
[image: image18.jpg]Equal Employment
mmmmm Opportunities Trust




Disability and employment – 

on-line survey analysis
[image: image1.jpg]



Research analysed and report compiled by Anna Jameson of Disabled People’s Assembly and Mervyl McPherson of EEO Trust.

Extracts from this publication may be copied and quoted with permission and acknowledgement.

Equal Employment Opportunities Trust

PO Box 12929

Penrose

Auckland

New Zealand

Phone: 64 9 525 3023

Fax: 64 9 525 7076

www.eeotrust.org.nz


4Executive Summary


81.
Introduction


82.
Method


93.
Findings


93.1 
Hours worked


93.2
Abilities and attributes


113.3
Career progression - job level, promotion, training


123.4
Problems trying to get a job


133.4.1
Other barriers


143.5
Ways for employers to be more supportive during recruitment


153.6
Assistance in getting or staying in a job


163.7
Workplace needs


173.7.1
Building and workspace adaptations and access issues


183.7.2
Communication needs


183.7.3
Other assistance needed:


193.8
Making workplaces more supportive


203.9
Supportive employment practices


223.10
Creating a supportive workplace


233.11
Barriers to staying in a job


243.12
Differences by gender


263.13
Differences by age group


283.14
Type of disability


313.15
Location


323.16
Maori


334.
Conclusion


345.
References


356
 Appendices


356.1
 Appendix One: Sample characteristics


376.2
Appendix Two: Disability and Employment Questionnaire




List of figures
Figure 1 
Abilities and attributes
  9
Figure 2
Problems respondents encountered trying to get a job
12

Figure 3
Ways employers can be more supportive during recruitment
14
Figure 4
Assistance in securing or staying in a job
15
Figure 5
Workplace needs
16
Figure 6
Making workplaces more supportive
19
Figure 7
Supportive employment practices
20
Figure 8
Creating a supportive workplace
22
Figure 9
Barriers to staying in a job
23
Figure 10
Reasons for finding it hard to get a job, by gender
25
Figure 11
Reasons for finding it hard to stay in a job, by gender
25
Figure 12
Hours in paid work, by age group
26
Figure 13
Found it hard to get a job, by age group
26
Figure 14
Found it hard to stay in a job, by age group
27
Figure 15
Not in paid work, by type of disability
28
Figure 16
Have you ever found it hard to find a job, by type of disability
29
Executive Summary 

These days with the technology that we’ve got, 
disability doesn’t have to stop anyone doing anything.  
There are just different ways of doing things.
Introduction

New Zealand employers continue to report that the “skills shortage” is one of their biggest barriers to business success, however, some groups of people find it consistently difficult to obtain work that taps into their skills and talents. Research shows that disabled people form part of this latent talent pool.
A recent on-line survey conducted by the EEO Trust asked disabled people about their employment experiences in order to find out more about what they bring to the workplace, why their skills are under-utilised and what employers could do to effectively tap into their skills, energy and determination.
The survey received 368 responses which highlighted the achievements, commitment and talents of disabled people. While the respondents were very aware of their strengths and skills, many had found it hard to get a job and had come up against barriers that prevented them from making the contribution they were capable of at work.
Respondents said that as a result of their “disability” they had developed leadership skills, great strength of character, sensitivity, patience, a high level of intuition and the ability to think creatively. However, the attitudes of employers, managers and colleagues often limited their contribution to the workplace.
Respondents’ suggestions included: 

People with disabilities should be treated the same as “normal” people. A lot of people think just because I’m deaf I’m dumb! 
[Employers should] overcome their fear of my disability – it won’t hurt them, and it won’t cost them – it’s my impairment, and I take care of it myself.
Methodology and findings

The non-random on-line technique used for this survey imposes limitations on the generalisability of its findings to the New Zealand population. White collar occupations have more access to the Internet than other groups which may explain the large proportion (43%) of respondents working in professional and managerial roles. 
More women than men completed the survey but there was an even range of ages. The survey found that most respondents (57%) work 30-40 hours or more per week. Ten per cent of respondents were not currently in paid work and nearly all of these people indicated that they would like to be employed. 

A higher than average educational level was reflected amongst respondents; 48% had a degree and almost half of these were at post-graduate level, and 22% had trade or other vocational qualifications. According to Statistics New Zealand figures, 21% of New Zealand’s disabled population has a post-school qualification compared with 29% of people without a disability (Statistics New Zealand, 2002).

The key issues to emerge from the survey are:


· Disabled people are often highly educated and trained and bring a wide range of skills, talents and qualities to the workplace.


· A positive attitude by managers and colleagues is critical to successfully tapping into the skills of disabled people. Disability awareness training could make a difference to people’s attitudes and would certainly indicate to disabled workers that they are valued. 

· Flexibility around hours is the one most valuable initiative that workplaces could offer to enable disabled people contribute fully at work.


· Employees may need support if they acquire a disability.


· Businesses could benefit from being more aware of, and better utilising, the funding and support services available to them.
Attributes and skills

Over two-thirds of the 86% of respondents that have work felt their job was a good match for their skills and abilities. Respondents said that they brought a wide range of skills and attributes to the workplace. 

Good people skills and being reliable employees were identified by 90% of the respondents, closely followed by a good work ethic (88%), being enthusiastic and motivated (85%) and showing commitment to their employer (80%). 
Respondents said attributes such as flexibility, communication and a sense of humour were developed and enhanced due to having an impairment. More than half the respondents (51%) said they had leadership skills and some attributed the development of these to dealing with issues relating to their disability. These findings are confirmed in research that states that disabled people have change management and problem solving skills (Brake, 2001, Hall, 2002; Perry et al, 2000).
Difficulties getting a job
Most respondents (61%) had experienced problems trying to get a job. The main problems related to interviewers’ attitudes and the expectations of those involved in the recruitment process. Some respondents felt that even though an employer may promote an inclusive environment in their place of work, recruitment agencies can impose a selection bias before the interviews even take place.

Not reaching the interview stage was an issue for 58% of respondents and some felt this was due to acknowledging they had a disability. Many respondents said they were despondent about the recruitment process after having received numerous rejections and it was suggested that omitting any mention of disability was the only way to be selected for interviews.

