told them [DWI] that I've changed jobs and get
more because I need the top-up. I'm still on the bones of my arse. As soon as I can earn more I will go off
the benefil. The problem is that I was over-paid and have 820 taken off because I had been overpaid
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because of working unpredictable and different hours every week.” (Other WB 14+ yrs, Qualitative
QOutcomes Study, 2001)

"I still have huge debts with IRD. Il never pay them off." {Other Empioved 14+ yrs, Qualitative
Outcomes Study, 2001)

The example below illustrates how easily debt traps can occur, and how stressful it was for people to
manage it.

Case 9. Accumulating debt prior to and after entering employment

Alofa Smith was 2 non-PPS participant. Alofa is 2 Samoan woman aged 37 with two daughters
aged 15 and 9 years old. Her marriage of 17 years broke up in 1997 when her husband abandoned
her and the girls, and, because she had a large mortgage to repay, she applied for DPB in 1998. She
felt embarrassed at the time asking for help in this way, but felt that this was the only option. She
also had her aging mother to support, who was looking after her girls when she was working.

She talked about how traumatic the experience of being a sole mum has been for her. The stigma
about "being on the DPB" is so strong that she has actually lied about being on it. She talked about
the experience of everywhere meeting friends with partners and the feeling of immense sadness,
shame and loneliness of being alone. She really found it hard making the transition from wife to
DPB beneficiary. Alofa's only support has come from her mother and she remembers the shame she
felt when she had no option but to use some of her mother's old age pension in times of dire need.

Before her marriage broke up in 1997, Alofa had been working at a plastics factory in South
Auckland. She had also worked at Foodtown. While on the DPB, Alofa and her girls delivered
circulars and other odd jobs to keep them afloat. She had also felt confident that she could return to
work at the factory and her employer had stated that her job would be available to her in the fiture
if required. After two years on the DPB, Alofa has managed to refurn to work. Not wanting to go
back to her old factory, she made inquiries through listings in the Yelow Pages for three months
before finding a job.

However, since going back to work, issues have arisen for her, which are causing her and her
family much distress. She is earning less than what she was getting on the DPB, which means she is
struggling to meet her financial commitments. She and one of her daughters suffer from chronic
asthma and thus she has needed to stay home either to nurse her daughter or when she herself has
been sick.

When she was on the DPB, Alofa was receiving approximately $597 per week (including
accommeodation supplement, etc.}. This was ample to cover her mortgage, car repayments, power,
rates insurance, food and other necessities. However, because she was intent on getting off the DPB
and getting back to work, she is dismayed to find that she is only earning $530 per week. This is
why she is struggling to make ends meet. At the moment she is rather perplexed and weighing up
the options of going back on the benefit, enjoying having enough money, and seeing and being with
her girls more, or struggling under the present financial arrangements.

What has exacerbated the situation for Alofa is that two months into her job, she became very ill
and had to have an operation. This all took three weeks, and because she was not aware that she
was entitled to paid sick leave, all her financial commitments fell behind. Her phone was cut off,
she was being threatened with a mortgagee sale, and her water was almost disconnected. She has
managed to make arrangements to pay arrears off her mortgage but this has necessitated a bigger
chunk being taken out of her pay each week and keeping her house will depend on her and/or her
daughter not becoming ill in the near future.

Alofa did not receive much help or support from DWI at all. All she got were renewal forms for
DPB continuance in the mail, which she would fill in and retum, She did not know about PPS and
was not aware that she had a Case Manager. What kick-started her into finding a job was her
motivation for more money to meet her financial commitments. Her only support came from her
mother and her brother who would drop off food for her and her girls from time to time, She was
too ashamed to seek support from her other church and Samoan community networks. She spoke
about how her kids played up when she went back to work and how they were missing buses,
turning up to school late, etc because she was no longer able to drop them off at school like she
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used to when she was on the DPB. Their grades were falling because she was now too tired to help
with their homework. She is really caught in 2 dilemuma - to go back on the DPB which would
relieve her financial obligations, or remain working with the constant threat of water/power being
cut off and the possibility of losing her house should she fall seriously ill.

When she rang DWI to tell them she had found a job, "..a lady came to see me. She asked
questions about my husband, and told me my benefit would stop in December, even though I told
her my new job would start on 10 January™.

This was the extent of DWI support during Alofa's transition to paid employment. She said she
would have benefited greatly from the support offered through PPS, and would have appreciated
having the choice to alleviate her severe financial situation and dilemma about going back on or
staying off the DPB.

SOURCE: PPS evaluation, 2000

6.2.5 Factors affecting eamings

There are a host of factors that seem to affect earnings, including educational attainment, occupation,
gender, length of time in the workforce, length of time on the benefit, previous work experience, location,
full-time or part-time status and take-up of entitlements (e.g. from DWT and IRD). All but the last two
factors affected the type of employment DPB and WB recipients were able to obtain, which in tumn
affected earnings.

6.2.5.1 Educational attainment and earnings

Those with higher educational qualifications were more likely to obtain higher-paying jobs. For example,
the survey of sole parents who left the benefit for employment found that respondents with no formal
qualifications (36%), school qualifications {31%) or a certificate/diploma (29%) were more likely to be
eamning "low""!! weekly incomes than those with a university qualification (14%). Respondents with a
university qualification, on the other hand, were more likely to be receiving a2 "high" income (29%),
compared with all other respondents (12%).

This is consistent with the literature. When sole parents have higher levels of education, or well qualified
past work experience’'? they are more likely to enter employment at 2 wage level capable of supporting
their family and the expenses of working (Harris, 1993; Levine et al, 1993). However, some New Zealand
research suggests that parents with children, even with similar educational characteristics, are likely to
earn less than non-parents, although some of the differences are explainable by differences in work
experience curmulative over time (Dixon, 2000).

6.2.5.2 Occupation and earnings

A number of the evaluations found that those employed in professional occupations were more likely to
benefit financially from full-time work. For example, the survey of sole parents who left the benefit for
employment found respondents working as service/sales workers (52%), agricultural workers (40%) and
technicians/associate professionals (32%) were more likely to be earning "low" incomes compared to all
other respondents, particularly clerks (19%) and professionals (9%). By contrast, respondents currently
employed as professionals (24%) and plant/machinery operators (20%) were more likely to be earning
"high" incomes compared to service/sales workers {5%) (not all others). Respondents working as clerks
(63%,), trade workers (57%) and plant/machinery operators (54%) were most likely to be earning "middle”
incomes.

This is supported by other New Zealand research. Levine et al (1993) undertook a study of New Zealand
sole parents' labour force participation. Of the 95 sole parents in the study, 28 were self-supporting. Of
this 28, 24 were ex-beneficiaries while four had never received a benefit. Three-quarters (21) of the self-

1 Note: For the purpose of this analysis, income categories have been grouped as follows:

Up to 5300 per week Low income
$£301-5500 per week . Middie income
$501 and over per week _ Highincome

112 Eurther discussion about the relationship between education and work history and employment is presented in section 5.3.
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supporting beneficiaries were in relatively well-paid professional, managerial or white-collar jobs, the
other seven were in low-skilled or unskilled jobs with low pay. The better-paid group seemed to have
more economic security, while those in the Jow paid group either planned to go back on the benefit or
thought they may have to, as their income was too low to support their family (Levine et al, 1993).

6.2.5.3 Gender and earnings

Female sole parents were likely to earn less per week than male sole parents. For example, the survey of
sole parents who left the benefit for employment found female respondents were more likely to be
receiving a "low" weekly income (31%) compared to their male counterparts (16%). By contrast, male
respondents were more likely to be receiving a "high" income (25%) compared to female respondents
(13%}.

6.2,.5.4 Length of time on the benefit and earnings

There is some evidence to suggest that those who were on the benefit for longer periods of time were
more likely to be on lower incomes. For example, the survey of sole parents who left the benefit for
employment found those who had been in receipt of a benefit for five or more years were more likely to
be eaming "low" incomes (34%) than those who had been receiving financial support for less than five
years {23%).

6.2.5.5 Length of time in the workforce and previous work experience and earnings

Length of time in the workforce appears to positively affect earnings. The survey of sole parents who left
the benefit for employment found that those who had been working for 15 or more years were more likely
o be on higher incomes.

However, the nature of the previous work experience appears to be important as well as the length of time
spent working. Participants in the Qualitative Qutcomes Study who had entered or remained in low-paid,
unskilied, casual or temporary jobs over the last year had often had similar occupations prior to going
onto the DPB and WB. It was common for them to go from one casual job to another.

6.2.5.6 Geographic location and earnings

It appears sole parents in highly urbanised locations may be more likely to eam more than those in
rural/provineial locations. In the survey of sole parents who left the benefit for employment, respondents
living in Auckland Central were more likely to be receiving a *high" weekly income (29%) than those
living in Taranaki (13%), Northland (11%}, the East Coast (11%), Auckland South (10%) and the
Waikato (10%).

The survey also revealed respondents living in the Waikato (40%), Central (37%) and Canterbury (35%)
were most likely to be receiving "Jow" incomes relative to other respondents. Respondents living in
Wellington (57%) Auckland North (56%), and Auckland South (56%) were more likely to be receiving
"middle” incomes than those living in Central {(39%).

6.2.5.7 Full-time/ pari-time status and earnings

The Qualitative Outcomes Study found that those who had moved into part-time work tended to have
lower average hourly rates of pay than those who moved into full-time work. In the survey of sole parents
who left the benefit for employment, part-time workers earned less than those in full-time work.
Respondents currently working part-time (that is, fewer than 30 hours 2 week) were more likely to be
receiving financial support from DWI (43%) than those currently working full-time (32%).

6.2.5.8 Earnings and awareness of entitiements from DWI and [RD

Many sole parents entering work are entitled to some level of support from DWI and IRD. However not
all sole parents were aware of their entitlements and in some cases did not receive them. The Post-
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Placement Support evaluation found that; "Few Case Managers, apart from Compass co-ordinators,
offered to provide any transition assistance or advised people of the various contingencies for situations
where the job became redundant or unsatisfactory.”

Refer to section 4.4.7.2 Interaction with the Inland Revenue Department (IRD).

6.2.6 Variation in eamings according o age of youngest child and ethnicity

6.2.6.1 Variation in earnings according to age of youngest child

There was variation in the earnings according to the age of the youngest child amongst the following:

» those who left the benefit for employment
e  assistance received from DWI

e perceptions of income traprovement

e impact of debt on income.

Eamings of those who left the benefit for employment

There was little difference in earnings according to the age of the youngest child amongst respondents to
the survey of sole parents who left the benefit for employment. Table 64 indicates that of the survey
respondents, those with their youngest child under six years of age were more likely to be earning
between $501 and $700 (17%) than those with their youngest child aged between 6 and 13 years (9%).
However, the median income for all three groups was between $301 and $500 per week.

In general, however, sole parents with younger children were less likely to leave the bemefit for
employment than sole parents with older children. The above data suggests that sole parents with young
who cannot earn higher wages/salaries remain on the benefit.

Tabie 64: Average weekly income after tax and DWI repayments (%) - {by age of youngest child)

Totai Sampie Child<8Years  Child7-13Years Child 14 Years+
{r=588} {m=3351 A {n=463} B {m2011C
Less than $50 1 1 1 1
Between $50 and $100 1 1 0 1
Between $101 and $200 & 7 5 6
Between $201 and $300 22 20 23 23
Between $301 and $500 51 47 52 54
Between $501 and $700 12 17 1B g 10
Between $701and $1,000 | 2 3 2 1
More than $1,000 0 0 1 0
Don't know/Refused 5 4 7 4

Base: Al respondents currently in paid, {axable employment.
Significant differences were reported at the 85% confidence interval.
SOURCE: Survey of sole parents who ieft the benefit for employment, 2001

Assistance received from DWI by age of youngest child

Respondents with their youngest child under six years of age (39%) or aged between 6 and 13 (33%) were
more likely to be receiving some form of financial support than those with their youngest child 14 years
of age or over {23%) (Table 65).
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Table 65: Share currently receiving financial support from DWI (%} - (by age of youngest child)

Total Semple  Child < 6 Years Child7-13 Years  Chlild 14 Years +
{rm=1.016} (n=342} A {r=471) B {r=203} C
Currently receiving support 34 /e 3(NC 23
Not currently receiving support | 66 81 87 77 PAB

Base: All respondents.
Significant differences were reported at the 95% confidence interval,
SOURCE: Survey of sole parents who [eft the benefit for employment, 2001

The survey of sole parents who left the benefit for employment found those with their youngest child
under six years of age were more likely to be receiving a pre-school childcare subsidy (45%) than those
with older children (1%). Those with their youngest child between 6 and 13 years of age were more likely
to be receiving a child disability allowance (7% than all other respondents (2%) (Table 66). Sole parents
with a youngest child aged less than seven years old were more likely to be receiving the accommodation
supplement,

Tabie 66: Type of financial support being received (%) - (by age of youngest child}

Tofal Sample  Child<6 Ysars Child7-13Years  Child 14 Years +.

{n=329} =126} A (155} B {n=48}C
Accommodation Supplement 70 57 80 pA B4 A
Childeare Subsidy — Pre-school children 20 45 NBC 1 0
Family Support 8 6 12 6
Childcare Subsidy — OSCAR 8 8 5 2
{Child) Disability Allowance 4 | 2 TDA 2
Special Needs Grant 3 2 4 2
Community Wage - Unemployment 2 1 2 4
Invalid’s Benefit 1 2 1 2
Enterprise Allowance/Self-empleyment grant | 1 i 2 2

Base: Al respondents receiving some form of financial support

Note: Multiple responses to this question possible, Consequently the columns may total more than 100%.

Sample size for respondents with youngest child 14 years and over is small - consequentiy results for fhis group should be
considered indicative only.

Significant differences were reported at the 85% confidence interval.

Table lists financial support received by five or more respondents only.

SOURCE: Survay of sole parents whe left the benefit for employment, 2001

Perceptions of income improvement

The survey of sole parents who left the benefit for employment found respondents with the youngest
children aged under six years were significantly more likely to describe themselves as "a lot better off”
(33%) than those with their youngest children 6 — 13 years (24%). This is consistent with respondents
with the youngest children aged under six years earning more than respondents with the youngest children
aged over six years. As a corollary of this, those with the youngest child aged 6 — 13 years were more
likely to feel that they were a little better off (40%, compared with 32% of respondents with their
youngest child under 6 years). Respondents with the.youngest child between 6 and 13 (6%) and 14 years
and over {7%) were more likely to describe themselves as "a lot worse off™ as a result of moving into
work than respondents with the youngest child under six years of age (2%) (Table 67).



142

Table 67: Perception of current financial situation compared with DPB (%) - (by age of youngest
child)

Total Sample Child < 6 Years Child 7 - 13 Years Child 14 Years +
{n=1,016) (n=342) A (n=471) B (n=203) C

A lot better off 28 318 24 28

Alittie better off 36 32 40 TA 34

Total better off 64 65 64 62

About the same 18 20 17 18

A little worse off 12 13 12 12

A lot worse off 4 2 6 TA 7TA

Total worse off 16 15 18 19

Don't know 1 0 1 1

Base: All respondents.
Significant differences were reported at the 95% confidence interval.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

Impact of debt on income available to sole parents in work

The level of debt appears to be greatest for those with younger children. The survey of sole parents who
left the benefit for employment found that:

e respondents with the youngest child six years of age or under were more likely to report using
between 31% and 40% of their income for other debt repayment'” (5%) than those with their
youngest child 14 years of age or older

e the median level of debt for those with the youngest child under six years of age, and between 6 and
13 years was between 6% and 10% of after-tax and DWI repayment income, while for respondents
with the youngest child 14 years and over, the median level of debt repayment was between 1% and
5% (Table 68).

The survey of sole parents who left the benefit for employment found that:

e respondents with the youngest child aged between 6 and 13 years were more likely to have an income
of between $201 and $300 (30%) after other debt repayments, compared to respondents with the
youngest child under six years of age (24%)

» those with the youngest child under six years of age were more likely to have an after other debt
repayment income of between $501 and $700 per week (11%) than all other respondents (5%)

e The median income for all groups was between $301 and $500 per week (Table 69).

13 . ; 5 . .
This refers to credit cards, bank loans, etc, but excluding mortgages and child maintenance.
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Table 68: Lavel of debt repayment {share of after-tax and DW! rapayménts incomse} - (by age of
youngest child)

Total Sample Child < § Years Child7-13 Years  Child 14 Years +

{r=1,016} {r=342} A {r=471} B {nm203) C
None —nec debt repayment | 25 22 26 28
Between 1% and 5% 19 19 18 25
Between 5% and 10% 12 14 14 11
Between 11% and 15% 7 7 7 10
Between 16% and 20% 6 & 8 3
Batween 21% and 25% 7 § 7 5
Between 26% and 30% 4 5 3 2
Between 31% and 40% 4 540 3 1
Bstween 41% and 50% 4 3 5 8
More than 50% 1 7 5 4
Don't know 5 4 6 5
Refused to answer 1 ) 1 0

Base: All respondenis currenfly working in taxable paid employment.
Significant differences were reported at fhe 95% confidence interval,
SOURCE: Survey of sofe parents who left the benefit for employment, 2001

Table 69: Average weekly income after tax, DW! repayments and other debt repayments {%) - (by
age of youngest child)

Total Sample Child < 6 Years Child 7 - 13 Years  Child 14 Years +
{r=895) (=335} A (=463} B {n=201) C
Less than $50 1 1 1 1
Between $50 and $100 1 2 i 1
Between $101 and $200 13 13 12 13
Between $201 and $300 27 24 30 PA 25
Between $301 and $500 41 41 40 47
Between $501 and $700 8 11 4BC & 4
Between $701 and $1,000 1 2 1 e
More fhan $1,600 g g 1 ¢
Refused to answer g 0 0 0
Not establishedt 8 6 g8 9

Base: All respondents currently in paid, taxable emplcyment, excluding those where affer-tax, DWI repayment and other debt
repayment income was unable o be asceriained due to missing data for one or more variable,

Significant differences were reported at the 85% confidence interval.

SOURCE: Survey of sole parenis who left the benefit for employment, 2001

™ Where 2 respondent did not give level of debt repayment, an afler-tax, DW] and debt repayment income could not be

cajculated.
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6.2.6.2 Variation in earnings according to ethnicity

There was variation in the earnings according to ethnicity amongst the following:

e those who had left the benefit for employment
e those who worked part-ime

e assistance received from DWI

¢ perceptions of income improvement

¢ impact of debt on income.

Eamings of those who have left the benefit for employment

The survey of sole parents who left the benefit for employment revealed there were no significant
differences in income earned by ethnicity of the respondent. The median weekly income after tax and
DWI repayments for all three groups was between $301 and $500.

Earmnings for part-time workers by ethnicity

Table 70: Additional deciared earnings of DPB recipients by ethnic group {(June 1996 ~ April 2001}

oome . Miori  Pakehd g:zﬁ‘;s Other Nl . Total
None &%  74% 8% 7%  79% 79%
$1-$80 % 1% 3% 9% 9% 9%
>$80-$180 % 8% 4% % T% %
>§180-9300 | 2% 4% 3% &% 4% 4%
>$300 % 1% 1% 1% 1% 1%
Total 100%  100%  100% 100% 100%  100%
Base 36534 45761 8530 5226 12383 109434
Average 3113 $120 $152 $127  $117 $120

Base is average per month. in this case 58 months for inclusive period of study.

SOURCE: DWI administrative data, 2001

Table 71: Additional declared earnings of WB recipients by ethnic group (June 1896 — April 2001}

oome . Miori Pakehd gﬁf;ﬁs Othor FO . Tota
None 81%  68%  89% ™% 1% 73%
$1-$80 10%  16% 3% 1% 15% 13%
>$80-$180 8% 1% 5% % %% %
>$1808300 | 3% 5% 3% W% 4% 4%
>$300 1% 1% 1% % 1% 1%
Total 100% 100%  100% 100% 100%  100%
Base 1870 4045 609 633 2106 9,269
Average $107  $109  $151 $109  $104 $108

Base is average per month. In this case 58 months for inclusive peried of study.

SCURCE: DWI| administrative data, 2001
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Assistance received from DWI by ethnicity

Other respondents int the survey of sole parents who left the benefit for employment were more likely to
be receiving some kind of support (35%) than Pacific Peoples (22%) (Table 72).

Tabie 72: Share currently receiving financial support from DWI (%) - (by ethniclty)

Total Sample  Miod PacHic Peoples  Other

{n=1,016} {me267) A {m=106} B {843} C
Currently receiving support 34 X 22 b 1B
Net currently receiving support | 66 86 78AC 85

Base: All respondents,
Significant differences were reporied at the 95% confidence interval.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

There were no significant differences in the types of support received by ethnicity in the survey of sole
parents who left the benefit for employment. This may be due to the relatively small sample sizes (Table
73). However, results by the age of the youngest child show some significant differences. Respondents
with the youngest child between 6 and 13 years of age (80%) and 14 years or over (84%) were more likely
to be receiving an Accommodation Supplement than those with the youngest child under six years of age
(57%).

Table 73: Type of financial support being received (%} - {by ethnicity)

Tofal Sample  Maori Pacliic Peoples Other

(=328} (=88} A (n=23) B (=218 ¢
Accommodation Supplement 70 65 g2 73
Childcare Subsidy - Pre-school children 20 23 37 18
Family Support g 10 14 8
Childcare Subsidy - OSCAR § 5 0 7
{Child) Disabiity Aiowance 4 4 0 5
Special Needs Grant 3 1 0 3
Community Wage — Unemployment 2 3 0 1
Invalid's Benefit 1 1 0 2
Enterprise Allowance/Self-employment grant | 1 ¢ ] 2

Base: Al respondents receiving some form of financial support.

Note: Multiple responses to this question possible. Consequently the columns may total mora than 100%.

Sample sizes for Maori and Pacific Peoples ware small - censequently, results for these groups should be considered indicative
enly. Significant differences were reported at the 95% confidence interval. Table lists financial support received by five or more
respondents only.

