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To People’s Select Committee on Pay Equity
Please find attached our submission on the perspectives of disabled people on pay equity





For any further inquiries, please contact:
Patti Poa
Policy Advisor – Auckland and Northland
policy@dpa.org.nz



Introducing Disabled Persons Assembly NZ
We work on systemic change for the equity of disabled people 
Disabled Persons Assembly NZ (DPA) is a not-for-profit pan-impairment Disabled People’s Organisation run by and for disabled people.
We recognise:
· Māori as Tangata Whenua and Te Tiriti o Waitangi as the founding document of Aotearoa New Zealand;
· disabled people as experts on their own lives;
· the Social Model of Disability as the guiding principle for interpreting disability and impairment; 
· the United Nations Convention on the Rights of Persons with Disabilities as the basis for disabled people’s relationship with the State;
· the New Zealand Disability Strategy as Government agencies’ guide on disability issues; and 
· the Enabling Good Lives Principles, Whāia Te Ao Mārama: Māori Disability Action Plan, and Faiva Ora: National Pasifika Disability Disability Plan as avenues to disabled people gaining greater choice and control over their lives and supports. 
We drive systemic change through: 
Rangatiratanga / Leadership: reflecting the collective voice of disabled people, locally, nationally and internationally. 
Pārongo me te tohutohu / Information and advice: informing and advising on policies impacting on the lives of disabled people.
Kōkiri / Advocacy: supporting disabled people to have a voice, including a collective voice, in society.
Aroturuki / Monitoring: monitoring and giving feedback on existing laws, policies and practices about and relevant to disabled people.


United Nations Convention on the Rights of Persons with Disabilities
DPA was influential in creating the United Nations Convention on the Rights of Persons with Disabilities (UNCRPD),[footnoteRef:2] a foundational document for disabled people which New Zealand has signed and ratified, confirming that disabled people must have the same human rights as everyone else. All state bodies in New Zealand, including local and regional government, have a responsibility to uphold the principles and articles of this convention.  [2:  https://www.ohchr.org/en/instruments-mechanisms/instruments/convention-rights-persons-disabilities
] 

The following UNCRPD articles are particularly relevant to this submission:
· Article 5 – Equality and non-discrimination
· Article 16 – Freedom from exploitation, violence and abuse
· Article 19 – Living independently and being included in the community
· Article 27 – Work and employment

New Zealand Disability Strategy 2016-2026
Since ratifying the UNCRPD, the New Zealand Government has established a Disability Strategy[footnoteRef:3] to guide the work of government agencies on disability issues. The vision is that New Zealand be a non-disabling society, where disabled people have equal opportunity to achieve their goals and aspirations, and that all of New Zealand works together to make this happen. It identifies eight outcome areas contributing to achieving this vision. [3:  https://www.odi.govt.nz/nz-disability-strategy/
] 

The following outcomes are particularly relevant to this submission:
· Outcome 2 – Employment and Economic Security



The Submission
[bookmark: _Hlk202877550]DPA welcomes the opportunity to give feedback to the People’s Select Committee on the perspectives of our organisation on pay equity. DPA supports the People’s Select Committee process as providing an opportunity for impacted groups, particularly women, to give the evidence that should have been provided to a parliamentary select committee ahead of the legislation being voted on.

DPA oppose the Equal Pay Amendment Act due to the unjustified use of urgency and the lack of consultation with people negatively impacted by the cancelled claims which include care and support workers and the people they support, namely disabled people. We consider this lack of consultation to be in breach of our human rights under international law, including the UN Convention on the Rights of Persons with Disabilities (UNCRPD), the Convention on the Elimination of Discrimination Against Women (CEDAW), and the UN Convention on the Elimination of all forms of Racial Discrimination (UNCERD) for disabled people, tāngata whaikaha Māori, tagata Sa’ilimalo Pasifika disabled and ethnic disabled people’s rights
 .
We take this opportunity to provide statistics and evidence for our call to:
· repeal the Equal Pay Amendment Act 2025
· through the meaningful involvement of impacted workers and communities, ensure a transparent pay gap reporting and on closing all pay gaps including in areas such as disability, gender and ethnicity
· repeal the Minimum Wage Exemption Act.