When asked how employers could be more supportive of people with a disability during the recruitment process, three-quarters of respondents said employers should focus on the abilities and attributes of the potential employee rather than their disability. It was suggested that having a person with a disability on the interview panel could be a step towards overcoming attitudinal barriers and would put the job applicant at ease. More than a third of respondents felt that work placement opportunities and the use of an EEO logo or statement in job advertisements were useful.
Three out of four respondents indicated that a change in attitude and a focus on skills and abilities of interviewees was the key way of supporting people in the recruitment procedure.
Support in the workplace

When asked what support or assistance they required in the workplace, nearly half (46%) the respondents said the option of flexible working hours was important. 
Only a third of respondents required special or adapted equipment, such as a phone headset or the use of a laptop when working in the community. Some of the suggested individual equipment was relatively inexpensive and unsophisticated, for example, a trolley to carry files and a personalised footstool, however, the administration or “paperwork” required to obtain this equipment was noted as a barrier. 

Less than a fifth of respondents (18%) required modification of their duties. These changes included help with lifting or looking at ways to restructure the job. Building and workspace adaptations were required by 15% of respondents. 

On-going support and special assistance was needed by 21% of respondents and included one-on-one computer training specific to the person’s needs.  A job coach and special training were needed by 12% of respondents. Other forms of support mentioned included mentoring and peer support and a third of respondents felt that disability networks in the workplace would be useful. 

Seventy-one per cent of respondents had received on the job training to improve their skills, and nearly half (48%) had been promoted to a better job or to a more senior position.
When asked what kind of opportunities would make the workplace more supportive, the most popular option was flexible hours (57%), followed by equal opportunities for promotion and career advancement (54%). 

Nearly half the respondents (46%) wanted more support for employees who acquire a disability, and the same number wanted special leave for staff with disabilities in order that they could attend medical appointments during the day.
Forty per cent of respondents felt employers should utilise existing financial support schemes for adaptations and technology needed in the workplace. The same number wanted employers to make use of existing support services like Workbridge for on-going support.

Training on disability issues

Two-thirds of respondents (66%) felt training on disability issues for managers and staff would create a greater understanding and would challenge stereotypes held by both employers and colleagues. Some respondents felt that this training could be facilitated by someone with a disability. An understanding of, and commitment to, the New Zealand Disability Strategy was also seen as important. 

Sixty per cent of respondents wanted senior management commitment to employing and supporting disabled people, and the same percentage wanted a review of employment practices and policies to assess their impact on disabled people and identify and remove barriers. Over half (55%) felt it would be advantageous to train senior staff on managing people with a disability and the support services available to businesses, and half also wanted training for employers on the business benefits of employing disabled people.
Keeping a job 

Nearly half the respondents had found it hard to stay in a job at some stage, with women reporting this more often than men. The main reasons for this were, in order of importance: attitudes, opportunities, flexibility (including the ability to work part-time) and harassment. 

Managers’ attitudes were a barrier for nearly three-quarters of respondents. A quarter said they had been harassed by other staff and 35% by their employer or manager, with harassment taking the form of the way colleagues interact with disabled staff. This referred to language used by staff, which can be patronising and inappropriate, not being included socially, and colleagues or managers misunderstanding, or being insensitive to, their disability. The fact that disabled people need to perform tasks or do things differently is often interpreted as them making a less significant contribution or being less efficient.
The physical environment was only an issue for a small group of respondents; 17% where the employer would not change it and 13% where the employer was unable to change it. Some respondents were promised improvements to the work environment during job interviews but struggled to have these implemented. 

Fifteen per cent of respondents were not provided with the equipment needed for them to do their jobs and 14% felt they lacked the support they needed in the workplace.

The findings of this survey will contribute to the compilation of a comprehensive EEO Trust toolkit or resource pack to assist employers in creating a more versatile and inclusive workplace.
1.
Introduction
The EEO Trust’s Disability and Employment survey was an on-line survey on work issues relating to disability that ran from 3 December 2004 to 17 January 2005. It was the third in a series of on-line surveys by the EEO Trust. The first, in September 2003, was on fathers and paid work, and the second, in February 2004, explored relationships and paid work.

The aims of this survey were to establish what the barriers are facing disabled people in finding and maintaining employment and how workplaces could more effectively tap into the skills and energy of disabled people. The target audience for the survey was disabled people in the workforce or those looking for work. It was completed by 368 people.
This survey is part of a three-tiered approach to the subject. The first part was a recent EEO Trust research and literature review. The second part was the compilation and analysis of this survey. As a result of these findings, a third project will be undertaken to create a set of tools, initiatives and resources to assist employers in creating a versatile and inclusive workplace.

This toolkit will focus on:

· The attitudes of employers and colleagues; fears about difficulties and challenges both real and perceived. 
· The references to talent shortages whereas people’s abilities can often be overlooked because of a disability. 
· Creating a flexible and versatile workplace that values all talent.
2.
Method
This survey was administered on-line. Potential respondents included anyone who lived in New Zealand at the time and had an impairment/disability. As this was not a random sample, the findings are not generalisable to all disabled people in New Zealand. 

An on-line non-random survey is likely to attract people for whom impairment/disability and work is an issue. However, these findings do allow us to see what the key issues and solutions are for these respondents, and whether these differ by gender, age, culture and type of impairment/disability. An advantage of the on-line method of survey administration is that it tends to generate less extreme answers and less social desirability and acquiescence (Dillman, 2001).

Invitations to participate in the survey were to EEO Trust Employers Group members and their workers, as well as via extensive liaison with groups representing and supporting disabled people to encourage them to publicise the survey. 
The technical set-up of the survey included placement of a “cookie” in a respondent’s browser making it impossible for one person to make multiple responses. The survey instrument was a structured questionnaire that offered an “other, specify” option to most questions, and a comments box at the end for free comment. 
3.
Findings
3.1 
Hours worked
Most respondents (57%) were working 30-40 hours or more per week.  Of those working 30-40 hours, 9% would like to work part-time from 11-29 hours per week, and three out of five people (61%) working more than 40 hours a week would like to work less.  A third of those with a 30 hour week would like to work more.   

Nearly all (96%) of those not in paid work said they would like to be in paid work.  Respondents were fairly evenly split between wanting to work 1-10 hours, 11-29 hours, or 30-40 hours per week. 
3.2
Abilities and attributes
Respondents felt that they brought a wide range of qualities, skills and abilities to the workplace. 

Figure 1: 
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Research suggests that disabled people have change management and problem solving skills, perform as well as or better than those without disabilities, have a lower or equivalent absenteeism and cost a similar amount to employ (Brake, 2001, Hall, 2002; Perry et al, 2000).
Good people skills and being reliable employees were attributes identified by 90% of the respondents, closely followed by a good work ethic (88%), being motivated (85%) and being committed to their employer (80%). 