SOURCE: Survey of sole parents who lefl the beneilt for employment, 2001

Perceptions of income improvement by ethnicity

In the survey of sole parents who left the benefit for employment, Maori respondents were significantly
more likely to describe themselves as being "a lot better off" as a result of moving from the DPB into
work (34%) than Other respondents (25%). Other respondents were more likely to describe their financial
situation as unchanged (21%) compared to their M#ori counterparts {13%). Other respondents were also
significantly more likely to describe themselves as “a little worse off” as a result of moving into work
(13%) than Pacific Peoples (4%) (Table 74},
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Table 74: Perception of current financial situation compared with DPB (%) - (by ethnicity)

Total Sample (n=1,016)  Maori (n=267) A Pacific Peoples (n=106) B Other (n=643) C

A lot better off | 28 341C 35 25

A little better off | 36 37 39 _ 36

Total better off | 64 71 74 61

About the same | 19 13 19 21 TA

A little worse off | 12 1" B 1378
Alotworseoff | 4 4 2 5

Total worse off | 16 15 6 18

Don't know 1 1 1 0

Base: All respondents.
Significant differences were reported at the 95% confidence interval.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

Ethnicity and impact of debt on available income from employment

The survey of sole parents who left the benefit for employment found that:

Other respondents were likely to be using a lesser proportion of their income (after-tax and DWI
repayment income) for other debt repayment (e.g. credit cards, bank loans, etc, but excluding
mortgages and child maintenance) than Maori respondents - 14% compared to 22%

in contrast, Maori respondents had a higher level of other debt repayment (e.g. credit cards, bank
loans, etc, but excluding mortgages and child maintenance). Fourteen percent of Maori respondents
were using 21% to 30% of their income for other debt repayment, compared with 9% of Other
respondents

16% of Maori respondents used 41% or more of their income (after tax and DWI repayment income)
on other debt repayment, compared with 7% of Other respondents. The median level of debt for
Maori and Pacific Peoples was between 6% and 10% of their income (after tax and DWI repayment),
while for Other respondents, the median level of other debt repayment was between 1% and 5%
(Table 75).
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Table 75: Level of debt repayment (share of after-tax and DWI repayments income) - (by ethnicity}

Total Sample (ne1,016} | Miort (r=267) &  Paclfic Psoples (n=108) B Other (n=643) C
None - no debt| 25 22 32 25
repayment
Between 1% and 5% 19 14 15 2210A
Between 6% and 10% 12 13 g 13
Between 11% and 15% | 7 6 7 8
Between 16% and 20% | 6 6 4 ]
Between21% and25% | 7 94 10 8§
Batween 26% and 30% | 4 5§1C 7 3
Between 31% and 40% 4 4 1 4
Between41% and50% | 4 710 5 3
More than 50% 6 §1C 8 4
Don't know 5 5 1 &
Refused to answer 1 ¢ 0 1

Base: All respondents cumently working in taxable paid employment.
Significant differences were reported at the 95% confidence interval.
SOURCE: Survey of sole parents who left the benefit for amployment, 2001

In the survey of sole parents who left the benefit for employment the average weekly income after tax,
DWI repayments and other debt repayments varied as follows by ethnicity:

* Mdori respondents were more likely to have an income of between $101 and $200 per week (15%)
than Pacific Peoples {(5%) were

* Pacific Peoples were more likely to have an income of between $201 and $300 per week (40%)
compared with both Maori (27%) and Other respondents (25%)

¢  Other respondents were more likely to have an income of between $501 and $700 (9%) than Maori
respondents (4%) were

¢ the median after-other debt repayment income for Maori was $201 to $300 per week, while for Pacific
Peoples and Other respondents, the median after-other debt repayment income was $301 to $500

(Table 76).
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Table 76;: Average weekly income after tax, DWI repayments and other debt repayments (%) - (by
ethnicity)

Total Sampie (n=999) | Maorf (n=263} A  Paclic Peopies {m=106} B Other (=630} C
Less than $50 1 1 1 0
Betwaen $50 and $100 | 1 1 0 1
Between $101 and 13 15 MB 5 12
$200
Between $201 and 27 27 40 PAC 25
$300
Between $301 and 41 38 44 42
3500
Befween $501 and 8 5 4 ' g MA
$700
Batween $701 and 1 0 0 2
$1,000
More than $1,000 0 1 0 ¢
Refused lo answer 0 i 1 0
Not established1s 8 12 5 9

Base; Al respondenis currendly in paid, {axable empioyment, excluding those where after-tax, DWI repayment and other debt
repayment income was unable to be ascertained due to missing data for one or more variable.

Significant differences were reported at the 95% confidence interval.

SOURCE: Survey of sole parents who left the benefit for employment, 2001

6.2.7 Summary

This section examined earnings for sole parents in employment, financial support received from DWI,
factors affecting earnings, perception of their financial situation, and factors affecting the extent to which
sole parents benefit financially from the income derived from employment.

« FEarnings for sole parents in employment: The survey of sole parents who left the benefit for
employment found that half of all respondents currently in employment (51%) received an average
weekly income of between $301 and $500 after tax and after repayments to DWI of student loans and
advances. The survey revealed there were no significant differences in income earned by ethmicity of
the respondent. Respondents with their youngest child under six years of age were more likely to be
earning between $501 and $700 (17%) than those with their youngest child aged between 6 and 13
years ($%). However, the median income for all three groups was between $301 and $500 per week
This reflects the approximate mid-point of the average weekly incomes of the total New Zealand
population.

DWI administrative data indicates there was a small increase in the amount of earnings''® declared by
both the DPB and WB recipient populations over the period. Several sources of data indicate that
those who have moved into part-time work tend to have lower average hourly rates of pay than those
who moved into full-time work.

» Financial support received from DWI: Once sole parents obtain employment they do not
necessarily become completely independent of DWI financially. This reflects the fact that many do
not obtain high-paying jobs. Just over a third of respondents (34%) in the survey of sole parents who
left the benefit for employment stated that they were currently receiving some form of financial

5 Where 2 respondent did not give level of debt repayment, an after-tax, DWI and debt repayment income could not be

calculated.
1€ For benefit abatement purposes recipients are required te declare it additional income received. The eamings presented here
are onty for those gained through emnployment.
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support from the Department of Work and Income. This support was most likely to take the form of
the Accommeodation Supplement (70%). Respondents with their youngest child under six years of age
(39%) or aged between 6 and 13 (33%) were more likely to be receiving some form of financial
support than those with the youmgest child 14 years of age or over (23%).

Other respondents in the survey were most likely to be receiving some kind of support (35%) than
Pacific Peoples (22%). The Qualitative Outcomes Study offers some explanation for this finding. It
found that Maori and Pacific respondents had less knowledge of the reforms and available assistance
than Other respondents. However the study also indicated that most respondents, irrespective of
ethnicity, were concemned that they had not been provided with sufficient information on their
entitlements,

Factors affecting earnings: There were a host of factors that seemed to affect earnings, including:

- educational attainment - those with higher educational qualifications were more likely to
obtain higher-paying jobs

- occupation - a number of the evaluations found that those employed in professional
occupations were more likely to benefit financially from full-time work

- gender - female sole parents were likely to earn less per week than male sole parents

- length of time on the benefit - there is some evidence to suggest that those who were on the
benefit for longer periods of time were more likely to be on lower incomes

- length of time in the workforce - this appeared to positively affect earnings

- location - it appears sole parents in highly urbanised locations may be more likely to earn
more than those in rural/provincial locations

- full-time or part-time status - those who have moved into part-time work tended to have
lower average hourly rates of pay than those who moved into full-time work

- Take-up of entitlements (e.g. from DWI and IRD).

All but the last two factors affect the type of employment DPB and WB recipients were able to obtain,
which in turn affected earnings.

Perception of their financial situation: Survey respondents tended to report they were financially
better off after obtaining work (64%). Survey respondents were significantly more likely to describe
themselves as a lot better off financially as a result of moving into work if they:

- were employed full-time (32%), compared to those working part-time (15%)
- were MEori (34%}), compared to Other respondents (25%)

- lived in Auckland South (47%), compared to all other regions regions (except Northland
(34%), the Waikato (32%), and Taranaki (37%))

- had a university qualification (39%]), compared to those who had a certificate or diploma or
no qualifications (28%) or school qualifications only (24%)

- had received the benefit for less than two years {39%), compared to all other respondents
{26%)

- had been working for between 5 and 9 years (32%) and 10 and 14 years (31%), compared to
those working for less than five years (22%)

- were employed as trade workers (39%), plant/machinery operators (37%) and professionals
(32%), compared to those working as service workers (21%).

It was not clear why Miori and those living in South Auckland were more likely to report they were a
lot better off once they moved into employment. However it may reflect the comparatively worse
financial situation of these respondents prior to moving off the benefit, making any increase in income
more noticeable. Alternatively, for Maori, it may reflect lower childcare costs brought about by the
higher use of family for childcare.
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Sixteen percent of survey respondents stated they were worse off after moving into employment.
Survey respondents were significantly more likely to describe themselves as a lot worse off
financially as a result of moving into work if they:

- had a youngest child aged between 6 and 13 (6%) and 14+ years (7%) compared to
respondents with the youngest child under six years of age (2%)

- were aged between 30 and 39 years (5%), 40 and 49 years (6%) and 50+ years (10%)
compared to those aged under 30 years (2%)

- had been in receipt of 2 benefit for between 10 and 19 years (7%} compared to those who
had received a benefit for less than two years (1%)

- lived in Northland (11%) compared to those living in Southland (2%} and the Waikato (1%)

- were employed as service and sales workers (9%, compared with 2% of clerks and
professionals)

- were employed part-time only (9%) compared to those working full-time (3%).

Other respondents were more likely than M2ori and Pacific Peoples to describe their financial
situation as about the same or a little worse than being on the DPB.

The qualitative outcomes research also reported improvements in income amongst some participants
who were off the benefit. However, this research also noted that the:

- financial benefits of full-time, paid work did take some time to accrue and be felt by the
participants

- movement into work did require a cluster of positive circumstances to make it worthwhile
(e.g. when a participant can find employment which is both certain and flexible to fit in with

childcare responsibilities; can access affordable, flexible and trusted'’” childcare — often
provided by family; and is able to enter higher-paid work).

» Factors affecting the extent to which sole parents benefit financially from the income derived
from employment: There appear to be two key factors affecting the extent to which sole parents
benefit financially from moving into work. These factors were the costs of entering employment and
the level of debt sole parents had incurred.

The costs of entering employment include childcare, transport to and from employment, obtaining
work clothes and in some cases providing equipment for work.

Debt appears to be a significant issue for a sizeable minority of sole parents. In the survey of sole
parents who left the benefit for employment, 18% of respondents stated that they knew that more than
25% of their income after tax and DWI repayments was currently used for other types of debt
repayment {e.g. credit cards, bank loans, etc, but excluding mortgages and child maintenance). Six
percent had debt repayments which absorbed more than 50% of their income after tax and DWI
repayments. The median amount of debt repayment was between 6% and 10% of income after tax and
DWT] repayments.

The survey revealed that sole parents with a youngest child under 14 years of age had higher median
levels of other debt after tax and DWI repayments (6% to 10%) than those with a youngest child over
14 years of age (1% to 5%). Survey respondents with a youngest child under six years of age were
still more likely to have an income of between $501 and $700 per week (11%) after tax, DWI
repayments and other debt repayment than all respondents with a youngest child over six years of age
(5%). However, the median income for all groups by age of youngest child remained at between $301
and $500 per week after tax, DWI repayments and other debt repayment.

Mior respondents had a higher level of other debt repayment (e.g. credit cards, bank loans, ete, but
excluding mortgages and child maintenance). Fourteen percent of M3ori respondents were using 21%
to 30% of their income for other debt repayment, compared with 9% of Other respondents, As a
proportion of their income after tax and DWI repayments, the median level of debt for Miori and
Pacific Peoples was between 6% and 10% compared to between 1% and 5% for Other respondents.

"7 The sense of tust is as important as cbjective measures of quality for participants when armanging childcare. The heavy

reliance on family for childcare reflects this.
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Debt appears to have a greater effect on the income available to M3ori respondents. After tax, DWI
repayments and other debt repayments, the median income for Maori was $201 to $300 per week,
while income for Pacific Peoples and Other respondents was $301 to $500.

The PPS evaluation and the qualitative outcomes evaluation suggested the following as reasons for
sole parents incurring debt:

- borrowing money while on the DPB to cover costs

- costs of employment making significant inrcads into any income earned (e.g. childcare,
transport to and from work)

- not being able to cover the costs of a child’s illness, or one's own, in terms of lost pay, extra
childcare costs and costs of treating the illness

- not knowing about, or accessing, cover for unpaid sick leave or childcare, and/or not
receiving financial entitlements from IRD

- overpayments from IRD for family support after taking up part-time work.

6.3 Summary - OQufcomes

There was an increase in the number of sole parents moving off the benefit following the February
1999 changes.

Overall, an analysis of administrative data shows that the proportion of sole parents being off the
benefit after February 1999 increased. The size of the increase was greatest for those with a youngest
child aged 14 or over at entry. However, the increase in non-receipt was also pronounced for those
with younger children, not targeted by the full-time work test (i.e. those subject to the part-time work
test or no work test). The reforms may have had a signalling effect, which led to wider than expected
changes in full-time employment propensities. General improvements in employment conditions and
other policy changes {e.g. changes in abatement rates) may have caused some of the shift. It is not
possible fo isolate with certainty the respective impacts of the 1999 reforms and these wider changes
(Ball and Wilson, 2000).

This finding from the administrative data analysis was consistent with the results from the survey of
sole parents who left the benefit for employment which indicated that sole parents with a youngest
child aged 14 or over were most likely to report the reforms had had some impact. It was also
consistent with the finding that staff placed greater emphasis on the full-time work tested groups.

DWI administrative data indicates that since 1996, involvement in part-time work increased from
approximately one-quarter to one-third amongst DPB recipients with a youngest child aged 7-13 and
14+ years. There does not, however, appear tc have been a significant increase in part-time
employment participation directly attributable to the February 1999 changes.

Most of those that moved into employment and off the benefit reported that they were better off
financially, even though in some cases those gains took time to accrue.
The survey of sole parents who left the benefit for employment''* found that half of all respondents
currently in employment (51%) received an average weekly income of between $301 and $500 after
tax and after repayments of student loans and DWI advances. The survey revealed there were no
significant differences in income eamed by ethnicity of the respondent.

It should be noted, however, that:

- some people who moved off the benefit and into employment were still on low incomes,
Just over a third of respondents (34%) in the survey of sole parents who left the benefit for
empl?zment stated that they were currently receiving some form of financial support from
DWI'

% Most respondents in the survey of sole parents who left the benefit for employment {86%) were working more than 30 hours
per week - that is, in full-time employment.

119

Non-beneficiary assistance such as the Accommodation Supplement and Disability Allowance are targeted at low-income

SAITIETS.
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- the financial benefits of part-time employment appear limited. Those who moved into part-
time work tended to have lower average hourly rates of pay than those who moved into full-
time work. Part-time workers noted that the start-up and on-going costs of work, as well as
loss of income due to debt or abatements, made part-time work only of marginal financial
value.

There appeared to be two key factors affecting the extent to which sole parents gain financially from
moving into work, These were:

- the costs of entering employment. Childcare was a key cost for sole parents in employment

- the level of debt sole parents incurred prior to employment. In the survey of sole parents
who left the benefit for employment, 18% stated that more than 25% of their income after
tax and DWI repayments was currently used for other types of debt repayment {(e.g. credit
cards, bank loans, but excluding mortgages and child maintenance). Maori were more likely
to report higher levels of debt. Of concern was the finding that there was littlle awareness
amongst staff interviewed of the 91-day debt freeze once sole parents exit the benefit.

Sole parents' movement into employment and off the benefit did appear to be beneficial for many
children and families, but their circumstances were fragile and their resources to deal with changes
were limited.

In the survey of sole parents who moved off the benefit and into employment, 60% of respondents
reported that the overall effect on their families of their obtaining paid work was positive or very
positive, with only 4% describing the overall effect as negative or very negative.

However, those in employment, especially those in full-time employment, were continually seeking to
manage the tension and requirements of home and employment, and recognised that the costs of paid
work may exceed the benefits. Their circumstances were fragile and their resources to deal with
changes (e.g. failure in childcare, health issues, job changes) in these circumstances were limited.
Concern that their children's emotional, social and educational well-being was suffering, along with
insufficient income to care for their children, were key reasons why people applied for, stayed on, and
returned to, the benefit,

6.3.1 Implications arising from the findings on outcomes for DPB and WB recipients

The findings on outcomes experienced by sole parents and their families following the DPB and WB
reforms implemented in February 1999 have raised the following implications:

while there was evidence to suggest that exits did increase following the 1999 reform changes, the
implementation of the reforms was performed to a variable degree, and the effect being tested was not
clear. It is likely that knowledge of the changes had a stronger effect than actual implementation
(refer section 4)

Maori and Pacific Peoples exit rates from the DPB, while increased, were consistently below those of
Others and Pakeha. This raises questions about the effective tailoring of reforms for Maori and Pacific
recipients. The type of assistance Mzori and Pacific Peoples receive to move into employment should
be examined

the significant minority of sole parents involved in work outside standard hours and/or non-permanent
work raises questions about work availability. Those with a youngest child aged over 14 years seemed
more likely to be involved in work outside standard hours and/or non-permanent work. There was
also some suggestion in the qualitative study that some participants felt pressured to take on any type
of full-time work for fear of having sanctions applied to them

the significant minority of sole parents involved in non-permanent work also has implications for the
process by which DPB and WB recipients move on and off the benefit. As mentioned earlier,
certainty of income was particularly important for sole parents

sole parents’ movement into employment was not necessarily a straightforward path from no
employment to part-time employment to being off the benefit and in full-time employment. This has
implications for the development of policy based on assumptions about sole parent beneficiaries’
movement into employment, and for the type of assistance available fo sole parents
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the availability of suitable childcare was raised as an issue on numerous occasions in most of the
evaluations. Without access to safe, affordable childcare at the times it was required, sple parents
were constrained in their ability to:

- enter employment or take on more hours

- sustain employment
- participate in education and training

Childcare was a particular issue for those working non-standard or variable hours. This raises
questions about the availability of suitable childcare and the Government's role in providing that care.

the majority of those who moved off the benefit into employment reported that they were financially
better off as a result of the move. However, the financial benefits of employment can take some time
to accrue. This raises a number of implications:
- sole parents’ participation in paid employment is likely to lead to improvements in the
financial circumstances of sole parent families, as long as the employment is sustainable

- financial support to sole parents when they first move off the benefit and into employment is
important

debt can significantly undermine the financial status of sole parents who move into employment.
Mzori and Pacific participants have higher median levels of debt and lower median levels of income.
In some cases, sole parents suggested they got into debt because of miscalculations in DWI or IRD
entitiements, This raises questions as to what information is provided to sole parents by IRD and
DWI, how these agencies calculate entitlements and the process for calculating enntlements (e.g.
reporting unexpected weekend work in time for inclusion in caleulations)

it is well documented that obtaining post-school qualifications is positively associated with higher
eamnings. This raises implications regarding:
- the importance of assisting sole parents to access further education

- the need to better understand the type of education and tramning that makes a difference.
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7. Retention and sustainability of employment outcomes

The retention of employment positions is an issue of key concemn to this evaluation. Evidence indicates
that a notable number of DPB recipients cycle in and out of employment and benefit receipt. This
indicates that some sort of struggle exists for sole parents to find and keep flexible paid work which
adequately accommeodates their family responsibilities.

This section:

s briefly outlines existing data on the duration of people in receipt of the DPB and WB
s provides findings on the aids and barriers to retention, including specific issues for part-time and full-
time workers and the effect of ethmicity

e discusses the level of assistance OSCAR and the Post-Placement Support Pilot have given to
employment sustainability.

7.1 Data on duration

Point-in-time administrative data on the average duration of benefit receipt by DPB and WB recipients is
presented in Table 77. This table shows the average configuration of time in receipt of the DPB and WB
at any given time. Therefore, between June 1996 and April 2001 it could be expected at any given time
for there to be approximately 27% of DPB recipients having received the DPB for less than a year at that
point and for 26% to have already received the DPB for over five years.

Table 77: DPB and WB recipients by duraticn of benefit receipt

Benefit duration’ DPB (% to Total?  WB (% to Total}?
6 months or less 15% 10%

>6 months to 12 months | 12% 8%

> year fo 2 years 18% 14%

>2 years o 3 vears 13% 11%

>3 years to 3 years 16% 16%

>5 years 26% 40%

1 Duration of benefit receipt is current for the month rather than duration upon exit

2. Average number per month of DPB and WB recipients for the period June 1996 - Aprit 2001. DPB at 109,433 recipients per
month and WB at 9,269 recipients per month.
SOURCE: DW! adminlsirative data, 2001

Wilson (1999) analysed the 1993 cohort of the Benefit Dynamics data set, in terms of benefit duration
over time. She found that just over 50% of DPB recipients from the 1993 cohort who moved off benefit
and into work returned to benefit within two and a half years. Additionally, 57% of the cohort were stiil
in receipt of benefit five years after their 1993 benefit had been granted. However, few had received the
DPB continuously throughout this time. Most of those whose total duration exceeded three years had
periods off benefit. For WB recipients, those who left to partner or re-partner were more likely to stay off
benefit. Analysis of the cohort indicated that the presence and age of children appeared to be an important
factor in determining long-term or repeated receipt. Those with children were approximately twice as
likely as those without to have a long first spell and a long total duration. Having 2 youngest child aged
under six years substantially increased the probability of a long total duration, and slightly increased the
probability of a long first spell and the probability of multiple spells.

Wilson {1999) also found that Pacific recipients with a very young child were less likely than other ethnic
groups to have a long total duration. She notes that this finding may be partly explained by the relatively
high rates of full-time employment among Pacific sole mothers with younger children. Thirteen percent
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of Pacific sole mothers with a child aged under five were in full-time employment at the 1996 Census
compared with the combined "all ethnic groups" average of 11%.'%

Twenty-nine participants within the Qualitative Outcomes Study retzined or increased their employment
status within the one year between phase 1 and phase 2 interviewing. Five participants, however, moved
out of part-time paid employment to no employment within the vear of the Qualitative Qutcomes Study.
Table 78 below shows the extent of movement in paid work status between the two phases of
interviewing.

Tabie 78: Paid work status over phase 1 and phase 2 by age of youngest chiid

Pald Work Status Sysarsoriess b6-13years 14+ years Total
Not employed - Notemployed | 8 3 5 i7
Part-time ~ Not employed 2 2 1 5

Not empicyed ~ Part-lime 4 1 0 5

Not empioyed — Full-ime 1 1 2 4
Part-ime ~ Parl-ime 1 6 2 8
Part-time — Full-dime 0 0 2 2
Fuli-time -~ Full-time 2 8 8 18
Total 19 2 2 60

SOURCE: Qualitative Outcomes Study, 2001

7.2 Aids and barriers to employment retention

7.2.1 Barriers to retaining paid employment

Key barriers to retaining employment were universally identified and agreed across all of the studies
within the DPB and WB evaluation strategy. The convergence of these key themes allows considerable
confidence in these findings. However, it is not possible to provide definitive information about the
degree of impact or the influence of multiple factors on employment sustainability.

In brief, one of the most significant barriers for sole parents' retention of employment was childcare. The
affordability of, and access to, childcare was cited repeatedly as a primary issue impacting on the
sustainability of paid employment for those with youngest children under age 14. Childcare was also an
issue for sole parents with older children, but was most prohibitive for the younger age groups due
obviously to their age and to the legal requirement for parents with children under the age of 14 to arrange
appropriate supervision for them in their absence. Flexible and appropriate labour market opportunity
was also cited as 2 key issue for sole parents. Sole parents require employment that they can get to easily,
allows them to work within school hours, and allows them to care for their children when sick and, for
some, during the school holidays where holiday programmes either aren't accessible or aren't affordable.
A further issue raised repeatedly by participants was inadequate remuneration. There were often
significant additional expenses in talking on work, which was, for many, not offset by an improved wage.
This was compounded by the requirement to pay off debt when leaving the DPB and WB. These and
further issues are discussed below in more depth.