Relevance of pay equity
DPA’s membership consists of disabled people, whānau and disabled people’s organisations.  
The cancellation of pay equity is relevant to our membership and the wider disability community due to:
· the cancellation of the care and support pay equity claim, which locks in the devaluing of the work of mostly women support workers and carers, and thus devaluing of the disabled community as a whole
· impacts of the cancelled claims and layers of discrimination for tāngata whaikaha Māori
· discrimination and bias which reduce ability of disabled people being to stay in suitable work or be promoted
· the disability pay gap which is compounded by ethnic and gender pay gaps, especially in light of the high threshold for bringing new claims

Women’s roles as carers and support workers underpaid and undervalued
Jobs and roles typically held by women, such as care and support work, are underpaid and undervalued.[footnoteRef:4] [footnoteRef:5]  Even more in areas of employment relating to care and support for disabled people. A majority of the carer and support workforce for disabled people consists of women.[footnoteRef:6]  The caregiver worker is overwhelmingly dominated by women with 84% women and 16% men in New Zealand.[footnoteRef:7]  Furthermore according to Carers New Zealand, over half of carers (52%) have a disability or health condition themselves.[footnoteRef:8] [4:  https://www.women.govt.nz/gender-pay-gaps/gender-pay-gap-toolkit/drivers-gender-pay-gap
]  [5:  https://www.women.govt.nz/gender-pay-gaps]  [6:  https://etu.nz/wp-content/uploads/2024/11/Transforming-Care-Report-website-1.pdf
]  [7:  https://etu.nz/wp-content/uploads/2024/11/Transforming-Care-Report-website-1.pdf]  [8:  https://carers.net.nz/wp-content/uploads/2022/07/State-of-Caring-Report-Aug2022.pdf
] 


This double undervaluing of disability support work based on gender and disability highlight the lower status of disabled people and our support needs and the low status of the work predominantly undertaken by disabled people.  

The Equal Pay Amendment Act 2025 entrenches the undervaluing of care and support work and of disabled peoples work. The cancelled pay care and support worker claim is estimated to have robbed these workers of an average $20,644.45 in extra wages.[footnoteRef:9] [9:  MPs To Present Support Workers With Giant Bank Cheques Representing Their Lost $20,644.45 Pay Equity Wages | Scoop News] 


Finding the right support workers can be challenging for disabled people and the low pay and undervaluation of support staff has created ongoing staff shortages in the disability sector with caregivers’ wages being low and remaining stagnant within an environment of increasing living costs.[footnoteRef:10] [10:  Refer to footnote 17
] 


Support workers have been advocating for better pay for decades. As one told E-Tangata:
We’re just not getting paid enough. That’s why we’ve been in bargaining talks with our employer. The pushback from them is huge. They don’t want to budge. At the moment, they’re offering us 2 percent more. They threaten us. They say things like: “If there’s industrial action, there’ll be consequences.” The last pay rise we had from them was before I started, in 2007, and it was a 3 percent rise. [footnoteRef:11] [11:  https://e-tangata.co.nz/comment-and-analysis/im-one-of-the-women-saving-the-budget/] 

The roles impacted by the cancelling of existing claims also cover school administration support staff, librarians, rest home workers, mental health and addiction support workers, health workers, care and support workers, social workers and more.[footnoteRef:12]   [12:  https://www.rnz.co.nz/news/political/560849/pay-equity-claims-what-they-are-and-how-they-re-changing
] 


Scrapped pay equity claims in both the public and private sectors will continue to negatively impact disabled children and adults both directly and indirectly – directly in terms of underpaid employees supporting disabled people who need to find alternative work to support their families during a cost of living crisis and indirectly in terms of reduced services for disabled children and adults. 



Impacts on Tangata Whaikaha Māori as tangata whenua
Other roles impacted by the scrapped pay equity claims were those of expert advisers working to develop te reo, mātauranga Māori and tikanga Māori.  

Tangata whaikaha Māori as tangata whenua under Te Tiriti are impacted by the scrapped pay equity claims as Māori staff involved in providing tikanga Māori support and advice have done so with minimal remuneration or support.

Another workforce dominated by women is the 120 certified New Zealand Sign Language interpreters with fewer than a dozen of these interpreters being able to translate both te reo Māori and NZSL.  

Māori experts involved in the training of these trilingual interpreters and Tangata Turi Māori Deaf in the development of Te Reo Turi/Māori sign language have also had their pay equity claims impacted.18  The continued undervaluing of this expert knowledge, which will only continue due to the ending of their pay equity claim, will directly and indirectly impact on Tangata Turi Māori Deaf and their ability to access Te Reo Turi/Māori sign language.


Systemic ableism and disability discrimination in employment
Disabled workers face an imbalance of power in employment settings due to structural ableism and systemic discrimination from being hired to remaining in employment or seeking promotion.  