Respondents used phrases such as: 
· Being passionate

· Having a positive attitude

· Willingness ‘to go the extra mile’

· ‘Can do anything’

· ‘Can do’ attitude.

Just under two-thirds of the respondents felt they contributed problem solving and organisation skills.

I’m good at thinking outside the square – I know that there are other ways and other truths.

More than half the respondents (51%) felt they had leadership skills and some said they had developed these as a result of dealing with issues relating to their disability.
Being differently abled can provide leadership for others and inspire the team, or provide others with opportunities to think ‘outside the square’.
Having an impairment/disability was often seen as an ability and the skills developed included tolerance, independence, communication, flexibility, sense of humour, sensitivity to others and a positive attitude.

Many years living with a disability is an experience of a unique kind – an employer can use the strength of character that a person with a disability has, especially if that person has fought through a system that is not user-friendly, to achieve a qualification such as a university degree, or similar. Every day is a challenge for most disabled people.
I am a clinical psychologist. My personal experience of mental illness is something I frequently draw on in my work.

Very strong communication skills because I know how difficult it can be to hear people who do not speak clearly. Sensitivity, patience with those struggling with disability. High level of intuition (developed to compensate for hearing loss). 

An awareness of diversity and ways of meeting different user groups’ diverse needs, beyond my own. As well as the ability to analyse and reflect on an issue from multiple as well as less conventional perspectives. 

Employing disabled people was seen as a way of providing on-going disability awareness to staff and the community and creating a diverse workforce.

The fact that I have a disability can be used for role-modelling and encourages an inclusive workforce – is a good way to improve disability awareness.

In every job I have had it instinctively becomes part of my role to educate colleagues and others about people with disabilities and encourage people to be more open minded and tolerant when confronted with someone with a disability.
Being an above-average employee was voiced as a way to ensure employers did not see disability negatively. It was also expressed that disabled people need to be visible in high performance jobs to raise expectations and challenge stereotypes.

Being an example that physical disability doesn’t mean the brain is disabled.
Modelling that with a disability I am able to hold a management position, and that people with disabilities should be considered for their abilities rather than disability.

Numerical and technical skills were less prevalent at 45% and 40% than people managing skills. This may be a reflection of the high proportion of professional/ managerial and clerical/ service/sales occupations represented in the survey.

Many respondents had strong links and networking within the community, an understanding of Te Reo Maori and awareness of other cultures. Other skills include being a good negotiator, team player, possessing parenting skills, public speaking, project management and group facilitation proficiencies. Some competencies were noted as being developed since gaining employment, such as technical skills.

3.3
Career progression - job level, promotion, training
Over two-thirds of the 86% of respondents that have work feel their job is a good match to their skills and abilities. Twelve per cent do not feel their job is a good match for their skills and abilities. The rest of the respondents do not have a job at present (16%) or did not answer this question (3%).

Just under half of the respondents (48%) had been promoted to a better job or a more senior position. 

The disability literature shows that training is often overlooked or inaccessible for disabled people (Jameson, 2005). This did not appear to be the case in this survey with 71% of respondents receiving on the job training to improve their skills.

3.4
Problems trying to get a job
Three out of five people (61%) had experienced problems trying to get a job. The main types of problems people identified were to do with people issues, such as attitudes and expectations rather than support and access issues.
Figure 2: 
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Not getting interviews was the biggest issue for respondents. Some felt that the lack of interviews was a direct result of detailing their impairment in the job application. Many respondents expressed feeling despondent about the recruitment process and some suggested omitting any reference of their impairment in the job application as the only way to get interviews.
The jobs are out there, it’s just if you have a disability, you can’t get them or even an interview.

Only interviews I have had are the ones where I have not mentioned on the application form that I have MS and a subsequent sight impairment which does not stop me working. As soon as that comes up the attitude changes and I can guarantee that I won’t get the job.

The attitude of interviewers and their expectations are related issues and presented a problem for 45% and 42% of respondents respectively. Some respondents felt that when they disclosed their disability the focus of the interview turned to their impairment rather than focusing on whether or not they had the skills to perform in the job. 

I have three completed degrees, including an MA English, with first class honours, and have two more to complete, yet I still struggle to find work. People’s attitudes are the greatest barrier. I bring a lot more to the table than my interviewers do. 
Making assumptions about my disability being too difficult for the job I want and having  trouble getting interviews because I have to declare my disability on most application forms.
1. Employers have tried to provide reasons why the job wouldn’t be suitable, rather than allowing a potential employee to provide some solutions to perceived problems. 2. Fears about how clients won’t cope with working with someone with a disability. 3. Fears about what colleagues might think about working with someone with a disability – “They have not had this experience before.” And “I don’t think our staff are quite ready to have someone with your problems – we have not had someone in a wheelchair here before”…

Not having appropriate support at the interview put some respondents with visual or hearing impairments at a disadvantage, especially when recruitment processes involved practical activities.

I’m visually impaired and some job interviews require you to use computers which is OK I have zoom text but they do not allow me to put it on to their computer so I can’t read them (their computer screens).

It was also mentioned that while an employer may promote an inclusive environment, if a recruitment agency is used there is the potential for selection bias by the agency before the interviews even take place.

I have had real trouble just getting interviews – recruitment agencies seem reluctant to offer opportunities.

3.4.1
Other barriers

Other barriers to finding a job included not having the relevant job experience and the lack of necessary personal support at home to enable people to get to work on time. Some people noted negative experiences using employment support agencies and felt this impacted on their lack of success in gaining employment. In two cases this related to the negotiated supports not being provided in a timely manner. Access issues were also noted.  Physical access issues not only related to being able to attend the interview but also to being able to access the job on offer. Examples included inaccessible workplaces or a lack of nearby parking or public transport. 

Issues such as lack of parking have put me off applying. Similarly if a job is advertised with a “physical” component (say stacking books) it would help if the ad indicated e.g. in % terms how much of such work was required.
I am a little person, one interview I had the boss expected his secretary to run up a flight of stairs when he called. I just laughed.

The requirement of having a drivers licence, when it is not essential to the job, was another access barrier mentioned by some respondents. Needing to use alternative forms of transport such as a mobility taxi was perceived as a disadvantage.
The cost of transport/need for specialised transport (mobility/taxis) was seen by interviewers as a disadvantage to hiring me even though travel was not part of the position that I applied for. The perception was that I could not adequately support other staff members if they needed me to accompany them.