In the Qualitative Outcomes Study, over the space of one year, five participants retummed to the DPB after
being in part-time work. The decision not to maintain part-time work involvement for the five recipients
reflected a number of different factors mcluding:

* employment conditions, opportunities and pay

* costs of paid work

120 Statistics New Zealand, 1996 Census, unpublished tables.
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» impacts of paid work on benefit status and cormpliance

+ involvement in training

e difficulties managing childcare or child supervision and paid work obligations
e difficulties managing other familial obligations and paid work obligations.

In the survey conducted with those who had left the benefit for employment and retained that
employment, 1,016 people were interviewed. A. small number (11) of those approached to participate in
this survey had since returned from paid work back onto the DPB. The reasons cited for returning to the
DPB closely align with the reasons cited above from the Qualitative Qutcomes Study (e.g. financially
better off on the DPB; position was temporary/short-term; wanted/needed to spend more time with
children; position unsuitable; hours too long, work environment unpleasant; work too far from home/too
expensive to iravel).

Respondents in the sméy of those who had left the benefit for employment cited a range of factors that
made it difficult for them to stay in work (refer to Table 82 in section 7.3).

Childcare was identified as a primary, if not most critical, barrier for participants' movement intc work.
Key issues identified include:

. e respondents with very young children (under six years of age) were significantly more likely to find it

difficult to stay in work than those with children 14 years of age and over

e 2 lack of time to spend with children (29%), finding childcare difficult to arrange (21%), difficulties
with children such as iliness or misbehaviour (19%), and the high cost of childcare (16%) were the
most frequently mentioned barriers to staying in work

o less time to spend with children (46%), less opportunity to be involved in children's activities (22%),
and more concern/worry about the well-being of children (13%) were the most frequently mentioned
drawbacks of the leaving the DPB for work. These were particularly frequently mentioned by those
with younger children (under 14 years of age)

s those with younger children were more likely to describe the overall effect of their move into work as
having both positive and negative aspects than those with older children.

Other difficulties mentioned were low pay and the high cost of travel or lack of transport.

Findings from the evaluation of the Post-Placement Support pilot align with the retention 1ssues faced by
respondents of the DPB survey and of the Qualitative Outcomes Study. The Post-Placement Support pilot
evaluation found many PPS shared concerns that threatened their ability to remain in employment,
particularly:

+ f{inancial transition, especially delays in IRD assistance

" e budgeting between last benefit and first wage payments

e managing debt repayments

e instability of employment, particularly unexpected reductions in hours

+ behavioural issues with children, particularly teenagers.

Security of employment conditions was a key issue. Many PPS clients cancelled their benefit for
employment they believed would aliow them to support themselves and their families (full-time,
permanent), but soon found that their hours were reduced, or that the job disappeared.

7.2.1.1 Barriers to retaining part-time work

Financial disincentives to part-time work

Part-time workers in the Qualitative Qutcomes Study who left part-time employment and returned to the
benefit noted that the start-up and on-going costs of work, as well as the loss of income due to debt or
abatements, made part-time work only of marginal value. On-going costs included transport and
childcare. Unlike those in full-time work, those in pari-time work tended to retain their DPB and WB. As
a consequence, they were less concerned with the risk that entry into paid work might mean for a
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sustained income. The loss of part-time work was perhaps also of less concern because the financial
benefits of part-time work were relatively muted compared to entry into full-time work: "Had the job for
three months. No, work did not suit me because I had to pay for travelling, fuel costs and had no
babysitters. [Financially] it affected me badly because the costs of getting to work — travel from
Manurewa to the city. I was paid monthly so I had to cover my fuel, travel, babysitting costs myself [from
the DPB] because pay was monthly. Pay just managing on a basic budget.” (Miori DPB 0-5 yrs,
Qualitative Outcomes Study, 2001)

“[I] need to ean $300 a week for full-time supplemented by child support and income assistance. It would
be difficult budgeting so part-time would be preferable. Need more subsidies for childcare to get us on our
feet." (Other DPB (-5 yrs, Qualitative Qutcomes Study, 2001)

Some participants simply stated that the rates of pay they were getting had been too low and they found it
impossible to access higher-paid jobs.

“Applied for jobs — some I haven't had an interview for. Time consuming to apply. Disheartening [I've]
stopped applying. No help from WINZ Case Manager suggesting unskilled/wrong jobs. [I] worked for a
mother [as housekeeper] who could only afford to pay $120 a week. [I] often worked up to 30 hours for
that — only advantage was the chance to get out of the house. Won't consider low-paid jobs". {QOther
Widow 7-13yrs, Qualitative Outcomes Study, 2001)

"[Paid work} was not realistic for me. Always tried to better myself by looking for part-time work,
different from those suggested by WINZ. Often the jobs they help you to find are underpaid, it is better off
staying on the DPB." (Pacific DPB 14+ yrs, Qualitative Outcomes Study, 2001)

inflexible work hours

Four of these five recipients were explicitly concerned with the hours required of them in the jobs
available to them. One of the recipients was working from Spm to 10pm five nights a week. Pressure to
extend those hours until midnight made her leave the job, particularly because of the trave] time involved.

Two others found that their employers often required extended attendance on the job on a casual basis.
This often meant difficulties in securing childcare and, in some cases, reduced hourly rates. Another in
casual work found that after having been unable to make herself available for work when asked on one
occasion, she had been put at "the bottom of the list” for work hours.

Compliance issues

Part-time workers raised concemns about compliance requirements with DWI and IRD. The impact of
casual work on the burden of reporting was a major issue, particularly when participants were striving to
minimise contact with DWL: "Got tired of being hassled by WINZ. Whenever I find a part-time job I am
required to report what my income was and my hours worked. " (Pacific DPB 14 + yrs, Qualitative
Outcomes Study, 2001)

"[I] was taxed at a secondary rate when previously employed so I gave up work.” (Other DPB 0-5 yrs,
Qualitative Outcomes Study, 2001)

“I just try to keep a low profile with WINZ. They don't really help and I just don't want to have to make
contact with them in case they push me to do things I just can’t do.” (Other DPB 7-13 yrs, Qualitative
Outcomes Study, 2001)

7.2.1.2 Barriers to retaining full-time work

The barriers faced in the retention of part-time and full-time work were similar. Of particular note are the
increased costs faced by participants once they were in paid work, and these had the most profound
impact when sole parents had exited the DPB and were primarily reliant on their earnings from
employment. These costs included:
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s increased transport costs — participants in rural areas and in Auckland found these particularly
onerous. For those in rural areas, the lack of public transport meant that some participants needed to
buy cars or upgrade their vehicle. Both operating and maintenance costs increased. Those able to use
public transport can find that although overall costs go up the umit price of their transportation went
down. The major problem for participants in relation to public transport were travel times and
managing the transport timetable to allow them to meet their work and family commitments

+ increased childeare costs — childcare costs rose from part-time to full-time hours

e increased personal costs — the costs of developing an appropriate wardrobe for participants who had
been on the DPB and WB for any length of time was significant. Participants pointed out that the
benefit levels were such that most clothing was second hand, old, casual and not to the standard
required by employers. Some participants had to purchase uniforms provided by employers

e Other costs — these included provision of fees, materials and books for those in education/training.
Some participants in paid work found that they also had to provide a range of materials. This was
particularly common with those int teaching positions and undertaking piecework such as sewing and
box making.

Typically, participants in work confronted a multiplicity of cost increases from several sources. Some of
the participants managed those increased costs by incurring increased levels of debt. For the full-time
working participants who had been in that position since the first interview, this was managed through
commercial credit facilities, and/or through borrowing from relatives.

Tt is notable that participants not only commented on the costs associated with their own paid work.
Participants often also required transport and clothing for older children entering the workforce or
undertaking further education — adding to the financial pressures on the sole parent.

7.2.2 Factors supporting retention

The corollary to the factors cited by respondents as barriers to retaining employment are equally important
as factors supporting retention. Two primary areas: financial advantage and adequate childcare
atrangements, were cited repeatedly as key issues contributing to the retention of paid work. This section
does not divide up the factors supporting retention for part-time and full-time work, as our data does not
suggest that the factors themselves vary greatly, although it is likely that their significance for work
retention does differ. As discussed in the section on barriers, a notable difference between part-time and
full-time workers is the degree of risk they confront when they take on paid employment. For the part-
time worker there was a greater level of confidence about the move into employment as they were still in
receipt of a benefit. For the full-time worker, however, the stakes were deemed a lot higher as they were
removing themselves from the known quantity of benefit receipt, to a potentially unstable and uncertain
labour market.

The majority of our information on factors supporting retenttion came from the survey of sole parents who

had left the DPB for empioyment. It is important therefore to note that respondents in this survey were

selected on the basis that they had "retained work", and therefore they are not a representative group of

the total ex-beneficiary population. Following are some broad perspectives from this group on retaining

paid empioyment:

e just under half of all respondents (46%) stated that it had been easy to stay in work, whiie only 8%
stated that staying in work was difficult for them

» almost two-thirds (64%) described themselves as financially better off as a result of movmg into
work, while only 16% described themselves as financially worse off

e three in five respondents (60%) described the overzll effect on their family of their moving into work
as positive, while only 4% described the effect on their family as negative.

Moving into work was a positive experience for most but it was not solely for financial reasons. For
example:

e respondents were more likely to state that the desire to be off the DPB (42%) and having interesting

ot rewarding work (38%) had made it easier to stay in work than earning more money/having more to
spend (33%)
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¢ improved self-esteem (56%) and greater independence/self-sufficiency (38%) were more likely to be
cited as benefits of moving into work than higher household income/more money (35%) (Table 79).

Table 79: Benefits of leaving the DPB for work (%)}

Benefits of Leaving the DPB for Work Totai Sample
{n=1,016)

Improved self-esteem/fee] better about myself 56
Greater independence/self-sufficient 38
Higher househeld income/more money 35
Enjoy the work | am doing 30
Meeting more people/making friends 24
Leaming new thingsfraining/education 20
Time outside home/away from family 20
Provides a role model for my children 12
Less stigma from family/friends/publicfemployers 11
Get ahead financially/pay off debt 8
Children more independent 7

Makes children feel normal® — having parent that | 5
WOTKS

Less stressful home environment 2
*Luxury” items for children 2
Personal satisfaction 1
Appreciate child{ren) more 1
Nothing - no benefits §

Don't know 1

Base: All respondents.

Note; Multiple responses 1o this question engouraged. Consequently the columns may total more than 100%.
Significant differences ame reported at the 95% confidence Intarval,

Table lists those reasons mentoned by five or more respondents.

SQURCE: Survey of sole parents who left the beneftt for employment, 2001

Refer to section 7.3 for information on factors supporting retentien by age of youngest child and
ethnicity,

7.2.2.1 Interventions that assist retention

There were two interventions that were designed to assist sole parents to retain employment. These were
the Post-Placement Support (PPS) pilot and Out of School Care and Recreation (OSCAR) subsidy.

Post-placement support pilot (PPS)

The Post-Placement Support Pilot was identified as offering helpful services for the transition to, and
retention of, employment. Participants in the PPS evaluation indicated that the PPS services they found
most useful in supporting them fo stay in employment were:

' Net accountable to DWlkut contact with DWI 4
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e information about, and assistance to access, DWI supplementary (non-beneficiary) assistance, such as
the Accommodation Supplement and Childcare Subsidy '

» information about help to access "Transition to Work" assistance available both specifically for DPB
sole parents (such as the Net payment) and more generally for DWI clients moving into employment
(such as the Work Start Grant)

e assistance to find alternative employment when their initial position ended unexpectedly or was found
to be unsustainable.

Out of School Care and Recreation subsidy (OSCAR)

There are 2 number of indications that the availability of the OSCAR subsidy is contributing to both
increased employment and retention of employment:

¢ three-quarters of the 1,240 respondents in the OSCAR Parent Survey reported that they were in paid
employment at the time of surveying, however only just over half these respondents were in
employment prior to receiving the OSCAR subsidy

e over a quarter of the 656 respondents to the OSCAR Parent Survey who were in paid employment
prior to taking up the OSCAR subsidy experienced an increase in their work hours.

Additionally, parents repeatedly reported that the OSCAR subsidy was a critical contribution to the
affordability of OSCAR services.

There has been very low take-up of the OSCAR subsidy by parents (refer to the section on
implementation/test of concept for more information on how OSCAR was operationalised). However
those parents using the OSCAR subsidy have found that it does make OSCAR services more affordable.
There do remain significant problems of supply as well as retention of OSCAR providers, however.

7.3 Differences in sustainability of employment by age of youngest child and
ethnicity

7.3.1 Age of youngest child and sustainabiiity of employment

The survey of sole parents who left the benefit for employment found:

o that those with the youngest child aged 14 years and over were significantly more likely to state that it
had been easy to stay in work (58%), while those with the youngest child under six were significantly
more likely to state that staying in work had been difficult (10%) (Table 80)

» the importance of childcare availability to the ease of staying in work was evident, with respondents
' with the youngest child 13 years or under significantly more likely to mention having an employer
who was understanding of childcare issues (24% and 19%, compared with 10% of those whose
youngest child is aged 14 years or over)

e those with children under 13 years were also more likely to mention support from family and friends
(20% and 18%, compared with 9% of those whose youngest child is 14 years and over), and having
suitable childcare available (12% and 6%, compared with 0% of those with children 14 years and
over). Respondents with children under six years of age were also more likely to mention financial
assistance provided by DWI (9% (Table 81}.

Results by the age of the youngest child show the strong impact of childcare difficulties. Respondents
with the youngest child under six (25%) or between 6 and 13 years (23%) were significantly more likely
to mention difficulties arranging childcare compared with respondents with the youngest child 14 years
and over (5%). Respondents with younger children were also more likely to mention the high cost of
childeare (23% and 15%, compared with no respondents with the youngest child aged 14 or over), and a
lack of availability of childcare (15% and 13%, compared with 2% of respondents with the youngest child
aged 14 or over) (Table 82).
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Table 80: Ease or difficulty of staying in work (%) - (by age of youngest child)
Total Child < & Child 7-13  Chlid 14 Years +
Sample Yoars Years (n=471} (=203 C
{n=1,015} {n=342) A B

Easy fo stay in work 48 46 43 58 TAB

Difficult fo stay in work 8 101C 7 4

Both easy and difficult fo stay in | 45 44 431C 37

work

Don't know 1 0 1 1

Base: All respondents,
Significant differences are reported af the 95% confidence interval,
SCOURCE: Survey of sole parents who lefl the benefit for employment, 2001
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Table 81: What has made it easy to stay in work? (%) - (by age of youngest child) '

Total Child < & Child 7-13 Chiid 14 Years

Sampie Years Yoars {n=427} +{n=192}{

{n=824) {m=305) A B
Desire to be off DPB/stigma of being beneficiary 42 39 44 47
interesting/rewarding work 38 39 38 43 l
Eaming more money/have more to spend 33 33 33 32
Employer understanding of childcare issues 20 241C 18 TC 10 l
Supportive/understanding colleagues 18 19 18 13 l
Support of familyiwhanauffriends/neighbours 17 20TC 18 1C g
Stable/secure industry 17 20 17 13 .
Flexible working hours 12 14 12 10
Suitable childcare avalable 7 12t - &f¢ 0 l
Financial assistance provided by WINZ/DW! 5 9 TBC 4 2
Sense of choice/self-determination/independence | 2 3 3 2 l
Something to get up for 1 2 1 0
Have goals/objectives/motivation 1 2 1 0 '
Desire o work 1 2 i 2
Financial assistance provided by other 1 1 1 2 l
organisations®
Suitable qualificationsiraining 1 1 ' 1 l
Working in similer environment to previcus work 1 1 1 1
People/adult contact 1 1 1 1 '
Reliable transport 1 i i Q
Work close to home ) 1 0 2 2 '
Greater seff-esteem 1 0 2 1
Children oid enough fo be independent 1 0 1 3 l
Don't know 2 1 2 2 '
Base: Those stating they have found it easy fo stay in work since leaving the DPB, or at least some aspects have been easy.
Note: Multiple responses to this question encouraged. Consequently the columns may tofal more than 100%. Significant
differences are reporied at the 85% confidence interval. Table lists those reasons mentioned by five or more respondents. * Note: l
These other organisationsfindividuals providing financial support include: Injand Revenue (n=15); partner (n=2); training
institution (n=1); and other family members {n=1}.
SOURCE: Survey of sole parents who left the benefit for empioyment, 2001 .
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Table 82: What has made It difficult to stay in work? (%) - {by age of youngest chiid)}
Total Child< 6 Years  Child 7-13  Chiid 14 Years +
Sample {186} A Years {(n=260) (n=77)C
(=523} B
Lack of ime to spend with children 29 27 30 28
Childcare difficult to arrange 21 27 237c 5
Difficulties with children - illness, 18 24 17 16
misbehaviour efc
High cost of childcare 16 23 18C 151C 0
Low pay 13 16 TB 10 2018
Lack of availability of childcare 12 151¢C 137C 2
High cost of fravel/ack of fransport 10 12 8 4
Inflexible working hours 8 7 g8 8
Too much variation in hours/shift work 7 5 8 8
unsuitable
High cost of personal items for work 5 7 4 3
Trying to pay off farge debt from advances 5 5 5 ]
Lack of regular hours 5 4 5 10
Lack of support from family/whanauffriends 5 2 5TA 11 TA
Lack of reliable/safe/trustworthy childcare 4 4 5 4
Unceriainty of labour market {relative to 4 2 5TA 8 TA
benefit)
Early start time at work 3 6 1B 1 1
Exhaustion 3 4 3 4
Long hours 3 4 2 3
l.ack of support from DWI* 3 3 2 2
Personal fliness/physicat injury 2 41B 0 718
Difficulies balancing work and childeare 2 3 2 7B
Emotional stress 2 2 2 2
Maintaining house (chores) 2 2 2 4
Other familyfwhanau commitments 2 1 3 5TA
Financially worse off than on DPB 2 1 2 2
Long wait for Family Support 2 0 3 ]
General financiat problems 1 2 0 0

; h S
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Table 82 {Continued)
Employer not understanding of needs 1 1 2 2
Don't enjoy jobinot in preferred industry 1 1 1 i
No holidayfsick pay 1 1 1 1
Don't know 1 1 2 0
g]?ﬁsg:ﬂtThose stating they have found it difficult to stay in work since leaving the DPB, or at least some aspecis have been

Note: Multipie responses to this question encouraged. Consequently the columns may total more than 100%.

Significant differences are reporied at the 95% confidence interval.

Table lists those reasons mentioned by five or more respondents.

* Note: Support from the Depariment of Work and Income that respondents report was lacking includes: child subsidies (n=8);
housingfaccommodation (n=4); general information {n=2}; compassion and understanding for situation {n=2}; legal aid {n=1},
Employment Transition Grant {n=1); Special Needs Grant {n=1}; and Community Services Card {n=1}.

SOURCE: Survey of sole parents who left the benedit far employment, 2001

7.3.1.1 Ethnicity and sustainability of employment
The survey of sole parents who left the benefit for employment found that:

*

there were no statistically significant differences in the ease of staying in work by ethnicity (Table 83)

M3ori respondents are significantly more likely to mention the benefit of greater independence/self-
sufficiency (39%) than Pacific Peoples (15%), and more likely to mention enjoying the work they are
doing (34%) than Other respondents (27%). M3ori respondents are also more likely to mention
learning new things/training/education as a benefit of leaving the DPB (24%) than Other respondents
(18%). Pacific Peoples are significantly more likely to mention getting ahead financially as a benefit
of leaving the DPB (17%, compared with 8% of M3ori and 7% of Other respondents) (Table 84)
Other respondents were significantly more likely to mention the higher cost of childcare (20%,
compared with 11% of Miiori). M3aori respondents were more likely to mention a lack of regular
hours (9%) than Other respondents {4%) were, this latter result being consistent with results presented
earlier suggesting M3ori were less likely to be in permanent work (Table 85).

Pacific Peoples respondents were significantly more likely to mention earning more money (52%) and
having the support of family and friends (33%) than MZor (36% and 20%) and Other respondents
(30% and 15%). Pacific Peoples were also more likely than Other respondents to mention
supportive/understanding work colleagues (26%, compared with 16% of Other respondents) (Table

86).

Table 83: Ease or difficuity of staying in work {%) - (by ethnicity)

Total Maori Pacific Peoples Cther
Sample (n=267) A {n=106} B (n=643) C
{n=1,016}

Easy to stay in work 46 45 51 47

Difficult to stay in work 8 7 1 8

Both easy and difficult to stay in | 45 47 37 45

work

Dom't knew 1 1 i Y

Base: All respondents, Significant differences are reported at the 95% confidence interval.
SOURCE: Survey of sole parents who left the benefit for employment, 2084
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Tabie 84: Beneflts of leaving the DPB for work (%} - (by ethnicity}
Total Sample | Macr Facifie Othar
{n=1016} {(n=26T} A Peoples (1=643) C
(n=106} B
improved self-esteem/feel better about myself 56 56 59 55
Greater independence/self-sufficiency 38 38 TB 15 38
Higher household income/more money 35 39 43 33
Enjoy the work { am doing 30 34 1C 38 b
Meeting more people/making friends 24 27 3 23
Learning new things/training/education 20 2% TC 2 18
Time outside home/away from farnily 20 23 2 19
Provides a role model for my children 12 181C 13 10
Less stigma from familyfiriends/publicfemployers 11 13 8 10
Get ahead financially/pay off debt 8 8 17 TAC 7
Children more independent 7 B 3 8
Makes children feel *normal® — having parent that | 5 8 4 4
works
Not accountable to DWl/cut contact with DWI 4 5 2 4
"Luxyry” items for ghikiren 2 2 0 1
Less stressful home environment 2 1 3 3
Personal satisfaction 1 1 g {
Appreciate child{ren) more 1 0 0 |
Nothing — no benefits 6 5 3 7
Don't know 1 0 2 2

Base: All respondents.

Note: Multipie responses fo this question encouraged. Conseguently the columns may total more than 100%.

Significant differences are reported af the 95% confidence interval. Table lists those reasons mentioned by five or more

respondents.

SOURCE: Survey of sole parents who left the benefit for employment, 2001
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Table 85: What has made it difficult to stay in work? (%) - (by ethnicity)

Total Maori Pacific Other

Sample {m=135) A Paopies {n=332} C

(=523} {n=56} B
Lack of ime to spend with children 29 26 45 TA 29
Childcare difficult o arange 21 24 28 20
Difficulties with children - iliness, 19 18 29 18
misbehaviour etc
High cost of childcare 17 11 8 20 TA
Low pay 13 1 11 14
Lack of availabifity of childcare 12 12 14 12
High cost of ravellack of transport 10 12 9 9
inflexible working hours 8 7 8 8
Too much variation in heursfshift work 7 6 5 8
unsuitable
Lack of regular hours 5 atc 4 4
Lack of support from familyfwhénauffrignds 5 6 8 4
Trying {o pay off large debt from advances 5 5 3 5
High cost of personal items for work 5 3 1 6
tLack of reliable/safefrustworthy childcare 4 7 3 4
Uncertainty of labour market {relative to 4 3 8 4
benefit)
Long hours 3 3 4 3
Exhaustion 3 3 i 3
Early start time at work 3 1 2 4
Difficulties balancing work and childcare 2 3 2 3
Qiher family/whanau commitments 2 2 1 3
Lack of support from DWI* 2 2 0 3
Emoticnal stress 2 2 0 2
Financially worse off than on DPB 2 2 o 2
Long wait for Family Support 2 2 0 2
Personal ifiness/physical injury 2 1 5 3
Maintaining house (chores) 2 1 g 3
General finandial problems 1 3tC 0 0
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Tabis &5 (Continued)
Employer not understanding of needs 1 2 2 1
No heliday/sick pay 1 1 0 i
Don’t enjoy job/not in preferred industry 1 0 0 1
Don't know 1 1 0 2

Base: Those stafing they have found it difficult to stay in work since leaving the DPB, or at least socme aspecis have been
difficult.

Note: Multiple responses to this question encouraged. Consequently the columns may total more than 100%.

Significant differences are reported at the 95% confidence interval.

Sample size for Pacific Peoples is small — consequentiy, results for this group should be considered indicative only.

Table fists those reasons mentioned by five or more respondents.

SQOURCE: Survey of sole parents who left the benefit for empioyment, 2001



168

Table 86: What has made it aasy to stay in work? (%) - (by ethnicity)

Total Maori Pacific Other

Sample (=243} A Peoples {n=589} C

{n=924) {n=92) B
Desire to be off DPB/stigma of being beneficiary | 42 46 43 41
interesting/rewarding work 38 40 45 38
Earning more money/have more o spend 33 3 52 TAC 30
Employer understanding of childcare issues 20 2 23 18
Supportive/understanding colleagues 18 20 26 1TC 16
Support of familywhanau/friends/neighbours 17 20 33 TAC 15
Stable/secure industry 17 17 23 17
Flexible working hours 12 12 13 13
Suitable childcare available 7 10 2 7
Financial assistance provided by WINZ/DWI 5 6 2 €
Sense of choice/self- 2 1 0 3
determination/independence
Working in similar environment fo previous work | 1 2 ¢ 1
Greater seif-esteem 1 1 2 0
Something fo get up for 1 1 1 1
Have goals/objectives/motivation 1 1 1 2
Reliable transport 1 1 1 0
Peoplefadult contact 1 i 1 1
Work close to home 1 1 0 2
Chifdren old enough to be independent 1 1 ¢ 1
Desire to work 1 0 1 2
Financial assistance provided by other 1 0 1 1
organisations®
Suitable qualificationsitraining 1 0 1 1
Don't know 2 3 0 1

Base: Those stating they have found it easy to stay in work since leaving the DPB, or at least some aspects have been easy.
Note: Multiple responses to this question encouraged. Consequently the columns may total more than 100%.

Significant differences are reported at the 95% confidence interval.

SOURCE: Survey of sole parents who left the benefit for employment, 2001

In the qualitative outcomes project it was found that both Maori and Pacific Peoples had particular
difficulties sustaining employment. For Mzori this was associated with the casualised nature of the work
available, but also with 2 range of other pressures. These included poor and uncertain housing, anxiety
about the safety and security of their children, and, in some cases, apparent alienation and a lack of
connection to paid employment norms and activities: “It's the holidays that are the problem because I
can't afford a sitter. My mum helps out. But I can’t always use her. So this week, for example, I've taken
the week off" (Maori DPB 7-13 yrs, Qualitative Outcomes Study, 2001)

-

-
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"My family helps out but I cannot get [childcare] costs paid to family members and the childcare
services are 100 far away from school.” (Maori DPB 0-5 yrs, Qualitative Outcomes Study, 2001)

For Pacific Peoples, anxieties revolved around care of their children, and in some cases, of other family
members. Problems of self-esteem were particularly apparent among Pacific women: "Their grandmother
is at home for before and afier school. I make time during holidays to spend time with the Kds. Either me
or husband stays home when kids are sick.” (Pacific DPB 0-5 ys, Qualitative Qutcomes Study, 2001}

"No I'm not looking for a job — lack of self-esteem I guess, not kmowing what I want to do from
here on. Happy to be at home ...Stll waiting for one more operation, hopefully soon and I will
work out what I can do.” (Pacific DPB 7-13 yrs, Qualitative Qutcomes Study, 2001)

7.4 Summary - sustainability of employment

Gaining full-time employment did not necessarily mean retaining full-time employment for DPB
recipients. Ball and Wilson (2000) found that just over 50% of DPB recipients, from the 1993 cohort of
those entering the DPB who moved off the benefit and into employment, returned to the benefit within 2.5
years. Analysis of the cohort indicated that the age of children appeared to be an important factor in
influencing long-term or repeated benefit receipt. Having a youngest child aged under seven years
substantially increased the probability of a long total duration on the benefit.

The present evaluation and monitoring strategy sought to identify key factors that assist sole parents to
stay in both part-time and full-time employment and the barriers that hinder retention of employment.

Flexible and appropriate labour market opportunity was a key factor assisting sole parents' retention of
employment. Sole parents with school-aged children require employment which they can easily get to,
and which allows them to work within school hours. Additionally, employment hours need to be flexible
so that they can care for their children when sick; and, for some, in school holidays where holiday
programmes are not accessible or affordable.

Other factors associated with sole parents staying in employment, particularly full-time, were:

» 2 belief they were financially better off

¢ 2 belief that employment was having an overall positive effect on their family
o having heightened self-esteem from the move to employment

s having interesting and rewarding employment.

One of the most significant barriers for sole parents' retention of employment (part-time and full-time}
was childcare, The affordability and access to childcare was cited repeatedly as a primary issue impacting
on the sustainability of paid employment for those with youngest children under age 14. Childcare was
also an issue for sole parents with older children, but was mest prohibitive for the younger age groups due
to their age and the legal requirermnent for children under the age of 14 not to be left unsupervised.

Low wages were a further barrier, and particularly crucial for those moving into full-time employment
and off the benefit. There were often significant additional expenses in taking on work, which were, for
many, not offset by an improved income. This was compounded by the requirement to pay off debt when
leaving the DPB and WB. Low-paid employment was generally not sustainable in the long term for sole
parents,

Many of the M#on and Pacific Peoples in the Qualitative Outcomes Study had particular difficulties
sustaining employment. For Maori, this was associated with the casualised nature of the work available,
but also due to a range of other pressures including poor and uncertain housing, anxiety about the safety
and security of their children, and in some cases apparent alienation and a lack of connection to paid
employment norms and activities. For Pacific Peoples anxieties revolved around care of their children
and, in some cases, care of other family members.
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7.4.1 Implications

The evaluation and monitoring strategy explored factors affecting the retention and sustainability of
employment. The findings raised the following implications:

¢ the evaluation and monitoring strategy research supports the need for sole parents to be assisted to
establish themselves in employment in a sustainable way. Sustainable employment was that which
provided hours that allowed sole parents to manage their family responsibilities, covered additional
costs associated with employment (e.g. childcare, transport) and provided medium- to long-term
certainty of income. The impact of churning on and off the benefit was discussed within this
evaluation, and numeric evidence, which outlines the extent of this churning, has been included.
Areas that the Government could focus on for improving employment retention may include:

- letting sole parents know about their entitlements and assistance measures before difficulties
arise and then supporting access to those entitlements/assistance which will give sole parents
the best opportunity to retain their employment (including measures designed to assist sole
parents' transition from the DPB to employment; access to Community Services cards;
agsistance from the IRD)

- the development and support of more childcare facilities, catering to a diversity of working
hours

- further research to better understand the types of education and training that are most likely to
lead to sustainable employment for sole parents.
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8. Qutcomes for children and families

An underlying assumption behind the DPB reforms was that the well-being of children brought up in sole
parent familics would be enhanced by greater attachment of their parent to the labour force, the theory
being that if family income increases, children will benefit.

One of the objectives of the evaluation strategy was to examine the effects of the DPB and WB reforms
on the families and children of sole parent beneficiaries. However, determining the direct and indirect
impacts on children's well-being is a difficult issue (Wilson et al, 1995).

This section therefore relies on qualitative information from three evaluations that together examine the
effects of sole parents being in paid work on their children and families. Readers should note that the
findings rely on the perspectives of parents and DWI staff, as it was not considered feasible or appropriate
to interview children or families about their views or experiences.

8.1 Context in which the effects of the reforms on children and families occur

To understand how the reforms have impacted on children and families, it is useful to provide some
context surrounding why sole parents applied to receive the benefit in the first place.

The qualitative outcomes research revealed that, while it is true that most of those that take up the DPB or
WB have lost their partners, the circumstances that actually precipitated application for a benefit may
include one, or a combination, of:

¢ anacute or chronic cash crisis after living off savings or insurance, other family members or low-paid
work

» loss of paid employment and redundancy
* exit from, or inability to take up, paid work because of childcare obligations

e exit from, or inability to take up, paid employment because of illness: "Very shaky relationship — he
was mentally ill, tried to commit suicide. Couldn't cope with the responsibilities of kids. No other
source of income except 13 hours a week teacher aiding.” (Other DPB 7-13 yrs, Qualitative Outcomes
Study, 2001)

"I was working three days a week and could not afford to keep household costs so I applied for a benefit."

{Miori DPB 7-13 yrs, Qualitative Outcomes Study, 2001)

“The cupboard was bare. Should have gone on the DPB when the marriage broke up in 1996, then I would
have been able to make sensible decisions and wouldn't have lost the house. But never considered the
DPB as an option — didn’t want to go on it ... [I] was in a bad way, went to Income Support when the
marriage broke up, said wasn’t coping and they gave [me] the Accommodation Supplement. They should
have suggested go on the DPB at that time but the advice wasn’t forthcoming." (Other Non-DPB
Employed 14+ yrs, Qualitative Outcomes Study, 2001)

"Husband died. Had some savings [so no DPB]. Went to Australia for four months' holiday to use some of
the money up and for my son [who] was very upset at his father’s death. Came back went on WB." (Other
WB Employed 14+, Qualitative Qutcomes Study, 2001)

The qualitative oufcomes research noted that unpartnered pregnancy was cited by only a very small
minority of the participants as a reason for DPB and WB take-up.

For some, the crisis generated by the separation or death of a partner also prompted the participants to pull
out of paid work as well. The qualitative outcomes research found that 11 of the 60 participants exited
paid employment around the same time that they took up the DPB and WB.

Many of the participants in the Qualitative Outcomes Study reported that they delayed applying for 2
benefit until they were unable to provide food for their families or pay basic bills such as electricity,
mortgages or rents, A number of participants reported that they had gone into debt.
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The Qualitative Outcomes Study found that most took up the DPB unwillingly. Both those who ended up
on the DPB and those who received the WB were very aware of a strong social stigma against
beneficiaries but put this aside when they applied because of what they believed were their children's
needs. They were hesitant to pass childcare over to strangers or indeed to other extended family members
for extended periods. Participants saw their children as already disadvantaged by the loss of one parent.
That sense of stigmatisation and the tension between what they saw as their self-respect and the needs of
their children was perhaps somewhat less severe among the widowed than those who faced marital
breakdown or the breakdown of de facto relationships.

Among the latter, many felt that they had been the victims of their partners' desertion, violence or
inadequacy. They felt that they were often "blamed” for splitting families and becoming dependent on the
state. Yet for many of the participants the other options of staying within the marriage (not an option for
those who were deserted) or leaving their children without adequate care while in full-time employment
(if employment was available) would be irresponsible choices detrimental to their children’s well-being.

Very few of the participants in the Qualitative Outcomes Study saw the DPB and WB as providing an
adequate standard of living. A number of participants sought assistance from extended family. In
particular, parents — the grandparents of their children — were typified as providing some of the "added
extras" for the children that the benefit recipients themselves were unable to afford.

Many of the participants in the Qualitative Outcomes Study felt that being on the DPB and WB was
damaging to their own self-esteem and, in some cases, to the psychological well-being of their children.
Four factors were cited by participants as contributing to those problems:

social stigmatisation

detachment from social networks and reciprocal relationships

feelings of guilt and powerlessness, particularly in providing materially for their children
distress at their living environment.

However, the experience of the DPB and WB was not entirely negative. Many of the participants believed
that the DPB or WB was crucial to stabilising their own and their children’s lives. Most participants
emphasised that they were on the DPB or WB for the sake of their children. Nevertheless, many
participants did fear that an extended period on 2 benefit would expose their children to long-term
disadvantage.

Likewise, the impacts of a sole parent moving into employment are difficult to categorise definitively into
positive or negative impacts — particularly as negative changes can sometimes be overcome through the
substantial positive effects of the family moving out of poverty (Wilson et al, 1995).

8.2 Benefits for children of sole parents of the DPB and WB reforms

The greatest proportion of respondents in the survey of those who had left the benefit for employment
found the move from the DPB into paid work had been a positive experience.

Findings across the evaluations suggest that participants saw two major benefits for children as a result of
their moving into paid work. The first was increased disposable income for the family and the second was
the positive role modelling they can provide for their children. For example, almost two-thirds {64%) of
participants in the survey of sole parents who left the benefit described themselves as financially better off
as a result of moving into work, while only 16% described themselves as financially worse off (

-~
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Table 67 earlier). Refer also to Table 79 earlier which outlines the benefits sole parents identified from
being in employment and off the benefit,

Likewise, parents in the PPS study reported they were now able to provide their children with small treats:
"My confidence and self-esteem has improved — me working is good for my children to see. It's about
having a job that suits me and we have choices.” (M3ori employed 0-5 yrs, Qualitative Outcomes Study,
2001)

This finding is supported by a synthesis of five large-scale studies that examined the effects on children of
different employment-based welfare and antipoverty programme (Morris et al, 2001). This literature
suggests that children benefited most where programme included eamnings supplements, which increased
both parental employment and income. The benefits to children included higher school achievement,
reduction of behavioural problems, increased positive social behaviour and/or improved children's overall
health,

Other studies have shown that where parents enter employment, but experience little increase in income,
there appears to be no positive effect for the family to balance the potential harmful impacts (Federman et
al, 1996; Wilson et al, 1995).

8.2.1 Effects of the DPB and WB reforms on the children of sole parents by age of
youngest child

Respondents with a youngest child aged 14 years or over were more likely to rate the overall effect on the
family as positive (46%, compared with 40% of respondents with a youngest child 7-13 years, and 36% of
those with a youngest child under seven years of age). This is most likely related to teenage children being
more independent and less demanding and parents consequently feeling less anxiety about being in paid
work. However, DW1 staff noted that some teenage children require just as much, if not more, supervision
than younger children.

Respondents with a youngest child aged under 14 years of age were more likely to describe the overall
effect on their family of moving from the DPB as having both positive and negative aspects (31% and
27%, compared with 21% of those with a youngest child aged 14 years or over).

8.2.2 Effects of the DPB and WB reforms on the children of sole parents by ethnicity

The survey of sole parents who left the benefit for employment showed that M#ori respondents were
significantly more likely to rate the effect on the family as very positive (32%) than Pacific Peoples (19%)
and Other respondents (16%). This finding, however, was not noted in any of the other evaluation work.

It was not clear why Maor (and those living in South Auckland) were more likely to report they were a
lot better off once they moved into employment. However, it may reflect the comparatively worse
financial situation of these respondents prior to moving off the benefit — making any increase in income
more noticeable. The Qualitative Outcomes Study found that Mzori participanis appeared to be
experiencing the most unsafe and fluid living environments, mcluding poor, insecure and crowded
housing and unsafe neighbourhoods. Alternatively, for Mori, it may reflect lower childcare costs brought
about by the higher use of family for childcare.

8.3 Detrimental effects for children of sole parents of the DPB and WB reforms

8.3.1 Children have less time with their parents

Across the evaluation and monitoring strategy projects, the most frequently cited problem for parents in
full time employment was the enormous pressure on their time.

Of the participants in the survey of sole parents who left the benefit for employment, 46% commented that
they had less time to spend with children and 22% said they had less opportunity to be involved in
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children’s activities. These were most frequently mentioned by respondents with children under 14 years
of age (Table 87).

Table 87: Drawbacks of leaving the DPB for work (%) - (by age of youngest chiid)

Total Chiid <6 Years Child 7-13 Child 14+
Sample {n=342} A Years (n=471) Years (n=203)
(n=1,016) B c i
Less fime to spend with children 48 54 1BC 46 1C 2
Less opportunity fo be involved with children's | 22 237C 251C 9 l
aclivities
More concemiworry about well-being of children 13 121¢C 16 1C 4 '
Lower household income/less money 13 12 14 10
Stress/exhaustionhealth problems 11 12 10 12 '
Difficulties arranging childcare 8 9te 101C 3
High cost of childcare 5 stC 51C 0 '
Delay between coming off DPB and receiving first | 4 4 4 3
pay
Relative uncertainty of labour/job market 4 3 5 6
Cost/difficulties getting to and from work 4 2 5TA 3
Losing the DWI safety net (e.g. regular benefit | 3 1 3 5
paymenf}
Can't take fime off for iliness/no sick or holiday pay | 2 3 2 2
Can't work enough hours 1 1 1 6 TAB
Maintaining home/doing chores 1 1 1 1
No spare fime 1 1 1 1
Early start ime 1 1 1 1
Long hours o 1 1 1 1
Time taken to recetve Family Supporthassies with | 1 1 1 2
IRD
Loss of financial security 1 1 0 1
Loss of ﬁnandal subsidies ' 1 1 0 2
Unsuitable hours 1 0 i 2
Too much variation in income 1 it 1 0
" No prospects for development/promotion 1 0 0 3 TAB
Paying off debts 1 0 0 1
Don't know _ 1 0 1 0
Nothing — no drawbacks 3 27 30 46 TAB

Base: All respondents.
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Note: Muliiple responses fo this question encouraged. Consequently the columns may fotal more than 100%. Significant
differences are reporied at the $5% confidence interval. Table lists those reasons mentionsed by five or more respondents.
SOURCE: Survey of sole parents who left the benefit for employment, 2001

While this finding cannot be atiributed necessarily to the DPB and WB reforms, it does highlight the
difficulties faced by a sole parent who wishes to balance employment with the needs of their children.

The findings suggest that this time pressure is of particular concern to parents with young children.
Respondents with the youngest child 13 or under were significantly more likely to mention:

* having less opportunity to be involved in children's activities (23% and 25% compared with 9% of
those with the youngest child 14 and over)

* more concern/worry about the well-being of children (12% and 16% compared with 4% of those with
the voungest child 14 and over).

By contrast, respondents with older children tend to be more focused on job-related drawbacks —
particularly not being able to work enough hours (6%, compared with 1% of respondents with children 13
years and under), and a lack of prospects (3%, compared with no respondents with children 13 years and
under) (Table 87).

Some participants in the evaluation of Post-Placement Support reported being too tired to prepare school
lunches for children. They either gave children money for lunch or included packaged foods in their lunch
boxes.

One father in the PPS study reported that he could go several days without seeing his children, as shift
work and unstable hours meant that he was asleep while his children were at school and by the time they
got home he was back at work,

These findings are supported by the international literature on sole parents in paid work. Presser and Cox
(1997) found that work outside the home restricts time for nurturing, counselling, talking, checking
homework, cleaning, shopping, cooking, sewing, meeting teachers, and caring for children when they are
ill. Presser and Cox (1977} concluded that sole parents' loss of home time directly injures children's
welfare, Mink (1998) identified working outside the home as compromising a sole parent’s ability to
attend to children's schedules and needs, thus impairing their capacity to meet their personal
responsibilities as parents.

Indirect effects of parental employment, while being more numerous, are less clear in their implications.
The primary effect noted is increased stress for the parent and in the home in general {Wilson, 1995;
Wilson et al, 1995). In particular, parents who are working experience a type of stress authors have termed
"role strain" — the conflict between competing roles as a2 wage earner, whose priorities lie outside the
home, and 2 caregiver, whose priorities are in the home (Harris, 1993; Harris, 1996; Schein, 1995; Wilson
et al, 1995). The effects of increased stress for the parent vary, but have been documented as changing
parent/child interactions as the parent becomes less responsive to the child's needs (Longfellow,
Zelkowitz & Saunders, 1982), In efforts to manage the household, sole parents, when they start working
outside the home, often demand increased support and assistance from the children around the house,
while they themselves have less time to help the children with the same duties (Wilson et al, 1995).

8.3.2 Children left at home unsupervised

Participants in both the Qualitative Outcomes Study and the PPS evaluations raised childcare as the
biggest issue in managing the interface between work, education or training and family responsibilities. It
was not uncommon, despite efforts to maintain childcare arrangements, for participants to sometimes
leave children unsupervised. Parents acknowledged that they sometimes had left older children (but under
the age of 14} at home alone. Additionally, older siblings in some households were required to care for
YOUunger ones.

The Qualitative Qutcomes Study also commented on participants’ taking work outside standard hours
because it was the only work available. In these cases, there was heavy reliance on other family members
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for childcare. When these care arrangements broke down, then children were sometimes left at home,
unsupervised.

Respondents, including sole parents and Case Managers, also had concems about teenage children (14
years plus) being left on their own while their parent worked. In the Qualitative Outcomes Study many
sole parents regarded this age group as more demanding and more difficult to fit in with paid work, than
the 7-13 age group. Case Managers also commented on the lack of OSCAR programmes for children aged
14 years or older, and the general resistance of older children to attending "kiddies” programmes where
they exist: "Sometimes it's the big kids who are more of a problem than the little ones. They're more likely
to get into trouble...” (Interviews with Case Managers, 2001)

One sole parent summed up some of the ambiguities of full-time work for them. "Paid work has given me
more self esteem — I've got some choice about what I'm doing — when you're on the benefit you've got no
say. But I get very tired. It definitely affects the children because of the long hours — I had a lot of trouble
with my daughter when I was working long hours. If kids are going to go off the rails they're going 1o do it
at 14. It was scary — the 14-plus requirement did get more off. But the kids definitely suffer if you're not
there for them at that age. It's been really difficult working full-time — not being there to listen about your
children'’s day, cook meals, do the housework.” (Other Employed 14 + yrs, Qualitative Outcomes Study,
2001)

8.3.3 Concern about children’s behaviour or health

A number of the evaluations reported that some parents were leaving employment to provide their
children with more care and support. The qualitative outcomes evaluation reported that parents in those
situations were particularly concemned about their children's behaviour and school performance: "They
[the children] were proud of Mum's job, but it was long hours (especially weekends and nights — I was
massaging, kitchen working and housekeeping) and my son became very hyperactive and naughty. The
kids didn't know where they were. Too much work and too crazy. Lots of travel, seven days a week — the
kids became stressed out. I had to find the limits. I find others do the kitchen work and housekeeping.”
{Other, 0-5 years, Qualitative Outcomes Study, 2001)

In the survey of sole parents who left the benefit for employment, 29% expressed that they had some
difficulties associated with staying in paid work because of a lack of time to spend with their children.
Nineteen percent of respondents said they had experienced difficulties with children such as misbehaviour
or iliness (Table 85 earlier).