3.5
Ways for employers to be more supportive during recruitment 
Changing attitudes and focusing on the skills and attributes of the potential employees rather than their disability was viewed by three out of four respondents as the key way of supporting people during the recruitment process. Over a third of the respondents (39%) felt that offering work placements and using an EEO logo or statement in job advertisements (37%) were useful. On-line recruiting and offering communication support at the interview were seen as being helpful by 22% and 8% of respondents respectively. This low figure may be because of the comparatively low numbers of respondents with visual and hearing impairments.
Some respondents said that having a person with a disability on the interview panel could help overcome attitudinal barriers and put the interviewee at ease.

 Interviews could be more comfortable if a person with a disability was on the panel. At least from an interviewee’s perspective, such a person on the panel would indicate the likelihood of fair selection and that non-selection had nothing to do with being disabled
Figure 3: 
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3.6
Assistance in getting or staying in a job



A quarter of the respondents said that having individual equipment or technology was necessary for them to obtain and stay in employment. Training support was also highlighted by 23% of respondents as being helpful.  

Figure 4: 
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Other types of assistance (career planning, work placement and preparation for job seeking) were used by a fifth of the respondents. These services are usually provided by employment support services. Services used by respondents include Workbridge, Mainstream Employment Programme, Catapult, the Deaf Association of New Zealand, CCS Accomplish programme and employment consultants.

Many respondents had utilised a specialised employment service and some voiced frustration at the length of time taken to find a job.
Tried XXX, been there 18 months still no help, have given up on them.
Access to on-going support and training by the employment support service was considered important by some respondents.

I have been part of the XXX – But the staff do not follow up on the training etc that was to be part of the programme and paint too bright a picture during induction.

Friends and family provide people with much support and opportunities for networking.
Friends and people who know me have been really good free assistance. If it weren’t for them I don’t know if I would be employed at all. I have a lot of ability but as soon as the interviewer finds out I have a disability they don’t want to know any more. 
Assistance through a training centre for people with mental illness and regular support from a psychologist are two forms of assistance that help people with mental illness. 
Other indirect strategies have helped people into employment including:

·   Access to transport to the workplace and/or carpark nearby. 
·   Access to funding to purchase a car, and/or assistance with car modifications.

·   Disability awareness education. 

·   Training, self improvement courses and doing voluntary work. 
3.7
Workplace needs 
When asked what they needed in a workplace, nearly half the respondents (46%) selected flexibility in hours and/or days worked. Flexibility suggestions included having a quiet space available for staff to rest for short periods and the option of working from home. Flexible leave or the ability to build up time in lieu for disability related appointments was also raised. 
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A third of the respondents (33%) required special or adapted equipment, for example, a laptop when working in the community or a phone headset. Much of the equipment required to perform in a job was basic and inexpensive, for example, a trolley to carry files, a personalised footstool, or a printer on the same floor rather than upstairs. The “paper work” required to obtain such equipment was noted as a barrier.

Ongoing support and special assistance was needed by one in five respondents, for example, one-on-one computer training specific to a visually impaired person’s needs.  Twelve per cent felt they needed a job coach and special training. An example would be individualised training needed for a visually impaired person when the photocopier is changed, so that they become familiar with the location of essential controls.

Modified duties were needed by less than a fifth of the respondents (18%). These included help with lifting or looking at ways to restructure a job.

I’m having trouble with some of my job tasks. i.e. long distance driving, admin tasks etc. These are impacting on my disability, Workbridge are looking at employing a support person who can assist me with these tasks.

3.7.1
Building and workspace adaptations and access issues
Adaptations of building and workspaces were each needed by 15% of respondents.
A computer workstation that is commensurate with the fact that I’m in a wheelchair.

Building adaptations were necessary to allow people to get into their place of work and to ensure people could move around the office and interact with their colleagues informally. 
I work as a counsellor in a high school and after a year I’m still not able to get up to the staff room as it is upstairs and I am in a wheelchair.

Put my desk on the same floor as the wheelchair toilet.

Accessible parking close to the building and accessible fleet cars are other workplace requirements. Flexibility was needed to allow for the extra time to physically get to meetings off-site or the availability to use a taxi where colleagues may be walking.

I desperately need a car park close to work that I don’t have to pay for. Despite having a mobility card, I have had no offers of a car park and this means that I have to park close to work in expensive car parks which eat up a lot of my earnings.
Equal opportunities is not worth the paper it is written on, I have had to fight to ensure the special provisions I requested at the interview are met, namely the provision of an automatic car for visits. Only one in the fleet and I am the only person in the organisation who really needs that car, yet it means that I have to plan two weeks in advance where others can book a car easily because they are all manual.

3.7.2
Communication needs

Although communication needs were only mentioned by 6% of respondents, being able to conduct two-way communication is an essential part of working with colleagues and customers. This is a particular issue for people who are visually impaired, deaf or hearing impaired. Equipment to access the telephone/internet Relay Service allows deaf or hearing impaired staff to use the telephone. Other suggested ways to improve two-way communication included colleagues learning sign language and being aware to always speak clearly and face the person concerned. Disability awareness education was also mentioned to help colleagues understand issues and become supportive of communication needs. Suggested communication technology included access to visual equipment to read the computer screen, voice recognition software, hearing loops in seminar rooms and large print handouts. 

Just need text-phone to access Relay Service for interpreting from my text-phone into the voice.
Among colleagues, I receive more recognition of my hearing disability and a willingness to repeat or rephrase their statement to me. At meetings or in noisy environments I simply am unable to cope unless the speaker is very clear. The assistance I need in that type of situation is simply not always practical, i.e. slower speech, more use of visual aids, cutting out the noise, recognise that I need to see people’s faces in order to lip-read, and so need them to face me, speak clearly and distinctly, and sometimes a little slower. Conversation at tea sessions, socialising, etc are difficult because so many are speaking at the same time.
3.7.3
Other assistance needed:
A disability aware and accepting environment
Respondents also said they needed an environment that supported diversity and was accepting of different methods of working.

A manager who is open to diversity; I am sometimes bullied or patronised when I have an individual opinion that differs from the ‘received wisdom’.
That my colleagues are friendly and helpful. I need to feel part of the workplace – an equal staff person.
Primarily flexibility and understanding – there is more than one way to skin a fish!

Work/life/disability balance

Balancing work and life outside of work is often a challenge. For many disabled people extra time and energy is required to do the daily tasks as well as fit in disability related appointments such as physiotherapy. For people who are deaf or hearing impaired communication often takes longer, particularly when face-to-face communication is required.