Some parents in the PPS evaluation reported that their children became more demanding than they had
ever been, wanting more of their parent's attention and becoming fractious when the parent was too tired
to pay the usual attention. The PPS evaluation noted that this more demanding behaviour often sparked
off a cross reaction from an already tired parent who was also missing having time both for themselves
and for their children, and feeling gnjlty about that situation. While this is a universal issue for parents in
general, it is likely to be compounded for sole parents because of their sole status.

Some parents in the PPS evalnation reported that their children became sick with vague complaints that
did not require medical attention but did require a parent's attention and absence from work. For example,
a Samoan woman aged 37 with two daughters aged 15 and 9 stated: "She spoke about how her kids played
up when she went back to work and how they were missing buses, turning up to school late etc because
she was no longer able to drop them off at school like she used to when she was on DPB. Their grades
were falling because she was now foo tired to help with their homework.” (PPS evaluation)

8.4 Summary - outcomes for children and families

It was not possible to determine the direct {or even indirect) impacts of the reforms on children and
families. Instead the evaluation and monitoring strategy focused on the impact of sole parents moving into
full time employment on their children and their families. The Qualitative Qutcomes Study found that sole
parents believed that their participation in employment would improve the life chances of their children.
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In the evaluation and monitoring strategy there was an assumption that income was an important indicator
of well-being for the children and families of sole parents. It was anticipated that increased earnings
would come from employment. As section Oindicated, earnings for most sole parents who left the benefit
for employment improved compared to their income on the benefit. Three in five respondents (60%) in
the survey of sole parents who left the benefit for employment stated that, since moving from the DPB
into paid work, the overall effect on their family had been positive or very positive. By contrast, 4%
described the impact on their family as negative or very negative.

There were indications that there were only marginal, if any, increases in earnings for those participating
in part-time employment. However, the Qualitative Outcomes Study noted that part-time employment was
one way in which sole parents were able to deal with their family responsibilities.

Where there had been an increase in family income due to employment, there appeared to be two main
positive effects for families. The first was that the parent was able to provide extras for children, such as
holidays. The second was that parents felt they were providing a positive role model for their child/ren.
Sole parents also reported that they had improved self-esteem after entering employment and a greater
sense of freedom (e.g. less tied to DWI and the requirements associated with receiving a benefit).

However, sole parents in employment, especially those in full-time employment, were continually seeking
to manage the tension and requirements of home and work. They alsc recognised that the costs of paid
work may exceed the benefits. They were constantly concerned that the delicate network of supports ~
families, neighbours and employers — that allowed them to continue working could be broken through
events largely outside of their control {e.g. deterioration in their own, their children's or their supporters’
health, changes in the employment market, or a change in the cost of living). Their circumstances were
fragile and their resources to deal with changes in these ¢circumstances were limited.

Leaving younger children in the care of older siblings was frequently reported as an outcome of
employment take-up. The Qualitative Qutcomes Study found that some sole parents who had moved into
employment were leaving children under the age of 14 at home unsupervised, which is illegal. Many
participants felt that the 14+ age group also needed a parent to be there for them or needed adult
supervision. Sole parents reported increased levels of fatigue juggling employment with family
responsibilities.

The Qualitative Outcomes Study found that, for some participants, moving into employment created
additional stress in the family, as the parent was not able to spend as much time with their children. This
was especially so for those in full-time employment. Concern that their children's emotional, social and
educational well-being was suffering, along with insufficient income to care for their children, was a key
reason why people applied for, stayed on, and returned to the benefit.

8.4.1 Implications arising from outcomes for children and families

The evaluation and monitoring strategy examined outcomes for families and children following the
movement of DPB and WB recipients into employment. The findings from this work raised the following
implications:

¢ family circumstances were core to sole parents' moving inte employment. However their
circumstances were fragile and their resources to deal with changes in these circumstances (e.g.
failure in childcare, health issues, job changes) were limited. This has implications for the type of
assistance available to support sole parents when those circumstances deteriorate or alter

* some sole parents with a youngest child aged 14+ years were concemned about the behaviour of their
children if they were in full-time employment or obligated to find full-time employment. However, it
was unclear what the size of this problem was. This is an issue that could be explored in future
research and has implications for tying work test obligations to the age of youngest child

¢ there was some evidence of older siblings being left to care for younger siblings while their parent
was in employment. This raises a number of issues {e.g. safety of care; effect on older children who
may be spending long hours undertaking such work; the appropriateness of the sole parent's
employment; the availability of childcare). Further exploration of this issue is required to gain an
understanding of the extent of the problem.
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9. Impact of the reciprocal obligations on the behaviour of DPB
and WB recipients

9.1 Case Manager's perceptions of the impact on the behaviour of DPB and WB
recipients

Case Managers said that there were noticeable differences in terms of attitude between DPB and WB
recipients who had been on a benefit for many years and those recipients that had been in receipt for a
short period of time. Case Managers believed that recipients who had received a benefit for 2 short time
were more likely to look for paid employment when their youngest child reached the prescribed age set
down in the reforms than longer-term recipients. Case Managers stated that longer-term recipients tended
to be more resistant to looking for work.

Interviews with Case Managers revealed that over time, however, DPB and WB recipients had become
more aware and accepting of the requirement to Jook for part-time and eventually full-time paid work:
"There is strong feelings amongst most of our women clients who want to ‘hop off' the DPB because of the
stigma...even though some of them are worse off financially when they undertake full-time work.”

As stated previously, Case Managers rarely if ever enforce the full range of sanctions of the work test
regime. However, Case Managers interviewed liked that work test process as it gave them the ability to
positively coerce recipients into actively looking for paid employment and/or at training options.

9.2 DPB and WB recipients’ views on how the reciprocal obligations affected
their behaviour

9.2.1 Perceived effects of the reforms on the behaviour of those with a youngest child
under six years

The survey of sole parents who left the benefit for employment revealed that more than four in five
respondents with a youngest child under six years of age, and aware of the requirement to meet with the
Case Manager (83%), stated that the reforms had no effect on how they felt or what they did with respect
to finding work. However, 5% stated that they started to undertake some form of education or training,
and 4% stated that they started looking for full-time work. Four percent of respondents commented that
the policy change placed considerable pressure on them (Table 88).

Results by ethnicity show that Maori respondents were significantly more likely to state that they started
undertaking education or training as a result of the policy change (12%) than Other respondents (3%)
(Table 88). -

Respondents in the qualitative outcomes research generally supported planning to enter the labour market,
although some who experienced the planning session required of those who have children under six it
found it a waste of time.

Refer to section 4.3.2.2 — subheading DPB and WB recipients’ awareness of the DPB reforms.

— d - - m
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Tabie 88: Effect of reforms on those aware of them {%)

Regular meetings with Case Manager {youngest child < 6 years) - (by ethnicity)

Total Sample  Maorl Pacific  Peoples Other
{n=10}B

{n=176} {n=50} A (n=116} C
No effect 83 i 83 85
Started undertaking educationftraining 5 121C 0 3
Started lnoking for full-time work 4 4 7 3
Put considerable pressure on me 4 2 ] 5
Made me wored/strassed 3 3 0 3
Got fult-ime work 1 2 0 1
Provided motivation 1 2 Y 0
Started looking for pari-time work 1 0 0] 2
Put considerable pressure on family R 0 0 2
Feli obligated to look for work i 0 0 2
Don't know 0 ] 0 8

Base: Those respondents with youngest child aged under six years and aware of DPB reforms,

Note: Mulfiple responses fo this question encouraged. Consequently the columns may total more than 100%. Significant
differences are reported at the 95% confidence inferval. Sample sizes for Maori and Pacific Peoples are small - consequenty,
results for these groups should be considered indicative only. Table lists those effects mentioned by five or more respondents.
SQURCE: Survey of sole parents who lefi the benefit for employment 2001

8.2.2 Perceived effects of the reforms on the behaviour of those with a youngest chiid
7-13 years

The survey of sole parents who left the benefit for employment found that 75% of respondents with a
youngest child aged between 6 and 13 years of age, and aware of the requirement to look for part-time
work (75%}), stated that the reforms had no effect on how they felt or what they did with respect to finding
work, Six percent stated that they started to undertake some form of education or training, while 5%
stated that they started looking for part-time work. Six percent of respondents commented that the pelicy
change placed considerable pressure on them (Table 89).
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Table 89: Effect of reforms on those aware of them (%) for finding part-time work (youngest child ¢
- 13 years) - (by ethnicity)

Total Sample Miorl Pacific  Paoples Other
{412} {=116) & {me16) B {n=286]C
No effect 75 72 59 7
Started undertaking § g § 5
education/training
Put considerable pressure on me 6 § 19 6
Started iooking for part-fime work 5 B _ 4 4
Got part-time work 4 sfc 0 3
Started looking for full-ime work 4 4 10 4
Made me worried/stressed 4 4 5 3
Put considerable pressure on family | 2 3 3 2
Got full-time work 2 2 0 2
Provided motivation 1 3TC 4 0
Forced to take unsuitable job 1 1 0 1
Chose a new career 1 1 0 i
Don't know 1 0 0 1

Base: Those respondents with youngest child aged & — 13 years and aware of DPB reforms.

Note: Multiple responses to this question encouraged. Consequently the columns may total more than 100%. Significant
differences are reported at the 95% confidence interval. Sample size for Pacific Peoples is small — consequently, results for this
group shouid be considered indicative only. Table lists those effects mentioned by five or mere respondents.

SOURCE: Survey of sole parents who left the benefit for employment, 2001

Results by ethnicity show that Miori respondents were significantly more likely to state that they got part-
time work as a result of the policy change (8%) than Other respondents (3%). MZori respondents were
also more likely to state that the requirement to find part-time work provided them with moftivation (3%)
than Other respondents (0%) (Table 89).

8.2.3 Perceived effects of the reforms on the behaviour of those with a youngest child
14+ years

In the survey of sole parents who left the benefit for employment, 58% of respondents with the youngest
child aged 14 years of age or over, and aware of the requirement to look for full-time work, stated that the
reform had no effect on how they felt or what they did with respect to finding work. Ten percent of
respondents stated that they started looking for full-time work, while 6% stated that the change
encouraged them to undertake some form of education or training. Pressure caused by policy changes
was also evident among this group with 15% stating that the change put considerable pressure on them,
and a further 7% commenting that the change was worrying and stressful (Table 90). There are no
statistically significant differences by ethmicity. This may be due to small sample sizes.
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Tabie 90: Effect of reforms on those aware of them (%) for finding full-time work (youngest child
14 years and over} - (by ethnicity)

Total Sample (n=134) M3orl (n=28) A Other (=104} C
No effect 58 66 55
Put considerable pressure on me 15 5 18
Started looking for full-ime work 10 18 8
Made me worried/strassed 7 7 7
Started undertaking education/iraining | 6 5 7
Got part-time work 5 8 4
Got full-ime work 4 2 5
Started looking for part-ime work 3 0 3
Provided metivation 2 2 1
Got casual work 1 3 1
Put considerabie pressure on family 1 0 2
Moved back into workforce 1 ¥ 1
Had to leave enjoyable part-time job 1 C 1
Don't know 0 1

Base: Those respendents with youngest child aged 14 years and over, and aware of DPB reforms.

Note: Multipie responses fo this question encouraged. Consequently the columns may total more than 100%.

Significant differences are reported at the 95% confidence interval. Sample sizes for Maeri are small ~ consequently, results for
this group should be considered indicative only. Table fists those effects mentioned by five or more respondents, The number of
Pacific Peoples with a youngest child 14+ years who felt the reforms had had some effect on them was very small (only two
pecple).
SOURCE: Survey of sole parents wha left the benefit for employment, 2001

9.3 Measures to assist sole parents' entry to, and retention of, employment

The facilitative measures introduced as part of the DPB and WB reforms included:

increased funding for facilitative measures:

to cope with increased demand for existing support {e.g. case management and job search
assistance)

for new initiatives (e.g. a post-placement support pilot, and enhanced assisted job search
measures)

measures which were intended to provide fimancial incentives, or address disincentives, for sole
parents to work. These measures included:

during the initia] transition to work, access to an employment transition grant (to cover any
loss of income due to lack of paid sick leave during the first six months), and a 91-day
period (after cancellation/suspension of benefit) where debt repayment is frozen

changes to the Child Support Act to allow access to the payment record of non-custodial
parents (alerting custodial parents to the potential amount they could receive directly once
off benefit)

increased child-care assistance e.g. a cash subsidy (up to $1.80 per hour for children aged 5
to 13 attending an approved cut-of-school care {(OSCAR) programme) and establishment
funding for out-of-school care services in low-income communities.
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9.3.1 Outcomes of OSCAR subsidy for parents and providers
The Government's policy intent of the OSCAR subsidy was to:

o assist low-income caregivers fo enter and remain in employment and training

» reduce the financial disincentives of parents of low-income families to move into paid employment
due to childcare costs

e improve access to childcare through making childcare more affordable

s improve access to childcare for caregivers who otherwise might not be in a position to look for work.

The Government also intended to contribute to the expansion and sustainability of OSCAR services by
providing low-income parents with a capacity to pay fees.

9.3.1.1 Patterns of OSCAR Subsidy take-up

The take-up of the OSCAR subsidy during the first year of operation was considerably lower than that
envisaged by the Government when it extended childcare payments to cover OSCAR services. According
to figures supplied by DWI, only 1,130 parents were reported as receiving the OSCAR subsidy for one or
more of their children in May 2000. By Febrnary 2001 that number had decreased slightly to 1,093.

The services used by parents who had accessed the OSCAR subsidy at some point between November
2000 and mid-November 2001 ranged widely with after-school care and holiday care being most in
demand.

Despite the low take-up of the OSCAR subsidy, over a third of the parent respondents to the OSCAR
Parent Survey reported that they did not use OSCAR services prior to taking up the OSCAR subsidy.

9.3.1.2 Employment outcomes

Taking up the OSCAR subsidy does appear to be associated with an increase in paid employment
participation. Three-quarters of the respondents to the OSCAR Parent Survey reported that they were in
paid employment at the time of surveying.

However, only slightly more than half the respondents reported being in employment prior to receiving
the OSCAR subsidy. A slightly higher proportion of benefit recipients currently in paid employment had
entered it at the receipt of an OSCAR subsidy than the proportion of the non-beneficiary recipients
currenily in paid employment (Table 91}.

Table 91: In-work OSCAR parents’ benefit status by employment take-up’®'

in Paid employment before | OSCAR Parent Beneficiaries QSCAR Parent Non-Beneficiaries
OSCAR Subsidy FParents % Parsnts Parents % Parenls

Yes 449 70 207 77

No 193 30 62 23

Total 842> 100 269 100

*43 missing cases ™ 4 missing cases.
SOURCE: OSCAR subsidy evaluation, 2001

Of the 656 respondents to the OSCAR Parent Survey who were in paid employment prior to taking up the
OSCAR subsidy, over a quarter (184 respondents) reported that the OSCAR Subsidy did allow them to
increase their work hours. This association was particularly pronounced among the beneficiary recipients
of the OSCAR subsidy (Table 52).

12! The OSCAR Parent Survey included all parents registered with DW1 as being in receipt of an OSCAR Subsidy at some time
between 20 November 2000 and 16 February 2001,
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Table 92: OSCAR parents’ benefit status by increase In work hours (OSCAR Parent Survey)'®
Increased Work Hours due to | OSCAR Paren{Bensficiaries  OSCAR Parent Non-Bensficlaries
Subsidy Parants % Parenls Parsnts % Parsnis
Yes 138 K 46 22
No 30 68 162 78
Total 448> 100 208" 100

*14 missing cases ** 3 missing cases.
SOURCE: OSCAR subsldy evaluation, 2001

9.3.1.3 Training outcomes

Just over a third of the respondents to the OSCAR Parent Survey reported that they were in education or
training. Involvement in education and training was more pronounced among the beneficiary recipients of
the OSCAR subsidy compared to the non-beneficiary recipients of the OSCAR subsidy (Table 93). .

Table 9;‘3;3 OSCAR parents’ benefit status by involvement in education/training (OSCAR Parent
Survey)

involvernent in Education/Training { OSCAR parent beneficiariss OSCAR parent Non-beneficiaries
Parenis % Parenfs Parents % Parents

Yeas 374 40 72 24

No 555 60 23 76

Total 828+ 100 303 100

*3 missing cases ™ 1 missing case.
SOURCE: OSCAR subsidy evaluation, 2001

Twenty-one of the 70 non-beneficiaries in education or fraining reported that the OSCAR Subsidy
allowed them to increase their hours in training. Over two thirds'** of beneficiaries in training reported
that the OSCAR Subsidy allowed them to increase their hours in training (Table 94).

Table 94: OSCAR parents’ benefit status by increase in training hours (OSCAR Parent Survey)'®

QOSCAR Parant Beneficiaries  OSCAR Parent Non-Bensficiaries
increased Training Hours due fo | Parents % Parants Farents % Parents
Subsidy
Yes 159 43 21 30
No 208 57 43 70
Total 367 100 70 100

*10 missing cases ™ 3 missing cases.
SOURCE: OSCAR subsidy evaluation, 2001

9.3.1.4 Are OSCAR services affordable with the OSCAR subsidy?

The evaluation of the OSCAR subsidy indicated there was considerable variation in what parents pay for
OSCAR services. Average weekly fees during term time ranged from $2.35 weekly to $360 weekly.
Average weekly holiday fees reported by parents range from $3.60 to 3600 weekly. Almost 10% of the
parents noted that they faced other non-OSCAR childcare costs for children aged 5-14 years - that is,

12 1hid,

123 .
Tbid.

124 That is, 248 of the 367 beneficiary respondents to the OSCAR Parent Survey in education or training.

125 The OSCAR Parent Survey inciuded all parents registered with DWI as being in receipt of an OSCAR subsidy at some time

between 20 November 2000 and 16 February 200].
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child-care costs for this age group not provided by OSCAR providers e.g. babysitters in one's own home
etc. -

The OSCAR subsidy did increase affordability. However, affordability remained a problem for subsidised
parents. Parents reported that they could not use OSCAR services to the extent they would wish:

» almost half of the parents in the OSCAR Parent Survey reported that cost prevented them using
OSCAR more often

e fifty-two percent of the respondents to the OSCAR Parent Survey reported that they could not use
holiday care because of the cost of holiday programmes.

Some parents noted that they had given up work or reduced their work hours because of the cost of
childcare and the low level of the subsidy: “I simply cannot afford to prepay school holiday programmes.”
(OSCAR evaluation, 2001)

"I feel the subsidy I received was too little ... I couldn't continue OSCAR care because I couldn’t afford it
... I got $20 per week when it cost me §120.” (OSCAR evaluation, 2001)

Other parents noted taking their children to workplaces or education and training with them.

Despite parents' criticisms of the level of the OSCAR subsidy, the OSCAR subsidy did make a difference
to the affordability of OSCAR services. Sixty-two percent of the respondents to the OSCAR Parent
Survey reported that they used an OSCAR service because they could afford it since it was subsidised
through the OSCAR subsidy.'?*

Problems accessing the subsidy and the high transaction costs associated with keeping that access,
combined with the low level of the subsidy, had prompted some parents to give up the OSCAR subsidy,
reduce their use of OSCAR services and, in a minority of cases, actually give up training or employment.

9.3.1.5 Provider viability and service sustainability

Those OSCAR providers receiving Development Assistance (DA) had considerable difficulties in relation
to establishing an adequate and stable funding base. However, it must be recognised that those barriers to
viability were not restricted to the DA providers.

Private providers were the most likely to find that parent fees covered their costs. The ability of private
providers to cover their service delivery costs by parent fees reflects their lower exposure to low-income
parents. Private providers participating in the OSCAR Provider Survey were least likely to report that
they:

» had parents receiving OSCAR subsidies
e were exposed to parental debt.

Unpaid fees by parents were a major problem for many providers and forced some providers into
engaging debt coliectors, with many reporting debts ranging up to $4,000 for some providers. Other
providers found thelr parents were persistently in arrears of about a fortnight.

It appears that some OSCAR providers quickly excluded parents who had fee arrears from further service
use. Private providers in particular also reported that unless their market segment was primarily low-
income parents, they actively avoided taking on any parents they believed were likely to need a subsidy to
afford the OSCAR fees.

Providers in predominantly low-income areas also reported that they were concerned whether they could
maintain service delivery over the long term given their limited ability to set fees at levels able to meet

126 T ere is a minimal difference between beneficiary and non-beneficiary recipients of the OSCAR subsidy in this regard. Fifty-

nine percent of non-beneficiary respondents to the OSCAR Parent Survey compared to 53% of beneficiary respondents to the
OSCAR Parent Survey reporting that they used an OSCAR service because they could afford it since it was subsidised through
the OSCAR subsidy.

-
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their operating costs. Many providers suggested that they cross-subsidised from other services to maintain
OSCAR services. The potential for exit by providers meant that parents may have ongoing uncertainty
about access to OSCAR services.

9.3.2 Outcomes and facilitative measures (e.g. DWI employment programmes and
assistance, PPS)

The DPB and WB reforms provided increased funding for DWI to cope with the expected increase in
demand for existing support (e.g. job search and case management) associated with the movement of
more DPB and WB recipients onfo the job seeker register. It was anticipated that reciprocal obligations
would increase the job seeker register by approximately 16%. As Table 95 illustrates, there has been an
increase in the rate at which DPB recipients have received job search assistance and participated in other
DWI employment programmes from January 1998 through until April 2001. It should be noted that this
increase is from a very low base in the year January 1998 to January 1999,

Table 95: DPB participation rate in DWi employment programmes per 1,000 DPB recipients

Rato par 1,000 DPB Reciplonts
DW! Employment Programmes Jan 1998 - Jan 1999 Feb 1989 - Apr 2001
Into Work Support 0.18 ‘ 3.1
Information Services 017 1.65
Job Search 0.18 312
Skills Training 418 9.62
Work Conference 0.82 1.69
Work Experience 3.29 8.16
Paid Employment 1.62 6.56
Total Programme 10.23 308

SOURCE: DW! administrative data, 2001

The increased funding for facilitative measures was also for new initiatives such as the Post-Placement
Support pilot {PPS). PPS was a small pilot service to assist sole parents who are relinquishing their DPB
to move into employment, by providing them with an on-going support service to ease the transition. The
pilot was tmplemented by DWI and commenced in July 1999. It was piloted in four regions: South
Auckland, Hawke's Bay, Wellington and Christchurch. Services were delivered in each region either "in-
house”, by Case Managers, or through "external" contracted community providers, or both. These options
were provided to determine which model of service delivery was most appropriate to the clients.
Participation was voluntary and clients were entitled to support for a period of six months.

It was not possible to explore outcomes for participants in the PPS pilot because the implementation and
on-going operation of the pilot were so flawed.

Refer to section 4.5.2 Implementation issues: Post Placement Support pilot.

8.4 Summary - the impact of the reciprocal obligations and measures

The impact of the reciprocal obligations

Case Managers said that there were noticeable differences in terms of attitude between DPB and WB
recipients who had been on a benefit for many years and those recipients that had been in receipt for a
short period of time. They believed that recipients who had received z benefit for a short time were more
likely than longer-term recipients to look for paid employment when their youngest child reached the
prescribed age set down in the reforms. They also believed that DPB and WB recipients had become more
aware and accepting of the requirement to look for part-time and eventually full-time paid work.
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Amongst DPB recipients who had left the benefit for employment the perceived or reported impact of the
reforms also appeared related to the degree of potential impact on the individual and their family. For
those currently subject to regular meetings with their Case Manager, more than four in five (83%) stated
that this requirement had no effect on how they felt or what they did with respect to finding work.
However, among those required to look for full-time work, only 58% stated that the reforms had no effect
on them.

Reported impacts of the policy reforms are wide-ranging. Of those required to look for full-time work,
15% stated that this put considerable pressure on them, and 7% mentioned worry and stress, the
detrimental impacts being most frequently mentioned by those with more than one child. However, as a
direct result of the policy requirement to find full-time work, 10% started looking for ﬁl]l-nme work and
6% started undertaking work-related training, while 5% moved into part-time work.

Mzori respondents with a youngest child under seven were significantly more likely to state that they
started undertaking education or training as a result of the policy change (12%) than Other respondents
(3%). Mzori respondents subject to the part-time work test were significantly more likely to state that they
got part-time work as a result of the policy change (8%) than Other respondents (3%), and that the
requirernent to find part-time work provided them with motivation (3%) than Other respondents (0%).

The impact of the reciprocal obligations and measures

Under the reforms, measures were introduced which were intended to provide financial incentives, or
address disincentives, for sole parents to work (e.g. increased assistance during the initial transition to
work; changes to the Child Support Act to allow access to the payment record of non-custodial parents;
and increased child-care assistance). Sole parent beneficiaries also became eligible for the full range of
employment programmes and assistance available to other job seekers.

The number of sole parents participating in DWI employment programmes did increase, albeit from a
small base. However, the inconsistent administration of the measures (reported by Case Managers and
experienced by sole parents interviewed) meant that sole parents often did not know about, or had
difficulty accessing, the range of new assistance measures envisaged in the policy. It also meant that it is
not possible to assess how successful the measures could be in mediating the barriers to sole parents
entering and staying in employment.

The OSCAR subsidy to parents and the development assistance to OSCAR providers appeared to have
had limited success. The take-up of the OSCAR subsidy during the first year of operation was
considerably lower than that envisaged, mainly due to implementation issues. However, OSCAR services
were considered valuable to those who used them:

e over a third of the parent respondents to the OSCAR Parent Survey reported that they did not use
OSCAR services prior to taking up the OSCAR subsidy

o OSCAR does appear to be associated with increased participation in employment and education and
training {e.g. participants were able to extend their hours)

e the OSCAR subsidy does increase affordability of childcare although affordability still remains a
problem.

Those OSCAR providers receiving Development Assistance (DA) had considerable difficulties
establishing an adequate and stable funding base for their OSCAR services. However, it must be
recognised that those barriers to viability were not restricted to DA providers.

The results of the evaluation indicate there is value for government in investing in, and supporting,
childcare to assist sole parents to enter and remain in employment. There is a need to address issues such
as the affordability of services and the sustainability of providers in low-income areas, whether through
existing programmes or alternative options.
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Conclusions and implications

The evaluation and monitoring strategy found that sole parents were generally highly motivated to enter
and stay in employment when they couid enter employment that was suitable. There was also evidence to
suggest that the reforms helped create the expectation that, where possible, sole parents should be in
employment once their child/ren are over the age of seven.

Those that did move into employment and off the benefit were more likely to report that they were better
off financially, even though in some cases those benefits took time to accrue.

Economic conditions will have an impact on the availability of employment for sole parent job seekers.
However, the findings suggest a number of implications for policies affecting sole parents' entry to, and
retention of, employment:

» for the successful implementation and on-going operation of future policy initiatives affecting DPB
and WB recipients the following should occur:

-

consideration of the operational feasibility of new policy when it is being developed

a clear translation of the policy from the policy agencies through the operational agency to
DPB and WRB recipients

sufficient resourcing for full and stable implementation and on-going operation to occur

¢ for facilitation of entry into employment key areas to consider are:

access to childcare that is affordable and available at the times and locations required by sole
parents

sole parents’ acquiring post-school education and training as this assists them to move beyond
low-paid jobs that are often not sustainable. This implies a continued need to encourage sole
parents to participate in education and training. However, there is also a need to better
understand what type of education and training is most important in assisting sole parents into
employment

practices that are tailored to meet the needs of Miori and Pacific Peoples

developing a befter understanding of the availability of employment regionally along with the
extent to which there is a mismatch between the jobs available and sole parent job seekers

¢ for the retention of employment by sole parents key areas to consider are:

childcare (as mentioned above)
access to transitional financial support for sole parents moving into employment

access to on-going support from DWI {e.g. supplementary benefits, and other types of grants)
to assist sole parents to maintain stability of income

clear communication to sole parents of their entitlements, and co-ordination between agencies
providing support to sole parents in employment (e.g. IRD and DWT) to assist in reducing the
level of debt some sole parents face

¢ the evaluation indicated there might be some negative effects for children of sole parents moving into
employment. Further information is required on the extent to which:

concerns about the welfare of children aged 14+ prevents sole parents from moving into
employment

children under 14 years are being left at home alone while sole parents are in employment.
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Appendix One

1 Evaluation methods

A number of inter-related projects were developed to address evaluation and monitoring strategy
objectives. The projects included:

* a shorter-term Qualitative Qutcomes Study

» 2 national survey of sole parents who left the benefit for employment

¢ alimited evaluation of the Post-Placement Support pilot

¢ evaluations of the OSCAR subsidy and OSCAR Development Assistance
e 3 limited evaluation of the implementation of the DPB and WB reforms

+ an analysis of DWI administrative data.

The methods of data collection are listed below. Full copies of the reports are listed in Appendix Four.

1.1 Qualitative outcome evaluation method

Data was gathered by way of two phases of in-depth interviews approximately one year apart. It was
intended that those interviews would be with:

* DPB and WB recipients who were either in employment or not employed
¢ people who had received the DPB and WB at the time of the reforms.

The case framework for selecting interviewees was determined by the following criteria:

e ethnicity (M3ori, Pacific Peoples and Other/European) — this was driven by the need to obtain
information on the experiences of sole parents from the different ethnic groups

o age of youngest child (0-5 years, 7-13 years and 14 or more years) — this was driven by the need fo
obtain information on the sole parent beneficiaries facing different reciprocal obligations under the
DPB and WB reforms based on the age of the youngest child

+ employment statns {employed; not employed) — this was driven by the need to explore the
experiences of those who were in paid work and those who were not

e geographical location (urban, provincial/rural) — this was driven by the need to explore the
experiences of sole parent beneficiaries and ex-beneficiaries in different types of labour markets.

Pacific Peoples were drawn from urban areas only because of the relatively low numbers of Pacific
Peoples in rural and provincial New Zealand. The focus of the evaluation was on those aspects of the
benefit reforms designed to encourage and assist DPB and WB recipients with dependent children' into
paid employment, and this, combined with low relative numbers of WB recipients'® with dependent
children, meant that the case target for that group was restricted to WB recipients:

¢ with youngest children of six years or more
e living in Christchurch,'?

The target number of interviewees was established at 92 to ensure coverage of those atfributes over both
phases of interviewing. It was expected that there could be considerable difficulties in retaining
participants over the year between the Phase 1 interviews and the Phase 2 interviews. Therefore, while 92
interviewees is far in excess of the numbers of participants usually recruited in qualitative studies, there
was a need to select sufficient interviewees to maintain viable levels of participation within the cases set
out in the targeted case framework.

2 Dependent children are defined 2s those under the age of 18 years.

28 Owing to the older age profile of WB recipients.
12 Christchurch was selected because Christchurch has higher concentrations of WB recipients than other DW] areas.
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In fact, 97 interviews were undertaken in Phase 1 because of the need to "back-fill" five interviews, due to
the non-receipt of interview data returned by interviewers through the post. The Phase 1 analysis,
however, was restricted to the 92 interviews for which interview schedules were received.

In Phase 2, attempts were made to contact all 97 participants interviewed in Phase 1. Sixty-three
interviews were completed in Phase 2. Of the 92 participants reported on in the Phase 1 interim report, 60
participated in the Phase 2 interviews. That constitutes a 65 percent retention rate. The remainder of this
section compares targeted and achieved cases for each phase, describes the research instrumentation,
describes the research processes, and comments on the approach to analysing the research data for this

final report.

1.1.1 Targeted and achieved cases

Tzble 96 sets out the number of cases achieved for the Phase 1 interviews and the number of participants
retained in the Phase 2 interviews. The numbers in bold refer to the number of respondents interviewed in
Phase 2. The unbolded numbers refer to the number of respondents interviewed in Phase 1. There should
have been the same two respondents per case, per phase (e.g. two Pakehi employed, with a youngest child
aged one to five years from an urban area).

Table 96: Achieved case framework in Phases Tand 2
Location Total Intervie  Benefit  Ethnicly | Youngest Child - Youngest Child -7 Youngest Child - 14+

Casss  woes Type 1-5yrs -13yrs yrs
Employment Stalus Employ  Not Employ  Not Empioy Not
ad Employ ed Employ ed Employed
ed ed

Urban 18 2x18=36 DPB Pakeha | 1.0 3,2 53 0,0 4,2 2,2
Maori 1,1 55 1,0 1,2 1,1 0,0
Pls 2,2 3.1 2,2 2,2 1.1 2,2
Provincial 12 2¢12=24 DPB Pakehd | 1,0 3.1 3,1 11 33 1,0
Maori 1.0 2.0 1,0 53 2,2 1,0
Rural 12 2x12=24 DPB Pakehd |32 1,0 4,3 3.0 3,2 1,1
Maori 1,0 2.0 55 3,1 0.0 1.1

CHCH 4 2x4=8 WB Mixed NA NA 3,2 1,0 33 1.1
SOURCE: Qualitative Outcomes Study, 2001

1.1.1.1 Phase 1 achievement of cases against target

The total number of cases targeted in each geographical area was achieved. There was, however, some
variation around ethnic targets. This reflected:

o errors in the SWIFTT database regarding ethricity

s changes in the way in which people reported their ethnicity to DWI and the way in which they
identified themselves to the interviewer at the Phase 1 interview. In some cases the participants
themselves reported that while they might have a parent of a particular cthmmty, they, themselves,
identified with only one side of their ethnic heritage.

There was also considerable fluidity around employment status, with a significant number with an
employment status different from that reported on the SWIFTT data. There was also some slight fluidity
around the age groups related to youngest children.
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1.1.1.2 Phase 2 achievement of cases against target

Retention was most problematic among those living in provincial/rural areas and among those who had
left the DPB and WB. Most retention problems arose from non-contacts rather than refusals. Four refused
to participate in the second phase of interviewing (Table 97).

Tabie 97: Participant retention

interviewing and Participants Phase 1 Phase2

Total participants interviewed o7 63
Interview schedules received 82 63
Refusals N/A 4

Contact not re-established N/A 28

Schedules for Phase 1 & Phase 2 | N/A 80

Total for analysis 92 60

Despite the refusal to engage in a second interview, many of those participants were willing to comment
briefly on their current situation and the reasons for their refusal to participate.

For most, refusal to participate in the Phase 2 interviews was connected to a shift off the DPB and WB.
The majority of those who refused to be interviewed had taken up paid work and saw the DPB and WB
period as something they did not want to reflect on. For some, despite extensive information about the
voluntary nature of their participation in Phase 1, the movement off 2 benefit may have empowered Phase
1 participants to feel that there were no longer any risks associated with non-involvement.

It has already been noted that, in some cases, the number of participants was reduced to one or none by
Phase 2. It was noted in the interim report following the Phase 1 interviews that some cases had only one
interview instead of the targeted two. In Phase 1 there were particular problems in recruiting in
rural/provincial areas according to the ethmic and employment permutations targeted in the case
framework. Whatever the reasons for those recruitment problems, similar dynamics also affected the
retention of Phase 1 participanis.

Most of the non-contacts for Phase 2 were in the rural/provincial areas. Some of those non-contacts were
due to an inability to find an address and/or telephone number. For others a telephone number was found
but contact could not be made because repeated telephone calls at various times during the day and in the
evenings went unanswered.

While we cannot come to any definitive conclusions about the reasons for these difficulties, our
experience during this evaluation and in the course of other research in rural/provincial areas allows us to
provide some informed comment. Problems of recruitment and retention appear to be particularly
prevalent in the Wairarapa where there appears to be a mobile population of beneficiaries that actively
avoid surveillance.

In addition, contact problems seem to be associated with a significant mobility of people in
rural/provincial areas both within and between districts. This may reflect rural/provincial dwellers
following employment and/or training opportunities.

1.1.2 Research instrumentation

Interviews in both Phase 1 and Phase 2 involved conversational, in-depth interviewing techniques. It was
originally intended that the majority of interviews would be face-to-face, This in fact was the case for the
Phase 1 interviews. Of the 97 interviewees in Phase 1, 10 requested specifically that they be interviewed
by telephone. In the Phase 2 interviews, participants were asked how they would like to be interviewed —
either by telephone or face-to-face.
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In-depth, conversational interviewing requires considerable experience and skill because it is an approach
that requires the interviewer to get the research participant to relate their own story. Moreover, the story
must be allowed to emerge in a way that:

¢ isnot distorted by the analytic requirements of the research
» allows the research participant’s story to provide empirical richness.

To assist the interviewers in that process, interview schedules were provided to each interviewer in a
folder. Those schedules were designed to help the interviewer move back and forward between areas of
discussion as required in response to the way in which the interviewee related their experiences.

The Phase 1 interview schedule was finalised following piloting with 19 recipients of DPB and WB. The
methodological issues that emerged during the pilot were reported on 31 March 2000. The Phase 2
schedule was developed in March/April 2001 focusing on the changes, particularly labour market and
educational changes, experienced by the study participants since the Phase 1 interview. The final Phase
and Phase 2 schedules are presented in Appendix 4: Part G.

" Both the Phase 1 and the Phase 2 interview schedules were designed to:

¢ facilitate conversational interviewing

¢ allow the cultural perspectives of Maori and the various Pacific Peoples to be expressed

¢ recognise the diversity of household, familial, community and labour market dynamics of DPB and
WB recipients

e cover the issues and dynamics affecting DPB and WB recipients’ responses to the benefit reforms and
their labour market attachment.

Both the Phase 1 and the Phase 2 interview schedules were somewhat more structured than might
ordinarily be used for conversational interviewing. The main potential danger with using a relatively
structured schedule is the possibility of interviewers using the schedule as a structured questionnaire and,
consequently, subordinating the research participants' voices to pre-defined categorisations. It was made
clear during fraining that interviewers should not treat the schedule as a questionnaire.

All the interviewers were familiar with the Phase 1 schedule, having used a very similar version for the
Pilot. Nevertheless, all the seven interviewers attended a training day for Phase 1. One of those
interviewers was unavailable for Phase 2 interviewing. The interviewing for Phase 2 was undertaken by
the remaining six interviewers. A training day for the Phase 2 interviewers was undertzken immediately
prior to the Phase 2 interviewing period.

The Phase 1 training involved not only familiarisation with the amended interview schedule but also
extensive discussion of research processes relating to the cultural issues for Maori and for Pacific Peoples.
There was also discussion of the DPB and WB policy and reform package as well as commentary on
labour markets and labour force participation. The members on the advisory group provided presentations
in the areas of cultural responsiveness and labour markets.

The Phase 2 training involved finalisation of the Phase 2 interview schedule. Officials from the
commissioning agencies also had an opportunity to discuss with the interviewers the informational and
evaluation objectives they had for Phase 2.

The quality of the data collected indicates that the interviewers did use the conversational style necessary
for this type of qualitative methodology.

The interview team for Phase 1 were all women and consisted of three Other, two Pacific Peoples and two
Miori. In the pilot it was found that both women and men tended to be more comfortable with women
interviewers. One Pacific interviewer was overseas during the Phase 2 interviewing period, so the
interview team was reduced to six. No additional interviewer was recruited for Phase 2.

With both Miori and Pacific Peoples, the involvement of the M3aori interviewers and the Pacific
interviewers was crucial. Their cultural skills were essential for the development of mutual understanding
between interviewer and interviewee as well as gzining and sustaining access and rapport.
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The ability of interviewers to converse in the language of preference of the interviewee was particularly
important with Pacific interviewees (for some of whom English was a second language). It was also
important for some of the Miori interviewees' expression of concepts generated within Maori world-views
and experiences.

1.1.3 Research processes

The three key research processes are the focus of the following discussion:

¢ recruitment and retention
* interview processes
» confidentiality and consent.

1.1.3.1 Phase 1 recruitment

For the Phase 1 interviews two approaches were undertaken for the recruitment of participants.
Participants were recruited, firstly, by telephone and postal contact with those whose names and addresses
were supplied by DWI and, secondly, through community-based networks. Initially, it was expected that
the latter should be confined to M3ori provincial/rural-based DPB and WB recipients. However,
difficulties with accessing Pacific participants off the DWI list meant that there was some use of
interviewer networks to generate participants from the Pacific communities.

In Phase 1, a significant issue around the provision of sets of DPB and WB names and contacts by DWI
was the inaccuracy of the data. Lists had missing data, irrelevant data, and incorrect dats. Ethnic data on
SWIFTT was particularly unreliable. The data relating to age, employment status and age of youngest
child also tended to unreliable. There were clear errors in relation to the recording of DPB recipients' sex.

Incorrect addresses resulted in approximately 10 "return to sender” letters. In addition, a number of
telephone numbers were no longer operational — they were either disconnected entirely or the number
listed was incorrect. It is unclear whether the latter was due to poor inputting of contact information into
SWIFTT or due to subsequent changes of address or telephone provider. Problems around telephone
numbers were particularly acute in the Auckland area.

As found during the recruitment for the pilot, there was considerable variability in refusal rates of those
contacted by telephone through the DWI lists of eligible people. The refusal rate tended to be higher in the
Wairarapa and among Pacific Peoples.

All of the interviewers attempted to reach their target numbers of participants through using the DWI-
generated lists. However, M3ori interviewers and Pacific interviewers also recruited some participants
through comumunity-based contacts and networks inciuding church, social service and iwi networks.
Potential risks associated with the network recruitment approach include:

* generating a strongly endogamous group of participants
¢ difficulties in maintaining participant anonymity within the local community networks
¢ issues around the reliability of the information shared by the research participants.

The first of these was managed through the application of clear selection criteria and the use of
established and diverse community, rather than simply personal networks of the interviewers.

The probiem of anonymity is less easily dealt with. It was protected as mwuch as possible by the
interviewers seeking potential participants through a multiplicity of contacts and maintaining
confidentiaiity of identifiable information. Feedback from interviewers who recruited through networks
indicated that participants were, in many cases, more comfortable with being involved in the research than
those who were contacted through the DWI database, and did not express any concerns about anonymity,

Using community networks to recruit participants can be problematic where the interviewer is from the
same area or comunurity as the participants and is an "insider” rather than an "outsider”. Being an insider
also raises issues about the extent to which participants are likely to expose their practices and experiences
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if these are in conflict with the norms and values shared with an interviewer who is a member of their own
community or reference group. On the other hand, participants may be inhibited with "outsiders™.

In the context of this research, all of the interviewers lived in an area outside of the areas in which they
undertook their interviews, reducing pressure participants may feel to express views they believe to be
widely felt amongst their immediate community. At the same time, care was taken to ensure that
interviewers of a similar ethmic background to individual participants were available to, but not imposed
on, participants.

1.1.3.2 Phase 2 retention

A number of strategies were used to try and keep participants interested in participating in the evaluation a
year after their first interview:

¢ their participation in Phase 1 was acknowledged by a small token

e the interviewers tried to establish some rapport with participants and a follow-up thank-you card was
sent to each participant. Christmas cards were also sent to participants.

DW]1 was asked to provide the same set of names from which we drew our original sample so we could
match any changes in address of participants in Phase 1 still receiving some form of income support.

In matching the Phase 1 participant names and addresses, it was found that there were a number of
changes in address. Many of these new addresses were proved to be inaccurate, particularly in the case of
the Pacific participants.

Searching of telephone books and in some cases physically following Phase 1 participants to forwarding
addresses were the only ways of following up many of the Phase 1 participants,

Fortunately, many of the participants in Phase 1 who were no longer listed as beneficiaries by DWI were
living at the same addresses as they were for Phase 1.

1.1.3.3 Interview process — Phase 1

In Phase 1 contact was made by letter with all pofential participants whose names and addresses were
provided by the DWI lists. Subsequently, each interviewer contacted their set of potential participants by
telephone. Where these telephone contacts resulted in an agreement to participate, a time and place for
interviewing was made with the participant. Postcards were sent to each person who had agreed to
participate confirming the agreed time and place.

Where interview participation was through a local community group, interviewers typically organised a
time and place with that community group to allow participants to be taken to the interview,

Establishing interview times required considerable flexibility on the part of the interviewers. Many
interviews were conducted during the evening, reflecting the high number of participants who are
involved in voluntary or paid work, and also those who preferred to be interviewed at a time when
alternative care could be arranged for their child or children. Several interviews needed to be rescheduled.
Two interviews were conducted in two separate sessions. One of those involved a telephone interview for
the second session.

In all, 10 Phase | interviews were undertaken over the telephone. Nine of these were with non-Maon and
non-Pacific participants (that is, the "Other" category) who specified that they would rather be
interviewed on the telephone than make an appointment to meet in person. In general, these participants
wanted to be interviewed at the time the interviewer made initial contact. The 10” interview was with a
Miori participant.

There were several advantages in using this technique. Several late night interviews took place without
inconvenience to the interviewee. These particularly suited participants who had recently entered full-
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time employment, were not willing to impinge on work time to take part and needed the early evening to
put children to bed.

Some participants felt that they had an increased sense of confidentiality, with one woman saying she
would rather be interviewed by telephone because she had not told anyone she was on a benefit, and did
not want neighbours to see her being interviewed.

Interviews undertaken on the telephone tended to be more focused on the task at hand, with less discursive
conversation. Nevertheless, telephone interviews tended to take around 1.5 to 2 hours.

The interviews generally took between 2 to 4.5 hours. Most face-to-face interviews with the non-Maori
and non-Pacific participants were undertaken in the participant’s own home, This was less attractive to
some of the Pacific and M3ori participants, some of whom were collected by the interviewer, interviewed
at another location and retumed to their residence after interviewing. Many M3Eori participants were
interviewed at the organisation through which contact was first made.

At the end of each interview, each participant was provided with a small token of recognition in the form
of a petrol voucher. In addition, interviewers took food to the interviews ranging from biscuits to fruit or
food staples. Biscuits were often shared during the interview process and all the koha were important

‘aspects of rapport building and sharing.

The interviewers found that biscuits and other food were immensely valuable for acknowledging the
participant’s contribution to the research and their hospitality. The bringing of food — fruit, biscuits or
basic grocery items — as koha, goodwill and appreciation — is 2 means of recognising the participant's
hospitality in inviting the interviewer into their house or in sharing their time. The petrol voucher was a
separate item of recognition. On the advice of our Pacific advisor and interviewers and our M3ori
interviewers and advisor, the koha and the petrol vouchers were kept separate.