Mentoring and peer support

Mentoring and peer support were mentioned and were seen as playing an important role in encouraging career development and advancement within the organisation. 
Also noted was the need to have appropriate safety policies in place. Peer support was used in one organisation as a strategy for providing a “buddy” escape system to ensure the employee with a disability was able to evacuate the building during an emergency.

Emotional support from people who understand – misunderstanding by colleagues (who often say they understand but can’t or don’t) often makes working with a disability a lonely experience.

3.8
Making workplaces more supportive
Nearly half the respondents (46%) suggested that supporting staff who acquire disabilities and allowing special leave for staff were two ways in which they could be supported. 

Figure 6: 
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Some respondents commented that their employers were supportive:

My employer is very flexible and has a good HR policy.
I am extremely grateful to my manager for enabling me to get an up-to-date Hearing Aid which is necessary for my job.
A third of respondents felt that workplace disability networks would be useful. Making use of existing financial aid and support services were advocated by two out of five of respondents.
Communication support for training was suggested by 14% of respondents. This would allow staff with visual and hearing impairments to access oral and written information.
When it comes to disability, because of political correctness, sometimes employers or colleagues  ignore the things that matter (e.g. whether training is accessible), but get all hot and bothered about the things that don’t matter (e.g. get embarrassed when they say the word ‘blind’ in a sentence).
Other ways disabled staff could be supported included: networking with other disabled people and mentoring. It was commented that those working professionally with disabled people also needed support.

3.9
Supportive employment practices 
An on-going theme is the need for disability awareness education in workplaces to promote understanding of disability issues and challenge unhelpful stereotypes held by some employers and colleagues. Two-thirds of the respondents (66%) indicated that training for managers and staff about disability awareness was important in creating a more supportive work environment and changing attitudes. Understanding of, and commitment to, the New Zealand Disability Strategy was also recommended. 

Figure 7: 
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While my colleagues and line managers are aware that I have a hearing impairment, they don’t actually make any allowances for it or factor it in to the way they work with me. Lip service is paid but at the end of the day I feel like it is my fault if I can’t hear, not anyone else’s responsibility to ensure communication is successful, for example, facing me when speaking. Of course, I accept that I must do all I can to facilitate successful communication but quite often things are outside my control. I need a sign I could hold up to remind people.
Overcome their fear of my disability – it won’t hurt them, and it won’t cost them – it’s my impairment, and I take care of it myself.
Stop referring to mental illness as a disability. Make sure all staff know that people with mental illness are not mentally ill all the time – that they are just like everybody else.
Three out of five respondents felt that senior management commitment was needed to successfully employ disabled people and over half the respondents (55%) indicated that training was needed for managers of disabled people and to increase awareness of the support services available.

One of the most critical things an employer can do to make the workplace more supportive is to treat me no differently to any other employee in the team or organisation. The only thing I want from my employer is to understand my disability and be sensitive to how it may affect aspects of how I operate from time to time.
Train all employees. Have the employee lead disability awareness training – or get someone in with a disability to do the training.

Sixty per cent of respondents felt that reviewing employment practices was necessary.

To have an unbiased policy of employing people with disabilities.
Recognise that job interviews are particularly stressful and place me at an unfair disadvantage.

Nearly a third of the respondents (29%) felt that harassment training would be helpful to create a more supportive work environment. Research has shown that some employees are harassed because of their disability (Jameson, 2005). 

Not to whisper to his or her staff about people with any disability. To talk comfortably with the person with the disability and have patience.

Actively challenge negative comments from workmates.

3.10
Creating a supportive workplace 
Flexibility in the hours worked and having opportunities for career advancement were wanted by over half the respondents (57% and 54% respectively). Including home workers in meetings was an issue for a quarter of the respondents. Equal pay, opportunities for training and being able to work from home were selected by nearly half of the respondents as important in creating a supportive work environment. Over a third of the respondents felt that adjusting job structures was useful.

Figure 8: 
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The main issue is flexibility/part time hours and educating management and other employees that this is not a privilege but a right to create a level playing field for all employees.

Opportunities for advancement were also noted as being necessary to ensure people’s skills and experience were being appropriately utilised and rewarded. 

The opportunity to prove I can A) do the job and B) perform to an equal or higher level than most colleagues.

Look at the things I can do well and provide training opportunities and appropriate support for this. Don’t focus on the things I can’t do and put up barriers. 

Being able to work part-time was significant for two out of five of the respondents.

3.11
Barriers to staying in a job
Nearly half (46%) the respondents had found it hard to stay in a job at some stage.
The main reasons were:

· Attitudes
· Opportunities

· Flexibility (including part-time hours)
· Harassment.
Figure 9: 
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Employer/manager attitudes were a barrier for nearly two-thirds of the respondents who found it hard to stay in a job. Research indicates this is linked to a lack of understanding about disability (Jameson, 2005). A quarter of the respondents reported being harassed by other staff and over a third by their employer or manager.
Lip service paid to staff using good self-care strategies (such as taking proper tea and lunch breaks, limiting case loads and using mental health days) when actually the expectation is to have work meetings through lunchtime, cram in client sessions and never be sick. Those like me who practise self care through necessity (to avoid relapse) run the risk of being thought of as not committed enough.
Accessing the physical environment was an issue for a small group of respondents, 17% where the employer would not change and 13% where the employer was unable to change. This is a significant issue for some disabled people; being able to park nearby and access the workplace facilities can make the difference between being able to maintain a job or not. 
I was once offered the opportunity of being carried up the stairs to attend a regular workplace meeting! I left shortly after.
Most of the respondents had the equipment and support they needed to do their jobs. However, 15% were not provided with the equipment necessary for them to do their jobs and 14% felt they lacked the support they needed.
Although I have stated my needs in order to be able to participate in team meetings (in my case having an agenda and the speaker present so that I can use my hearing equipment combined with speech reading to follow the meeting), I have had to constantly battle to get these needs met and sometimes they are still simply not met and I am excluded from meetings. I have found it so difficult attempting to advocate on my own behalf that I have seriously considered leaving this employer, although otherwise I love the job.


3.12
Differences by gender
Gender differences found in the general population were also apparent in this sample of disabled people.  For example, women were more likely to want flexible hours, part-time work and working from home option.  They were also more likely to report having people skills while men were more likely to say they had technical skills.  