Also, at the end of the interview, participants were provided with a memo about the research and contact
numbers. That research overview could be provided in the following languages — English, Maori, Cook
Isiand M3ori, Samoan, Niuean, and Tongan.

Where there were telephone interviews, petrol vouchers and the memos referred to above were sent on to
the participant by mail.

1.1.3.4 Interview process — Phase 2

Prior to contacting participants for the Phase 2 interviews by telephone, a letter was sent to Phase 1
participants reminding them of the evaluation. The commissioning agencies also sent a letter enclosure
thanking the participants for their involvement in Phase 1.

The letters were followed up by telephone contacts, usually by the interviewer who interviewed the
participant in Phase 1. While these initial contacts were intended to be used simply to check the
willingness of Phase 1 participants to be involved in Phase 2 and establish interview times, a number of
participants wanted to be interviewed immediately on the telephone. A larger number of participants
wished for telephone interviews (27 of the 60 participants reported on in this report). The remainder were
interviewed face-to-face.

The interview processes were similar o those in Phase 1 although inferview times tended to be shorter.
This reflected the significantly shorter interview schedule as well as a larger number asking for a
telephone interview.

1.1.3.5 Confidentiality and consent forms

Subsequent to the pilot, we reported that some respondents were hesitant about confidentiality forms and
Pacific participants were particularly clear that their presence at the interview indicated consent, In Phase
1 the whole practicality of consent forms became once more an issue. Both participants and interviewees
felt that signing forms interrupted the process of rapport building.
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Instead of insisting on signed consent, interviewers ensured that they undertook a full oral briefing of the
participant about the voluntary nature of the research as well as their nght to withdraw at any stage of the
research process including the interview. This process was followed also in Phase 2.

1.1.4 Approach to data analysis

The analysis is based primarily on the experiences of the 60 participants for whom we have both Phase 1
and Phase 2 interviews. An analysis of the data drawn from all participants in Phase 1 has already been
presented to the commissioning agencies.'*°

The data has been subjected to both systematic qualitative and quantitative analysis.

There has been a particular emphasis on recognising the similarities and differences among participant
groups according to their ethnicity and other critical socio-demographic characteristics,

The quantitative analysis has been undertaken through the development of an intermediary coding sheet
on key quantifiable aspects of the participants' experience. That data has been input into SPSS and subject
to limited bivariate and univariate analysis. The qualitative analysis has involved thematic analysis. The
analytic process has been supported by day-long research team debriefings for Phase 1 and for Phase 2
respectively.

Because data was captured in writing rather than on tape, participant quotes are paraphrased from written
notes.

We have clustered our analysis around the fundamental dynamics and processes that the DPB and WB
reforms are attempting to influence. Those are:

e the levels and determinants of labour market attachment among DPB and WB recipients and,
ultimately, their children

+ the skills, competencies and attractiveness of DPB and WB recipients to employers -~ that is, the
development of DPB and WB recipients’ human capital

o the income and living standards of DPB and WB recipients
s the well-being and strength of beneficiary families.

Our emphasis has been on exploring how perceptions, aspirations and experiences continuously drive and
mediate DPB and WB recipients' behaviours, intentions and decision-making in relation to:

¢ their skill development and labour force participation

e the management of their familial obligations and the reciprocal obligations associated with DPB/WB
receipt since the benefit reforms.

. The evaluation has also been concerned to establish the extent to which the perceptions and aspirations of
the DPB and WB recipients changed over the year,

The analysis in this final report is based on the data for those participants for whom we have interview
schedules for both Phase 1 and Phase 2. The analysis was undertaken by:

o combining the Phase 1 and Phase 2 quantitative database and re-analysing that data for the 60
participants for whom we have interview schedules for both Phase 1 and Phase 2

e analysing the qualitative data across both the Phase 1 and Phase 2 interviews.

Clearly the addition of Phase 2 interview data is imperative to undertaking the analysis of positional shifts
over the last year. The Phase 2 data also allowed us to systematically review the preliminary analytic
commentary and conclusions presented in the interim report presented at the end of Phase 1. Much of that
analytic commentary and those conclusions have remained. This reflects the:

130 g aville-Smith, K., James, B. and Ashton, E. (2000). Qualitative evaluation of the shorter term outcomes of the DPB and WB
reforms: Phase One interim report. Unpublished Report prepared for the Labour Market Policy Group and Ministry of Social
Policy. Wellington: CRESA.
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* continuities of the participants’ experiences, perspectives and concerns

¢ relatively muted changes in labour market position over the set of those participants who were
receiving DPB and WB at the time of the first interview.

1.2 Survey of sole parents who left the benefit for employment

The results from this survey were obtained from 1,016 interviews with those who had:

+ received the DPB at some time over the 12 months prier to the end of February 2001

¢ had left the DPB as their main source of income, and moved into work at some time over the eight
months prior to the end of February 2001

¢ had not returned to the DPB at the time of the interview.

Based on a sample size of 1,016, the maximum margin of error associated with an estimated percentage of
the total population is + 3.1% at the 95% confidence interval. For example, the result that $1% of all
respondents receive a weekly income of between $301 and $500 should be interpreted as meaning that, at
the 95% confidence interval, the true percentage of respondents is between 48% and 54% - that is, 51% +
3%. The margins of error being quoted are the maximum margins of error and are associated with
estimates of 50%. If the estimated proportion is higher or lower than this, the margins of error will be
less. For example, for Mior, based on a sample size of n=267, the margin of error associated with an
estimate of 50% is & 6.0%, while that associated with an estimate of 10% or 90% is only * 3.6% (see
Appendix 3 of the survey of sole parents who left the benefit for employment. In this report refer to
Appendix Four, Part F: A National Survey of Sole Parents Who Left the Benefit for Employment).

It should alse be noted that only sole parent ex-DPB recipients have been included in this research.
Recipients of the Widows Benefit, the Women Alone Allowance and those receiving assistance for caring
for the sick or infirm have been excluded.

1.2.1 Questionnaire design

The questionnaire used for this research was designed collaboratively by Forsyte Research and the Inter-
Agency Project Team. It was based around:;

» the objectives of the evaluation

e issues raised in the first stage of the face-to-face qualitative mterviews (discussed with the Inter-
Agency Project Team in the scoping workshop).

" The average interview length for CATI™ was 23 minutes, and for face-to-face interviews was 26 minutes.

1.2.2 Pilot process

In order to ensure that the questionnaire met the objectives of the research, was understandable, relevant
and culturally safe for respondents, and could be administered efficiently, an extensive pilot of both the
questionnaire and interview process was undertaken,

1.2.2.2 Main pilot

The first stage of the double pilot consisted of 17 interviews — 16 by telephone, and 1 using a face-to-face
methodology. The aim of this stage was to check:

¢ the appropriateness of the contact process

¢ concerns of potential respondents in taking part in the interview

e the cultural appropriateness of the questionnaire

¢ the questionnaire's ability to yield meaningful data

+ the contact pracess and likely effect on response rate,

131 Computer Assisted Telephone Interviewing,
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Sixteen pilot interviews were conducted using a combined telephone and in-depth feedback process.
Respondents were contacted at random by telephone and asked whether they would be willing to
participate in the pilot process. At the agreed time, the respondent was called by telephone and
interviewed by one of Forsyte Research's interviewing team.

In the case of six respondents based in Auckland, immediately after the interview the respondent was
visited at home by the Project Manager to discuss the issues above. The remaining 10 respondents were
called back the same evening by the shift supervisor to discuss the issue above. With respondents’
permission, all interviews were audiotaped, and later reviewed by the Project Manager. (To thank them
for their contribution and feedback, all respondents participating in the pilot process were given koha of a
$20 gift voucher.)

One pilot interview was completed face-to-face. It was initially intended to conduct five face-to-face pilot
interviews, however difficulties with finding eligible respondents from the small pilot sample made this
impossible.

Pilot interviews were conducted with a range of respondents by age (26 to 62 years), ethnicity (10 Other,
4 M3ori and 3 Pacific Peoples) and location, with both male and female respondents being included.

Changes were made to both the questionnaire and the interview process as a result of issues arising from
the pilot. These changes were made in consultation with the Inter-Agency Project Team.

1.2.2.3 Final pilot

The second pilot stage involved one evening's interviewing using the revised, programmed questionnaire.
The main aim of this pilot was to check interview length, accuracy of programming, and to add to code
frames to be used for open-ended questions. At the end of each interview, respondents were asked to
comment on the ease of understanding the questions in the swwvey and being able to give appropriate
answers, and their leve] of comfort with the type of questions being asked and the level of detail required.
Respondents were also asked to comment on the structure and length of the questionnaire and tone of the
questions asked. Interviewer feedback was also sought during the pilot debrief.

Minor changes were made to the questionnaire before live interviewing took place. These changes related
predominantly to the need to shorten the questionnaire slightly.

1.2.3 Sample and sample selection

Respondents were selected at random from names provided from the SWIFTT database. Quotas were set
to ensure that the geographic and ethnic distribution of interviews represented the distribution of the total
population of sole parent ex-DPB recipients who had moved intoe work since July 2000 (with the
exception of Pacific Peoples who were over-sampled relative to the total population in order to provide a
more robust sample size for analysis). Maximum quotas were also set to ensure the final sample
approximated the age, gender and age of youngest child distribution of the population of ex-DPB
recipients. Quotas were also set to ensure a representative distribution of the source of the contact details
for the respondent (DW1-supplied telephone numbers, telephone numbers sourced from the Internet, etc).
Bowever, priority in meeting quotas was given to ethnicity and location.

A list of the target quotas, and the final number of completed interviews is provided in Table 98 and Table
99.
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Table 98: Participants in short-term outcomes survey — telephone component

Location Ethnicity Demographics

Total Maor! Paciflc Other Pacific Yariabies No.

Peoples Boostsr

Auckiand Central | 54 8 13 33 13 Gendsr
Auckland North 103 17 12 74 12 Female 847
Auckland South | 91 27 33 3 33 Male 85
Bay of Plenty a0 33 2 55 2 Age of respondent
Canterbury 105 13 4 88 4 Younger than 20 1
Central 70 17 0 53 0 20-28 165
East Coast 61 27 1 33 1 30=39 416
Nelson/West 38 5 0 3 0 4049 311
Coast
Northland 35 16 1 18 1 50-59 38
Southem 75 8 2 65 2 80+ 1
Taranaki 54 19 ¢ 35 g Age of youngest chitd
Waikato 58 12 1 46 1 Younger Ihaﬁ ] 286
Wellington 99 24 22 53 22 6-13 years 438
Total 932 226 91 815 % Older than 13 198

SOURCE: Survey of sole parents who left the benefit for employment, 2001
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Table 98: Farticipants in short-term outcomaes survey —face-to-face component
Location Ethnicity Demographics
Total Mé&ori Pacific = Other Pacific | Variables No.
Peoples Boostsr
Auckland Central | 4 0 3 1 3 Gender
Auckland North 2 0 1 1 1 Female 73
Auckland South 8 2 5 1 5 Male 11
Bay of Plenty 8 5 1 2 i Age of respondent
Canterbuty 10 2 2 6 2 Younger than 20 0
Central 1 0 1 0 i 20-29 28
East Coast 9 7 0 2 0 30=39 41
Nelson/West ] 3 0 3 0 40-48 14
Coast
Northiand 5 5 0 1 ] 5058 1
Southern 6 1 0 5 0 60+ 0
Taranaki 5 4 0 1 0 Age of youngest child
Waikato 5 4 0 1 0 Younger than & 46
Wellington 14 8 2 4 . 2 613 years 33
Tofal B4 41 15 28 15 QOlder than 13 5

SOURGE: Survey of sole parents who left the benefit for employment, 2001

1.2.3.1 Ethnicity issues

One of the key objectives of the research was to identify any differences that may exist in relation to
sthnicity (Maori versus non-M3ori, Pacific Peoples versus non-Pacific Peoples etc). Consequently, it was
necessary to ensure a sufficient sample size with Maori and Pacific Peoples (with n=200 being selected as
the minimum sample size). Given that M3ori comprise approximately 26% of the sole parent ex-
beneficiary population, approximately 260 interviews would be completed with this group as part of
drawing a representative sample, so no "booster" was necessary (the actual number being n=267).
However, Pacific Peoples only comprise 6% of the sole parent ex-beneficiary population (equating to
n=60 interviews).

Consequently, additiona! interviews with Pacific Peoples were undertaken in an atternpt to get a reliable
data set for this group (the final sample size being n=106),%

1.2.3.2 Margins of error

Table 100 provides the margins of error for the main sub-groups included in the report.

132 Note that a maximum sample size of 200 Pacific Peoples was not obtained due to a limited number of Pacific Peoples

identified in the sample from which to select-n=2%0,
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Table 100: Margins of error for ethnic groups

Sample Size  Margin of Error {at 95% confidence interval}
Total sampie 1,018 £3.1%
Other 643 +3.9%
Maori 267 +6.0%
Pacific Pecples 106 +8.5%
Youngest child under 6 years 388 35.0%
Youngest child 6 to 13 years 4584 +4.5%
Youngest child 14 years and over | 147 +8.1%

1.2.4 The interview process

At least three working days prior to the interview, all potential respondents were sent a letter explaining
the purpose of the research, how the interview process would work, how results were going to be used,
and outlining their rights as potential research participants (including confidentiaiity issues).

1.2.4.1 Telephone survey component

A total of 932 interviews (92% of the total sample) were completed using a telephone methodology.
Interviews were conducted using a Computer Assisted Telephone Interviewing (CATI) approach.
Interviews were conducted from 5 March to 8 April 2001.

Names and telephone numbers from the SWIFTT database were brought up at random and called by
interviewers (where possible, with M3ori and Pacific Peoples respondents being assigned to, and called
by, Miori and Pacific Peoples interviewers). Interviewers asked to speak to the appropriate person (to
enhance the respondent’s confidentiality, no explanation of the research, or the client's name, was given to
anyone other than the person named in the sample). If the appropriate person was not available, 2 time
was made to re-contact the household.

Each household where there was no answer, or the respondent was not available, was called eight times
over the course of the interviewing period, at various times of the day/evening.

A strict record was kept of the number of refusals and the reason for each refusal {too busy, concerned
about confidentiality, not interested in topic etc). Records were also kept of other reasons as to why
imterviews could not be completed (discontinued telephone numbers, emergency contact numbers only
supplied, moved, hard of hearing, etc). This information is provided in a field report in appendix 3 of the
survey of sole parents who left the benefit for employment, (In this report refer to Appendix Four, Part
F: A National Survey of Sole Parents Who Left the Benefit for Employment).

The greatest share of the telephone interviewing took place in the evening and weekends. However,
where necessary, interviews were also conducted during weekday mornings and afternoons.

A small interviewing team was used for this project. All interviewing staff were skilled in working with
clients/former clients of the Department of Work and Income, and dealing with topics which are
personally semsitive or potentially confroversial in nafure. The team consisted solely of female
interviewers.

The final response rate for the telephone component of the research was 39%.'*

13 The response rate is calculated as the proportion of the eiigible sample that participated in the survey, over all those eligible

who participated, refused, terminated or could not be contacted,
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1.2.4.2 Face-to-face interviews

Eighty-four interviews were conducted using a face-to-face methodology (8% of the total sample). These
interviews were conducted with those who either returned a mailback form (which accompanied the
introductory letter) indicating that they did not have access to a telephone but would like to be included in
the research, or did not return the mailback form or contact the research company to decline to take part.

This component of the research was undertaken in collaboration with Consumer Link, using Consumer
Link’'s team of national interviewers for interviews outside Auckland (Forsyte Research interviewing staff
undertook all interviews in the Auckland area). Interviewers were given a list of addresses of non-
telephone owners and asked to contact each potential respondent until quotas were met. For households
where no one was home when the interviewer called, or the sole parent ex-beneficiary was not available to
be interviewed at that time, a series of two additional call backs to that household was made by the
interviewer (on different days and at different times where possible).

To enhance consistency between telephone and face-to-face interviews, the same questionnaire was used
in both methodologies. All questionnaires received from the face-to-face component were checked in the
field, re-checked by Forsyte Research, and data-entered into the survey programine.

The final response rate for the face-to-face component of the research was 22%."*

1.2.5 Respondent profile

A demographic profile of respondents included in the research is provided in appendix 4 of the survey of
sole parents who left the benefit for employment. In this report refer to Appendix Four, Part F: A National
Survey of Sole Parents Who Left the Benefit for Empioyment.

1.2.6 Presentation of resulis in the report

This report provides an in-depth analysis of the results from the survey. The total sample column
provides the weighted results for all respondents (the results being weighted to match the location,
ethnicity, age, gender and age of youngest child distribution of the total population of those having moved
from the DPB into work since July 2000, as well as the mix of telephone and face-to-face interviews).
The report also provides results by ethnic group (M3on, Pacific Peoples and Other), and age of youngest
child {younger than six years, 7-13 years, and 14 years and over). Where a result is significantly higher
for one group than another, this is indicated by an upward arrow {4} beside the higher value, along with a
letter indicating which column the result is significantly higher to.

Further cross-analysis has also been undertaken by the following key demographic variables:

s gender - male and female
¢ age of respondent - under 30 years of age, 30-39 years, 40-49 years and 50 years and over
* number of dependent children - none, one, two and three or more

e highest education/training qualification - no formal qualifications, school qualifications only,
certificate or diploma, teaching qualifications, and university qualifications

o location - 13 Department of Work and Income regions

+ length of time receiving 2 benefit - less than two years, two to four years, five to nine years, 10 to 19
years, and 20 years or more

e length of time in workforce - less than five years, five to nine years, 10 to 14 vears, 15 to 24 years,
and 25 years or more

s current occupation - 10 Statistics New Zealand Standard Occupation Classification categories {single
digit level)

e number of hours worked - full-time (30 hours a week or more), and part-time (less than 30 hours a
week).

4 The response rate is calculated as the proportion of the eligible sample that participated in the survey, over all those eligible

who participated, refused, terminated or could not be contacted.
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Where statistically significant differences (at the 95% confidence interval) occur, these have been
identified in the text. If no differences are indicated, it should be assumed that the differences were not
statistically significant. The significant difference analysis for the variables in the list above is provided
in appendix 7 of the survey of sole parents who left the benefit for employment. In this report refer to
Appendix Foar, Part F: A National Survey of Sole Parents Who Left the Benefit for Employment.

1.3 Evaluating OSCAR Development Assistance and the OSCAR subsidy

The evaluation method combined the generation and analysis of primary data with the analysis of
secondary and documentary material. Both quantitative and qualitative methods have been used.

To reduce the impact on parents, providers and other stakeholders data collection for the evaluation of
OSCAR Development Assistance (D4) and the OSCAR subsidy was carried out in tandem. DA providers
were also important participants because the OSCAR subsidy was seen as a critical component in the
entry of those providers into OSCAR services or the extension of those providers’ existing OSCAR
services.

The pluralist approach to data collection used in this evaluation draws on a variety of data sources and
types. It is fundamental to triangulation. Triangulation is the process by which conclusions drawn from
different data source and data types are tested against each other. Findings consistently emerging out of
differing data sources and types can be treated with more confidence than contradictory findings or
conclusions drawn from one data source or type.

1.3.1 Document analysis and secondary source material

DWI provided a range of documentation related to the DA including:

* contracting data related to funding allocations and take-up of DA funding
» OSCAR subsidy data
e frajning material related to OSCAR.

Additional secondary source data on the OSCAR DA was provided by the National Association for
OSCAR (NAOSCAR) including information it gathered in relation to:

¢ OSCAR services gathered by way of a national survey
e OSCAR service standards
* DA programmes and providers.

1.3.2 Qualitative data collection and analysis

The qualitative data collection involved a combination of key interviews and focus groups both:

» at the national level
* inselected regions.

National level data collection

At the national level, there were interviews with:

¢ administrator/manager of OSCAR DA contracting at DW1

* CYFS personnel involved in OSCAR-related activities, particularly the approval of providers
key policy agencies — LMPG and MSP'*

key OSCAR stakeholders.

Regional level data collection

133 | MPG is the Labour Market Policy Group and is part of DOL. MSP was the Minisiry of Social Policy and as of 1 October

2001 becamne part of the Ministry of Sacial Development.
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The data collection focused on four regions as follows:

¢  Northland

¢ South Auckland
e Bay of Plenty

e Chrstchurch.

As a set, these regions provided an urban, provincial and rural mix and were well aligned with the
following selection criteria:

e Low-income communities that provided some opportunities for employment and training
s significant populations of Maori and/or Pacific Peoples
e communities with OSCAR providers

e communities which have some OSCAR development assistanice investment either currently or in the
past.

In each region, focus groups and/or interviews were held with each of the following groups:

e OSCAR providers who receive DA funding and were in their second year of funding
¢ (SCAR providers who are approved but not receiving DA funding
¢ Parents with OSCAR providers.

Overall, 14 focus groups and 22 interviews were held. These involved a total of:

e 23 OSCAR providers receiving DA fimding™*
s 23 OSCAR providers who are approved but not receiving DA funding
» 47 parents with OSCAR providers.

Participants for the focus groups with OSCAR parents and with OSCAR providers were recruited in 2
variety of different ways. In all regions a contact was first made with the local NAOSCAR representative
who provided a list of OSCAR providers in the area who fulfilled the criteria set out above. Both
telephone, and whete requested, written contact was made with these providers. They were invited to take
part in a focus group or interview. Written confirmation of focus group/interview date, time and place was
sent to all providers who agreed to take part.

In each region one to two providers were also asked to invite up to eight parents to participate in separate
focus groups, which the provider would host. Tentative dates and times were arranged during the first or
second contact with providers. Written and/or verbal confirmation of focus group dates, time and place
was made about 2 week before the focus group was scheduled. In Auckland, focus groups proved difficult
to organise. However, one provider organised a group of parents who were willing to participate through
individual phone interviews.

In the Northland, South Auckland, Bay of Plenty and Christchurch regions we were assisted through
NAOSCAR, local community groups or providers to co-ordinate the OSCAR focus groups. Groups who
provided venues, contacts, and/or refreshments for the focus groups and gave us assistance to contact
providers or parents were given a koha.

In focus groups and interviews the discussion further explored issues from Phase 1 around the current
payment mechanisms and the impacts on: parental take-up; compliance costs for providers and parents;
provider attitude and response to provider-directed and parent-directed models of subsidy payment.
However, the focus groups/ interviews concentrated on:

» awareness among parents about OSCAR services and the OSCAR subsidy
» the adeguacy of the hourly rate to encourage eligible parents to claim OSCAR subsidies

136 Fifty-two services took up funding by 30 June 1599. A further 43 providers were contracted by 30 June 2000. We interviewed

23 DA providers who had taken up the first of two years of the funding available to them in the regional case studies at the time
of interviewing in Gctober to Decemnber 2001, :
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e the adequacy of the hourly rate to keep OSCAR providers in the market

e the extent to which subsidies paid to parents are being directed to purchasing OSCAR services or
redirected by parents to elsewhere.