Women were also more likely to be in clerical/sales/service roles and less likely to be in labouring type occupations. This different occupational distribution might be a factor influencing the gender differences in types of assistance needed to get or stay in a job.   Women were more likely to require special or adapted equipment (such as computer screens, telephones) than men who were more likely to require on-going support and special training/job coaching and to have used funding for workplace modification. 
This is likely to be a reflection of the respondent’s disabilities as there is no known research supporting gender differences in the support required. Differences are usually related to the type and severity of disability. Men in the survey were more likely to have intellectual and speech impairments while women were more likely to have mobility/muscular/coordination/dexterity and/or mental/emotional type impairments.

While men in this sample were twice as likely as women to not be in paid work, this does not reflect the findings for the disabled population as a whole (Jameson, 2005).

The main differences by gender were related to finding it hard to get a job and barriers to staying in a job. Women (53%) were more likely than men (38%) to say they had had difficulty getting a job.  Women were also more likely to say it was due to the attitude of the interviewer while men were more likely to say it was due to not getting interviews.   Women attributed the barriers to staying in a job to managers’ attitudes and harassment faced, while men were more likely to comment on the lack of equipment or support or lack of opportunities for promotion.

Figure 10:
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Figure 11:
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3.13
Differences by age group
Younger people were more likely to not be in paid work and more likely to want to be in paid work.  

Figure 12:
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All of those aged 21-30 who were not in paid work wanted to be in paid work:  58% wanted to work 30-40 hours a week and 27% wanted to work 11-29 hours a week.  In comparison, 78% of those aged 50+ and 87% of those aged 31-50 wanted paid work. Younger people were more likely than those aged 50+ to say that they had found it hard to get a job.

Figure 13:
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Younger people were more likely to attribute not getting a job to the way job vacancies were advertised and being steered away from their desired job. This contrasts with older people who attributed the reasons to the interviewers’ attitude. It is an interesting finding that young people were less satisfied with their match of job and abilities. This may be attributed to the perception that they are directed away from their desired job.

Greater awareness and use of workplace assistance was consistently selected by younger age groups (people under 40 years) when looking at the supports needed to get a job, stay in a job and make the workplace more supportive. This may be due to the greater use of support agencies by younger people. Another factor could be that younger disabled people are more politicised and see the barriers before them as a community issue rather than an individual’s problem. 

In contrast people over 50 years were less likely to use any assistance, apart from workplace modifications, to get a job. They were also more concerned with having disability related leave and strategies to help existing employees who acquire a disability to make the workplace more supportive.
Supportive employment practices also showed some age related trends. Younger people were more likely to select training in disability support and equal opportunities policies. Flexible hours and home working policies were selected by people in the 31 to 50 age bracket reflecting the work/life/family balance. Including home based workers in social events was particularly advocated by those aged between 41-50 years.

Younger people (21-40 years) were more likely to report having found it hard to stay in a job.

Figure 14:
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Workplace barriers differed by age. Those under 40 years were more likely to attribute workplace barriers to attitudes, harassment and a lack of opportunities. The 21-30 year age group was strong on languages other than English, including NZ sign language. 

Respondents with an intellectual and/or learning disability were concentrated in the younger age groups. This may be due in part to the type of agencies the survey was disseminated through.
People aged 50 years and over had a higher rate of mobility impairment, reflecting the national statistics
 that show the occurrence of disability is strongly correlated to age. This group was also less likely to require workplace adaptations, however, the severity of impairment and/or reliance on mobility aid was not documented in this survey.


3.14
Type of impairment
The type of impairment appeared to have some influence over the likelihood of people being in paid work. Those with intellectual, learning, speech, brain injury or concentration impairments were more likely not to be in paid work. People with hearing, muscular, mental/emotional impairments who were not currently in paid work were most likely to want to be in paid work.

Figure 15:
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Disabled people were less likely to be working over 40 hours a week than workers without disabilities.
 Around one in four disabled people were working over 40 hours a week, excluding those with intellectual, brain injury and learning/concentration impairments. This corresponds with the finding that the lack of flexible and part-time work was more of an issue for those with brain injury, learning/concentration and intellectual impairments.

The people most likely to find it hard to get a job were those with intellectual, mental/emotional, brain injury, learning/concentration and speech impairments. This may be related to the attitudes and lack of community awareness of often hidden impairments rather than impairments such as mobility which are more visual i.e. using a wheelchair.


Figure 16:
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The most common reasons for not getting a job were the way jobs were advertised, support at the interview and employers not being aware of supports available or thinking there were too many issues to deal with. The people most likely to indicate they had problems finding a job, not surprisingly, included those who were most likely not to be in paid work; people with mental/emotional, hearing, intellectual, speech, brain injury, learning/concentration impairments.

During the recruitment process the main ways employers could be more supportive are by focusing on the job requirements rather than the impairment and using an EEO logo or statement. 

Respondents said that employers’ awareness needed to be raised about the existing support and services and financial assistance available. It was also suggested by five or more of the disability groups that allowing disability leave and supporting employees who acquire disabilities were important ways to make the workplace more supportive.

Training to challenge attitudes and reviewing employment practices were the key employment practices identified by most of the disability groups.

Full analysis of all questions for each type of disability is available from the EEO Trust on request.

3.15
Location
Location was analysed by grouping responses into those from major cities, such as Auckland or Christchurch; provincial cities such as Whangarei or Nelson; and towns or rural areas (these were combined in final analysis as so few responses were received from rural areas).

Higher proportions of disabled people in town/rural areas were not in paid work than those in larger centres. However, nearly all respondents from this sector wanted to be in paid work.

Respondents said that employers in rural areas need to become aware of and use the existing support and funding available when employing disabled people. This lack of awareness may be due to fewer employment agencies that specialise in assisting disabled people being located in rural areas.

The need for better employment practices in smaller areas, for example equal opportunities for training and promotion, along with a lack of flexi and part time work were identified as barriers to staying in a job in rural areas.

Work placements and on-line recruiting were important to those in rural areas, who also noted the way jobs are advertised as a barrier.

In large cities attitudes were the main problem.  Disabled people in large cities were also more likely to require special or adapted equipment.  More people in cities required communications support, perhaps reflecting greater employment opportunities in these larger centres where support is provided e.g. government departments.

In large cities and provincial areas support services were often lacking at interview stage and assistance with transport costs was important. Transport costs are likely to be higher in larger centres due to the distance travelled to work and the increased cost of parking and public transport.

Disabled people in provincial cities want more support in the job preparation area. They also noted employers could be more supportive by focusing on the job requirements rather than the disability. This group were more likely to mention harassment by and attitudes of employers, managers or other staff as a reason for leaving a job. 

Flexibility of hours and days was the most common workplace strategy mentioned by all regions.

3.16
Maori
Maori people have higher levels of disability than the general working age population
. At 8% of the total sample (31 respondents), Maori were under-represented in this survey.  Their responses are analysed below to identify any patterns that were different from the overall sample of disabled people.

There appears to be a greater need for training support, career planning and job support by disabled Maori. Less importance was placed on requiring building adaptations while transport costs were highlighted as an issue.
The Maori sample was more likely than the overall sample to want employers to use existing financial and other support services.  Flexibility of hours and/or days did not appear to be a key issue. The Maori sample showed stronger interest in having disability networks in larger organisations.

The Maori sample felt offering equal advancement and training opportunities, equal pay and adjusting job structures to fit were important. Opportunities for better job/promotion and harassment by employer/manager and other staff were the main barriers to employment listed by this group. This was significantly higher than the overall sample. This again may reflect the double discrimination faced by Maori with disabilities. 

The skills and abilities reported by Maori had a similar range and order to the overall sample. 

A full report on Maori disability and employment from our survey is available from the EEO Trust.
4.
Conclusion
Nearly all the respondents to the survey who are not currently working would like to be working. There is a mix of preferences for working part-time and full-time.

Disabled people bring a wide range of skills and attributes to the workplace. The most prevalent are people skills, reliability and a good work ethic. 

Different attitudes amongst management and colleagues rather than more equipment or technology was the workplace change most respondents wanted. They said that employers could be more supportive of disabled people by shifting attitudes in order to focus on people’s abilities rather than perceived limitations. Three-quarters of the respondents believed this would make a difference to their ability to gain employment. 

Equipment or technology was only needed by a quarter of the respondents to get or stay in a job. Respondents had used many strategies to find a job, including job seeking services, friends and family networks. Having access to on-going support was necessary for some respondents to perform effectively at work.

Most respondents felt their job is a good match for their skills. Over half had been promoted and offered training opportunities, which was a finding not reflected in the current literature.
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Appendices
6.1

Appendix One: Sample characteristics





Sample

 
National

Type of disability


Mobility 


40%



  50%


Muscular


20%



  -

Coordination/dexterity

15%



  30%


Hearing 


16%



  29%



– total


  4%







  - partial

12%






Visual 



12%



   9%



– total


  1%



  



- partial

11%






Mental



11%
Psychological/

   20%



Emotional


  7%
psychiatric





Intellectual


  8%




Concentration/brain injury
  9%
Learning/memory
  23%


Speech


  6%






Learning


  5%





Occupation and education

The respondents were mainly professional managerial, with clerical/service/sales being next most common, perhaps reflecting the survey method used (on-line) and the high representation of mobility and other physical impairments in the sample group.

Compared with the national sample of disabled people, twice as many professional/managerial workers responded to this survey. A similar proportion of clerical/sales/service workers responded (Statistics New Zealand, 2002).  All other occupational categories were underrepresented.

Table 1 Occupational status of people with a disability 


– survey sample compared with NZ
	
	Sample
	NZ

	Professional/managerial
	43%
	21%

	Technical e.g. computer technician
	2%
	12%

	Skilled trades e.g. plumber, electrician, mechanic
	0.3%
	11%

	Clerical/sales/service e.g. work in an office or shop
	22%
	21%

	Production/manufacturing e.g. work in a factory
	1%
	8%

	Agriculture & fishing (e.g. work on a farm or fishing)
	0
	7%

	Labourer 
	4%
	7%

	Other
	16%
	14%

	Don’t do paid work
	10%
	


This is matched by a higher than average educational level of disabled people. Forty-eight per cent of the sample had a degree.  Almost half of these were at post graduate level (21% of the sample had post graduate qualifications).
Twenty-two per cent had trade or other vocational qualifications (certificate or diploma).

For the New Zealand disability population aged 15+, only 21% have a post school qualification compared with 29% of people without a disability (Statistics New Zealand, 2002).

More women than men

Women 
60%

Men

40%

Even range of ages (except for few under 20)

Under 20
  1%

21-30

21%

31-40

24%

41-50

28%

over 50
25%
6.2
Appendix Two: Disability and Employment Questionnaire
Introduction

Welcome to our survey on disability and employment. It will only take 10-15 minutes to complete and your answers will be completely confidential.

Please enter your answers by typing x next to your chosen option/s. 

To submit your answers please save this document to your computer and email it to: admin@eeotrust.org.nz or fax: (09) 525 7076.

The results will help us learn more about the employment experiences of New Zealand people with a disability.  We want your help to develop resources for employers and recruiters that will assist in breaking down barriers faced by people with a disability in the workplace and the job market.

This survey is for people who LIVE IN NEW ZEALAND ONLY.  If you do not currently live in New Zealand there is no need to continue. Thank you for your time.

1.
How many hours of paid work do you do most weeks?

(includes self employed work and any type of work for money)

(Tick one box only)

(
none

(
  1 - 10 hours

(
11 - 29
hours

(
30 - 40
hours

(
41 or more hours

2.
How many hours paid work would you like to do most weeks?

  (Tick one box only)

(
none

(
  1 - 10
hours

(
11 - 29
hours

(
30 - 40
hours

(
41 or more hours

3.
What type of paid work do you do most of the time?

  (Tick one box only)

(
Professional/Managerial

(
Technical e.g. computer technician

(
Skilled Trades e.g. plumber, mechanic, electrician

(
Clerical/Service/Sales e.g. work in an office or shop

(
Production/Manufacturing e.g. work in a factory

(
Agriculture and Fishing e.g. work on a farm or fishing

(
Labourer e.g. work on a building site

(
Other

(
Don’t do paid work

4.
Have you ever found it hard to find a job?

(
Yes  -  go to Question 5   

(
No    -
go to Question 7
5.
What kind of problems have you had trying to get a job?


(you can tick more than one box)

(
Not getting interviews

(
Attitude of person interviewing me

(
Support services not provided at interview e.g. New Zealand Sign Language interpreter for hearing impaired

(
Job vacancies not advertised in suitable way

(
Flexible hours not available

(
Part-time work not available

(
Being steered away from the job I want because of the interviewer’s incorrect expectations of my abilities

(
Lack of awareness of funding and other support available to employers

(
Lack of physical access to interview location

· Employer thought that there were too many issues to deal with (e.g. health and safety) 

6.
Have you had any other kinds of problems trying to get a job? 

( write them here)

……………………………………………..

……………………………………………..

……………………………………………..