In addition to the focus groups, a set of key interviews was undertaken in each region with:

+ local DWI staff dealing with payment issues — Regional Managers issued invitations to offices and
centres in their areas for interested DWI staff to participate

¢ Comrmunity Employment Group (CEG) fieldworkers dealing with OSCAR development assistance
providers
o local NAOSCAR fieldworkers.

1.3.3 Quantitative data collection and analysis

Quantitative primary data was collected by way of both an OSCAR provider survey and a survey of
parents who have received an QSCAR subsidy.

The OSCAR provider survey

OSCAR providers were surveyed between January and February 2001. That survey included all providers
identified as having parents who received an OSCAR subsidy at some time between February 2000 and
30 May 2000. A subset of the provider respondents to that survey was also in receipt of DA funding. The
data for that subset was drawn out separately for the purpose of this report.

To maximise the response rate providers were sent two written reminders. Where regions had z low
response rate, providers who had not yet returned their questionnaire were also given a telephone
reminder. In addition, NAOSCAR agreed to promote awareness of the evaluation and the survey in their
monthly newsletter.

The survey consisted of a self-complete, postal questionnaire with 17 closed-ended questions and 14
open-ended questions. That questionnaire was designed to capture data relating to parental patterns of
service demand, issues around the approvals process, pricing and funding, payment systems, and viability
issues. Appendix B provides a copy of the questionnaire (In this report refer to Appendix Four, Part B:
Evaluations of the Oscar Subsidy and Oscar Development Assistance).

A questionnaire was sent to 244 providers identified as having parents in receipt of a subsidy between the
target dates.””’ Of those, two questionnaires were returned as non-delivered. Five providers indicated they
were no longer operating. One hundred and sixty-four questiomnaires were retumed. This is a response
rate of 69 %.

Twenty-five of the 244 providers were identified as DA providers. Of these, 20 returned a completed
questionnaire. The response rate for DA providers was 80 %.

Data from the closed-ended questions from the survey were input onto the Statistical Package for the
Social Sciences (SPSS).

Parent survey

OSCAR parents were surveyed over three months between February and May 2001.1* That survey was
intended to be a national census of all parents registered as receiving an OSCAR subsidy at some time
between 20 November 2000 and 16 February 2001, This period was chosen to ensure that parents using
OSCAR services over the school holidays and/or during term time would be among the parents surveyed,

7 Actual numbers of eligible providers were difficult to determine due to inconsistent inputting of provider names on the
SWIFTT database, and differences in providers’ legal names and service names. Every attempt was made to find contact details
for all praviders identified by subsidy parents. However, this was not possible in 2 number of cases.

% This survey was commissioned by MSD in consultation with DOL.
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The survey consisted of a self-complete, postal questionnaire with 21 closed-ended questions and six
open-ended questions. That questiormaire was designed to capture quantifiable data relating to parents'
experiences with the OSCAR subsidy, in particular:

» the extent to which parents are affected by under-supply of certain OSCAR services, the locality and
periods of under-supply

o the outcomes of the OSCAR subsidy for parents in relation to increased employment/training
opportunities/benefits {e.g. increased hours of work, increased income)

¢ how parents found out about OSCAR services and the subsidy.

To maximise the response rate a freepost return envelope was included with the survey and parents were
offered the incentive of entry into a prize draw if their questionnaire was returned by the due date.

Parents were also sent two written reminders. Any parent who had not sent in a completed questionnaire
after the two written reminders also received a telephone reminder and was given the option to complete
the questionnaire over the phone, Telephone reminders were not possible in 21l cases. Contact details from
the SWIFTT database were not always up-to-date, resulting in discormected or incorrect telephone
numbers being provided.

In late February 2001, 2 questionnaire was sent to 1,376 parents identified asbeing in receipt of a subsidy
between the target dates. Of those, 19 surveys were retummed as non-delivered. Four parents indicated
they were not eligible to fill in the questionnaire. 937 questionnaires were retumed completed. This is 2
response rate of 69 %.

DWI notified CRESA towards the end of this initial phase of surveying that DWI had confronted
problemns with drawing the complete target population off the SWIFTT database. As a consequence, the
initial surveying was not a census of all parents receiving the OSCAR subsidy. The initial database
compiied by DWI included only beneficiary parents and had omitted 460 non-beneficiary parents who
received an OSCAR subsidy.

Those non-beneficiary parents were a substantial proportion of parents receiving an OSCAR subsidy over
the target period. They were also a particularly important group in terms of the policy objectives of both
DA and the OSCAR subsidy. The omitted population was surveyed using the method used for the
beneficiary parent group with slight amendments to the questionnaire.'® In early April that questionnaire
was sent to 460 non-beneficiary parents registered as being in receipt of an OSCAR subsidy. Of those,
eight questionnaires were refurned as non-delivered. Of the 452 contacted non-beneficiary parents, 303
non-beneficiary parents returned a completed questionnaire, The response rate for the second group of
pazrents was 67 %.

Overall there was a response rate of 69 % with 1,240 questionnaires being returned from 1,802
contactable and eligible parents. Typically responses to mail questionnaires are low, usually less than 50
%. This response rate is comparatively high and within the boundaries of response that could be expected
from telephone interviewing,

High response rates reduce the likelihood of sample bias. Nevertheless, typically, postal, self-complete
questionnaires tend to be more positively responded to by those with higher socio-economic status, The
variation in the population surveyed in this parent survey is minimal, however. All the parents fal info the
lower socio-economic group. Sample bias, then, is likely to be reduced to a potential bias of excluding
those who have difficulty with written English. This could disadvantage some ethnic minorities and
reduce their representation within the respondent population. Any bias of that nature cannot be tested
because, in: the interests of keeping the questionnaire short and encouraging a high response, ethnic data
was not collected.

We believe the potential for bias within the respondent population was reduced by:

o the availability of a freephone number — a number of questionnaire recipients rang for assistance to
fill in the questionnaire ‘

3% These were minor changes related to postback dates and so forth.
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» telephone follow-up which gave questionnaire recipients with written language difficulties an
opportunity to provide their responses orally.

Data from the closed-ended questions from the survey were input onto the Statistical Package for the
Social Sciences (SPSS).

1.4 Process evaluation

1.4.1 Sample

A total of 31 DWI staff from six Service Centres throughout the country were interviewed for this
evaluation. Table 101 details the sample breakdown.

Table 101: DWI staff interviewed

Service Centre Number Service Cantre Managers  Case Managars'®  Team Coach  Team Trainer
Central Auckland | 8 4 1 1

South Auckland 6 1 4 1

Masterton 5 5

Napier 7 1

Christchurch 4 4

Palmerston North | 3 3

Total 31 1 27 2 1

SOURCE: Interviews with Case Managers, 2001

The final sample of Service Centres was jointly agreed upon between the evaluators, and representatives
of DOL and DWI. The selection was designed to obtain a broad range of views and experiences from
Case Managers of the implementation of the DPB and WB reforms. This required a mix of Service
Centres from urban, rural and provincial areas {which for the most part tock account of regional lzbour
markets) as well as centres with a mix of ethnic groups such as Miaori and Pacific Peoples. In addition,
the ceg{:res were selected to mirror, where possible, the DPB and WB shorter-term outcomes evaluation
work.

The respective Service Centre Managers provided to the evaluators a list of staff names, consisting of
Case Managers, work coaches and team trainers, who had been with DWI for at least 18 months
(preferably prior to the introduction of the DPB and WB reforms) and for whom DPB and WB recipients
were or had been a significant part of their caseload.

From the lists provided, staff were sent a letter explaining the purpose of the evaluation, with an
undertaking that their names would remain confidential to the evaluators and that participation was
voluntary,

10 This grouping also included five Case Managers who had previcusly worked as Compass co-ordinators and onie current co-
ordinator.

! The shorter-term DPB and WB cutcome evaluation, a qualitative piece of work focused on:

* employment and education and training outcomes for sole parent beneficiaries

*+  camings and hours worked by sole parent beneficiaries

*  links between assistance measures and outcomes achieved by sole parent beneficiaries

*  shorter-term effects of the DPB and WB reformas on the families and children of sole parent beneficiaries.

The areas in which the research took place were Auckland, Hawke's Bay, the Wairarapa and Christchurch.
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1.4.2 Methodology

Interviews were conducted by way of six focus groups comprising four to six staff members from each of
the Service Centres except in the South Auckland Service Centre — where two smaller groups of two to
three staff were held to accommodate the Centre's workflow. The composition of the focus groups in the
evaluation consisted mainly of front-line staff that bave or have had caseloads with DPB and WB
recipients. Focus groups were considered appropriate because they provided both comparisons and
contrasts of how the benefit reforms have been implemented within the different Service Centres. Within
the focus group process feedback was sought from: individual respondents to ensure that no one person
dominated the discussion. Staff who participated in the evaluation spoke openly and frankly, although at
times they needed to be reassured of anonymity for their Service Centre and for themselves.

Interviews lasted between 1 to 1.5 hours and were undertaken at a time designated by the Service Centre
Manager — these tended to coincide with staff training times, which alleviated the need to mmpinge on
operational imes. Interviews were undertaken between 25 and 29 June 2001.

1.5 Post-Placement Support pilot evaluation

NOQTE: The full evaluation of the outcomes of PPS was not completed in time to be included in this
report. Information on PPS in this report relies on qualitative interviews undertaken with some PPS
participants and PPS providers.

1.5.1 Design

In-depth interviews were held with all clients (PPS clients, non-pilot clients and PPS co-ordinators), using
semi-structured interview guides (refer to Appendix Four, Part D: A Limited Evaluation of the Post-
Placement Support Pilot). Interviews were held mostly with individuals, who were invited to have a
support person present. Some interviews were held with relevant affinity pairs (e.g. PPS co-ordinators in
the same region).

1.56.2 Sample

The final sample comprised:

* 36 PPS clients
¢ 25 non-PPS clients
s 9 PPS co-ordinators.

The demographic breakdown of PPS and non-PPS participants is set out in Table 102. The PPS co-
ordinators were from the Christchurch, Auckland South and Wellington regions.
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Table 102: PPS participants and non-participants
Number of Inferviewees
Gander
Female 43
Male 12
Ethnicity
Macri 17
Pacific Peoples 11
PakehafCther 33
Age
> 40 years 186
26-39 37
< 25 years g
Geagraphic distribution
Weliington, Auckiand & Chrsichurch PPS participants 36
Wellington, Auckland & Christchurch non-PPS participants | 15
Hawke's Bay non-participants 10

1.5.3 PPS clients

The 36 PPS clients were divided across three regions - South Auckland, Christchurch and Wellington.'
As shown in Figure 1 above, the sample included both sexes, a range of cultures (Miori, Pacific Peoples
and P2kehd), and people aged from early 20s to mid 50s. The sample was also varied on the following
characteristics:

¢ children of different ages (pre-school through to late teens)

e family/whanau size (number of children living at home)

+ time since last employment

s duration since relinquishing the DPB

* type of employment (professional, white collar, pink/blue collar).

Included within the sample also were PPS clients who were receiving in-house versus external provider
support services.

We also interviewed at least two to three customers per region who had been clients in the PPS pilot and
who have not remained in their employment, to obtain feedback on the usefulness to them of the PPS
service and its part in their retaining or leaving their employment.

1.5.4 Non-PPS clients

A total of 25 people were interviewed who did not participate in the PPS pilot. These were distributed
across the four regions (see Figure 1), and included:

¢ people who were offered the PPS service but declined it

12 It was decided not to include PPS participants in Hawke's Bay as there were so few of them that maintaining confidentiality of

their feedback would be difficult.
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These people comprised a representation on the following criteria:

e range of cultures
» different age groups
¢ number of dependants

s varying duration since relinquishing the DPB
s did/did not have a good relationship with their Case Manager
s experienced a Compass co-ordinator as Case Manager, versus other Case Manager.

1.5.5 PPS co-ordinators

In order to get a holistic understanding of the reasons for varying degrees of success and effectiveness of
the pilot across regions and clients, interviews were held with PPS co-ordinators in Christchurch, South
Auckland and Wellington. Both in-house and external co-ordinators were interviewed.

1.5.6 Data collection approach

Key aspects of the research approach are set out in Figure 2.

Figure 12: Research approach

PPS participants {36]

«  Agerange
Both sexes

«  Range of cullures
= Three pilot reglons

Other job achisvers [25]

Four pilot regions

QOne-on-one intarviews

In people’s homes, workpiace
Maor, Pacific & Pakehi inferviewers
Koha

v

PPS co-ordinators [9]

*  in-house and extemal

*  Three pilot regions

1.5.7 Recruitment

Recruitment was undertaken by the researchers, to maintain participant anonymity. The Department sent 2
letter to all PPS clients, and to selected non-PPS clients, notifying them that they might be contacted by
the research team to request an interview, Recruitment followed sampling grids to obtain a representation
of people with the characteristics set out in 1.5.3 and 1.5.4. We attempted to obtain as many men and non-
Pakehd as possible within the sample, to ensure these perspectives.

1.5.8 interviews

Interviews were informal, following semi-structured interview guides (see Appendix Four, Part D: A
Limited Evaluation of the Post-Placement Support Pilot) which were piloted with two PPS clients and

»  Agerange
»  Bothsexes '
*  Range of cultures
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then used flexibly according to the client’s culture and whether they had received an in-house or external
PPS service. Interviews were approximately 1 to 1.5 hours in length, and were held either in the client's
home or in another venue of their choosing {e.g. cafe). All clients were invited to have a support person
present at the interview, at their preference.

Pilot interviews

The interview schedule was piloted with three to four respondents and modified as necessary.

Recording data

Clients were asked for permission to tape record interviews. Where this was declined, comprehensive
interview notes were made during or immediately following the interviews, as appropriate.

Koha

All clients were given an appropriate koha in appreciation of their time and information, to the value of
approximately $30.

interviewers

All interviewers were female researchers experienced in interviewing M3ori and Pacific People as well as
Pikehs, and women with children.

Confidentiality and other ethical issues

Informed consent was obtained from all evaluation participants, both clients and PPS co-ordinators.

1.5.9 Data analysis

The data was analysed through a combination of content analysis and discourse analysis of each
researcher’s interviews, with comparisons being made across:

. sex
* age
+ culture

* PPS clients versus non-PPS clients
* people receiving services from in-house versus external service providers.

The information gathered from all four regions was aggregated and synthesised in an analysis workshop.
The four researchers worked systematically through the interview topics, looking for both common
themes or patterns and differences, based on the factors set out above, as well as other characteristics of
the clients which were relevant to their status as people leaving the DPB for employment.



Appendix Two

1 Additional demeographic data

Table 102: Age of DPB recipients by ethnic group (June 1896-April 2001)
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Ethnic Group S0 320 030 404y 5059 60 :;ﬂgs %To Base
Maord 6%  45% 35% 12% 2% 0% 3 100% 36,534
Pakeha 3% 4% 4% 18% 4% 1% 3 100% 46,761
gzj;‘; . & 4% W% 14% 4% 1% 32 100% 8530
Other 2% 4% 42% 24% 6% 2% 36 100% 5,226
Not coded 1% 21% 44% 25% 8% 2% 32 100% 12,383
Total 3% 38% 41% 12% 4% 1% 32 100% 109,433
Base is average per month and covers the 59 months of the study.

SOURCE: DWI administrative data, 2001

Table 103: Age of WB recipients by ethnic group {June 1896-April 2001)

Ethnic Group 020 3039 4043 5080 6or  Age . XTowl Base
Maori 1% 5% 18% 47% 28% 1% 53 100% 1,870
Pakens 1% 6% 13% 48% 32% 1% 54 100% 4,045
Pacific Peoples | 1% 6% 21% 41% 31% 1% 53 100% 809
Other % 6% 16% 43% 34% 1% 54 100% 639
Not coded 0% 4% 15% 56% 24% 0% 52 100% 2,106
Total 1% 6% 7% 54% 33% 1% 52 100% 9,269

Base is average per month. In this case 59 months for inciusive period of study.
SOURCE: DW! administrative data, 2001
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Tabie 104: DPB recipients by ethnic group and number of dependent children (June 1996-April

2001)

Ctbic Number of Dependent Children — —
Group Nona 1 2 3 4 5 % Tolal  Base o ’
Maori 1% 45% 30% 14% 5% 2% 1% 100% 36534 18
Pakeha 4% 50% 32% 11% 3% 1% 0% 100% 46761 17
Pacific '

Pecples 1% 43% 29% 16% 7% 3% 1% 100% 8,530 2.0
Other 4% 48% 32% 12% 3% 1% 0% 100% 5228 1.7
Not coded 6% 43% 32% 13% 4% 1% 0% 100% 12383 18
Total 3% 48% 31% 13% 4% 1% 0% 100% 100433 18

Base is average per month. In this case 53 months for inclusive pericd of study.
SOURCE: DWI adminlstrative dats, 2001

Table 105: WB recipients by ethnic group and number of dependent children (June 1986-Aprii
z:::: Number of Dependent Children o —
Group None 1 2 3 4 5 more % Total Base 0. ’
Maori 53% 25% 10% 4% 1% 1% 0% 100% 1,870 18
Pakeha 81% 9% 7% 2% 1% 0% 0% 100% 4,045 1.8
ggf;‘;s 4% 2% 1% % 3% 1% 0%  100% 609 18
Other 75% 12% 8% 4% 1% 0% 0% 100% 638 1.7
Not coded % 12% 7% 2% 1% 0% 0% t00% 2106 17
Total 73% 14% 8% 3% 1% 0% 0% 100% 9288 17

Base is average per month. In this case 59 months for inclusive period of study.
SOURCE: DWI administrative data, 2001

Tabie 106: DPB - Age of youngest dependent child by ethnic group (June 1986-April 2001)

Ethnic Group

Maor
Pakeha

Pacific
Peoples

Other
Not coded

Total

| Age of Youngest Dependent Child
0-5 years 7-13 yoars T4+ years No child % Total Basg Average
§3% 28% 4% 8% 100% 36,534 5.7
52% 34% 5% 8% 100% 46,761 5.7
68% 23% 3% 7% 100% 8,530 46
50% 34% 6% 10% 100% 5,226 5.9
34% 44% 7% 14% 100% 12,383 7.0
55% 32% 5% 8% 100% 109,433 58

Base is average per month. In this case 53 months for inclusive period of study. Average age applies only to those with children
*no child” was excluded from the base.
SOURCE: DWI administrative data, 2001



218

Table 107: DPB — Age of youngest dependent child by ethnic group (June 1996-April 2001}

Ethnic Group

Maori
Pakeha

Pacific
Peoples

Other
Not coded
Total

| Ags of Youngest Dependent Child

{-5 yeoars 7-13 years 14+ years Nochild % Total Base Avsrage
8% 18% 7% 65% 100% 1,870 8%
4% 9% 3% 84% 100% 4,045 4%
8% 2% 8% 51% 100% 608 9%
4% 1% 4% 51% 100% 639 4%
3% 1% 4% 82% 100% 2,108 3%
5% 12% 5% 78% 100% 8,269 5%

Base is average per month. In this case 53 months for inciusive period of study. Average age applies only to those with children

“no child® was exciuded from the base.
SOURCE: DWI adminlstrative data, 2004

Table 108: DPB duration by ethnicity {June 1996-April 2001)

Duration
o s Iy A
Maori 6% 1%  19% 3% 15%  24%  100% 3653 34y
Pakeha 7% 13%  19% 3% 16% 2%  100% 46761 32y
gifgfe . 7% 4% 20%  14%  16%  19%  100% 8530 30y
Other 19%  15%  20% 4%  15% 8%  100% 5226 28y
Notcoded | 8% 8% 1% 10%  15%  50%  100% 12,383 36y
Total 5%  12% 8% 13%  t6%  26%  100% 100 gy
Base is average per month. in this case 59 months for inclusive period of study.
SOQURCE: DWI adminisirative data, 2001
Table 109: WB duration by ethnicity {June 1996-April 2001}

Duration
o et T i g A
Maor 8% 8% 4% 1% 6% 42%  100% 1870 5iys
Pakeha S2%  10%  16% 1% 7% M%  100% 4045 43y
ngggs 0% 9% 16% 1% 7%  35%  100% 608 45yrs
Other 12% 1% 18% 3%  17%  28%  100% 639  38ym
Notcoded | 6% 5% 0% 8%  15%  55%  100% 2106 38y
Total 0% %% 4% 1% 16%  40%  100% 9269 43y

Base is average per month. In this case 58 months for inclusive period of study.
SCURCE: DW! administrative data, 2001
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1  Examples of jobs associated with occupational categories

These categories were used to describe the occupations held by respondents in the survey of sole parents

who left the benefit for employment.

Code 1: Legislators,
Administrators and Managers

Code 2: Professionals

Code 3: Technicians and
Associate Professionals

Code 4: Clerks

Code 5: Service and Sales
Workers

Code 8: Agriculture And
Fishery Workers

Code 7: Trade Workers

Code 8: Ptant and Machinery
Operators and Assembiers

Code 9; Elementary
Qccupations

Examples include: legislater; senior government administrater; senior business
adminisirator; general manager; productionfoperators manager, human
resources manager; and sales and marketing manager.

Examples include: computing professional; medical doctor/dentist teaching
professional {all leveis), accountant, barrister/solicitor; counsellor; engineer;
nursing/midwifery professional; librarian; and religious profassional.

Examples include: dental assistant; physiotherapist; veterinary assistant; real
estaie agen{; travel consultant; sales representaiive; bock-keeper; social work
professional; auther/painter/other arlist; and decorator/designer,

Examples include: typistiword processor operator; data eniry operator; filing
clerk; secretary; accounts clerk; bank officer; receptionistinformation clerk;
telephone switchboard operator; debt coliector; and mail carriersfsoriers.

Examples include; housekeeper; waiter/partender; hairdresserfheauty therapist;
police officer; salesperson/demonstrator; fashion model; cookkitchen hand;
hospital ordery/urse aid; caregiver; and forecourt attendant.

Examples include: market gardener; fruit grower; nursery grower; landscape
gardener; livestock producer; apiarist; forestry workerflogger; fishery worker;
hunters/trappers; and animal welfara worker,

Exampies include: bricklayer; carpenter/cabinet maker,  piumben
painter/paperhanger; electrician; radic and {elevision servicer; bufcher; baker;
dressmaker; and printer.

Examples inciude: welders; papermaking plant operafors; wood preducts
machine operators; power generating plant operalors; machine fool operators
sawing machine operators; scaffolder; drainlayer; cranefearfimoving machine
operators; and heavy truck/busitaxi drivers.

Examples include: cleaner; caretaker; couner/deliverer; hotel porter; refuse
collector; packer; builder's labourer; and street cleaner.
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Appendix Four

Part A: An Analysis of DWI Administrative Data

Part B: Evaluations of the Oscar Subsidy and Oscar Development Assistance
Part C: A Limited Evaluation of the Implementation of the DPB and WB Reforms
Part D: A Limited Evaluation of the Post-Placement Support Pilot

Part E: Literature Review

Part F: A National Survey of Sole Parents Who Left the Benefit for Empioyment

Part G: A Shorter-Term Qualitative Outcomes Study

Copies of these reports are available on request from Ministry of Social Development or
the Department of Labour.