7.
Have you ever used any of the following types of assistance to get or stay in a job?


(you can tick more than one box)

(
Training support





(
Provision of individual equipment or technology





(
Transport costs





(
Funding for workplace modification 




(
Job coaching






(
Interpreting service





(
Career planning





(
Preparation for job seeking




(
Work placement




(
Job support


(
Minimum Wage Exemption

8.
Are there any other types of assistance you have used to get a job? 


(Write them here)





……………………………………………………………………….


……………………………………………………………………..

………………………………………………………………………


9.
How could an employer be more supportive when you are applying for a job? (you can tick more than one box)

(
Focus on the abilities and the needs of the job rather than the disability

(
Offer communication support at interview e.g. New Zealand Sign Language interpreter for hearing impaired

(
Use Equal Employment Opportunity statement/logo on job advertisements

(
Use on-line recruiting processes as much as possible 

(
Offer work placements 

10.
Do you require any of the following in the workplace?


(you can tick more than one box)

(
Special or adapted equipment e.g. phone, computer screen, software, keyboard


(
Ongoing support or special assistance

(
Special training e.g. job coach





(
Physical adaptation of workspace    

(
Physical adaptation of building

(
Special communication needs e.g. sign language, Braille

(
Modified duties

(
Flexible hours or days




11.
Is there any other type of assistance you need in the workplace? 

(write here)

…………………………………………………………………………….

…………………………………………………………………………….

…………………………………………………………………………….

12.
How could an employer make a workplace more supportive for you? 

(you can tick more than one box)

(
Help existing employees who acquire a disability to retain their job with adaptation or support needed

(
Offer communication support for training e.g. New Zealand Sign Language interpreter for hearing impaired

(
Set up disability networks in larger organisations

(
Make use of existing support services to provide on-going support  e.g. Workbridge, Supported Employment providers

(
Make use of existing financial support available from Ministry of Social Development for adaptations and special needs

(
Allow special leave needed because of disability

13.
Do you feel your job is a good match for your abilities,

 skills and qualifications?

(
Yes

(
No

(
Don’t have a job just now

14.
What do you think are the main qualities, abilities or skills you can contribute to the workplace?  (you can tick more than one box)

(
My qualifications

(
Good work ethic

(
Reliable and trustworthy

(
Loyal and committed to employer

       
(
Enthusiastic, motivated

(
Get on well with people


(
Good organiser


(
Creative thinker


(
Good at solving problems


(
Leadership skills


(
Languages other than English (includes NZ sign language)


(
Good communication skills


(
Good numerical skills


(
Technical skills
15.
Are there any other qualities, skills or abilities you think you can contribute to the workplace? (write them here).        

………………………………………………………………………………………….

………………………………………………………………………………………….

………………………………………………………………………………………….

16.
Have you ever received on the job training to improve your skills?

(
Yes

(
No

17.
Have you ever been promoted to a better job or a more senior position?

(
Yes

(
No

18.
How could employment practices make a workplace more supportive for you? (you can tick more than one box)

 (
Senior management commitment to employing and supporting people with a disability


(
Review all employment practices and policies for impact on



people with a disability to identify and remove barriers

(
Training for managers and staff to increase awareness and challenge attitudes around disability

(
Training for employers in the business benefits of employing people with a disability

(
Training for managers in managing people with a disability and the support services available


(
Harassment training

(
Set up disability advisory groups in larger organisations

19.
What kind of opportunities would make a workplace more supportive for you? (you can tick more than one box )

(
Equal opportunities for promotion/career advancement/mentoring


(
Equal opportunities for training


(
Equal pay with people doing the same or similar work


(
Offering flexible hours for starting and finishing

(
Offering part-time hours


(
Adjusting job structures to fit the best qualified and experienced employee

(
Allowing you to work from home some or all of the time


(
Including home based workers in social events and meetings

20.
Are there any other things an employer could do to make a workplace 

more supportive for you?


………………………………………………………………………………


……………………………………………………………………………….


……………………………………………………………………………….

21.
Have you ever found it hard to stay in a job?

(
Yes  - go to Question 22
(
No   -  go to Question 24
22.
What kind of things made it hard to stay in a job?



(you can tick more than one box)

(
Harassment by employer/manager

(
Harassment by other staff

(
Attitudes of employer/manager

(
Attitudes of other staff

(
Not provided with support needed e.g. New Zealand Sign Language interpreter for hearing impaired



(
Not provided with special equipment needed

(
Physical environment not suitable and the employer wouldn’t change it

(
Physical environment not suitable and the employer couldn’t change it



(
Not offered opportunities for a better job or promotion



(
Flexible hours not available



(
Part-time hours not available

23.
Are there any other things about the workplace that have made it hard for you to stay in a job?

(Write them here)

………………………………………………………………………………………

………………………………………………………………………………………..

………………………………………………………………………………………..

24.
Are you? 


(  male




(  female
25.
How old are you?
(  under 20 years     

(  21-30 years     

(  31-40 years        

(  41-50 years        

(  over 50 years

26.
What kind of impairment do you have?

(you can tick more than one box)

(
Hearing – total

(
Hearing - partial

(
Visual – total

(
Visual - partial

(
Speech

(
Mobility

(
Coordination/dexterity

(
Muscular

(
Learning

(
Concentration problems, brain injury

(
Intellectual

(
Mental

(
Emotional

(
Other 

27.  Which ethnic groups do you identify with?


(you can tick more than one box)

(
NZ Maori

(
NZ European/Pakeha

(
Samoan

(
Tongan

(
Other Pacific group 

(
Indian

(
Chinese

(
Other Asian group 

(
Other ethnic group 

28.
What is your highest educational qualification level?



(tick one box only)



(
Secondary school 



(
Short post secondary school training course 



(
Trade or vocational qualification – certificate or diploma



(
Degree – undergraduate eg. BA BSc



(
Post-graduate degree e.g. Masters, PhD



(
Other  
29.
Where do you live?



(tick one box only)



(
Large city e.g. Auckland, Wellington



(
Provincial city e.g. Palmerston North, Whangarei



(
Town e.g. Blenheim



(
Rural area

Comments:

Use this box to make any other comments on the topic of disability and paid work that you would like to add.

To submit your answers please save this document to your computer and email it to: admin@eeotrust.org.nz or fax: (09) 525 7076.
Thank you for your time  - the results of this survey will be available at www.eeotrust.org.nz, or email us at admin@eeotrust.org.nz and put “Disability Survey” in the subject line. We will send you the results when they are available.
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