Specifically, disabled people are afforded fewer employment opportunities due to the impacts of discrimination and prejudice on the part of employers. For those disabled people fortunate enough to be in work, many are engaged in part time work and encounter barriers to their career progression and development through both the poor attitudes exhibited by some employers and/or lower levels of qualifications.[footnoteRef:13] [13:  Refer to footnote 4] 


According to Statistics New Zealand’s June 2024 disability labour market statistics, 44.7% of disabled people aged 15-64 years were in paid employment compared to 84.1% of non-disabled people,[footnoteRef:14] representing a massive 39.4% participation gap. 11.0% of disabled people aged 15-64 years reported that they were unemployed compared to 4.5% of non-disabled people in June 2024. [14:  https://www.whaikaha.govt.nz/news/news/labour-market-statistics-for-disabled-people-june-2024-quarter
] 


Research by Te Kāhui Tangata, the Human Rights Commission in 2022 found that 58% of disabled workers reported that they were harassed in their workplace by both employers and co-workers.[footnoteRef:15] These were similar to the rates of harassment experienced by young women (54%), bisexual workers (67%) and Pacific workers (26%). [15:  https://tikatangata.org.nz/new-research-shows-high-prevalence-of-workplace-bullying-and-harassment
] 


Disabled workers who identify as being, for example, young women, Māori or Pacific people are more likely to face compounding levels of discrimination and harassment in the workplace.

DPA actively advocates at a systemic level for accessible and inclusive work environments. However, these are still not the norm, and for disabled employees, it is frequently challenging to advocate with employers for reasonable accommodations whether as individuals or with the support of unions. These pay gaps are another form of employment-related discrimination.



Impact of pay inequities for disabled people and women
In terms of income levels, disabled people earned an average median weekly income from employment of $1,155 per week compared to $1,343 for non-disabled people in 2024, representing a disability pay gap of 7.6% according to the June 2024 Household Labour Force Survey.[footnoteRef:16] [16:  https://www.whaikaha.govt.nz/news/news/labour-market-statistics-for-disabled-people-june-2024-quarter
] 


This pay gap is coupled with the dual burden of meeting higher disability related living costs.[footnoteRef:17]   [17:  https://www.stats.govt.nz/reports/measuring-inequality-for-disabled-new-zealanders-2018/
] 


Research from the New Zealand Council of Trade Unions shows that the existing gender pay gap means that women effectively provide free labour from November 8 each year.[footnoteRef:18]  The gender pay gap for disabled women was not included in this research but from the statistics provided, the gender pay gap for disabled women would be wider and disabled women would provide free labour for a much longer period. [18:  https://union.org.nz/gender-pay-gap-not-closing/
] 


Not only do disabled people earn less than non-disabled people, disabled women have a gender pay gap of 15% when compared to all men, and a gap of 8% when compared to disabled men.  As of June 2024, disabled women have an hourly median wage of $30.00, compared to $32.31 for disabled men and $35.00 for all men.[footnoteRef:19] [19:  https://www.women.govt.nz/gender-pay-gaps/new-zealands-gender-pay-gap/disability
] 


DPA was disappointed to see the disestablishment of the Pay Equity Taskforce (PET) a year ago, which had played a role in helping to reduce gender pay gaps since 2017[footnoteRef:20], the repeal of the Fair Pay Agreements Act 2022, the Employment Relations Amendment Bill and other legislation impacting on the employment rights of all workers, especially disabled workers. [20:  https://www.publicservice.govt.nz/research-and-data/workforce-data-remunerationpay/workforce-data-pay-gaps
] 


People with learning or developmental disabilities who certain employers deem less productive also face the highly discriminatory Minimum Wage Exemption Act 1983. Under this Act, discretionary power is given to the employer to provide the justification that the disabled employee is "significantly and demonstrably limited by a disability" in carrying out their work. This allows employers to pay disabled workers as little as $1 an hour.[footnoteRef:21]   [21:  https://thedlist.co.nz/newsfeed/pay-equity-and-disabled-people-why-fair-pay-is-more-than-just-financial-security/
] 


DPA have long called for the repeal of the Minimum Wage Act as a key step towards of addressing the pay and employment gaps which exist between disabled and non-disabled employees.[footnoteRef:22] [22:  https://union.org.nz/nzctu-slams-government-cutting-disabled-workers-wages-as-disgraceful/
] 


Cumulative impact of funding cuts and discrimination
Disabled people face ongoing systemic discrimination not only in the workplace but in education, transport, housing, healthcare and all facets of life.[footnoteRef:23]   [23:  https://www.google.com/url?sa=t&source=web&rct=j&opi=89978449&url=https://www.whaikaha.govt.nz/assets/Guidance-and-resources/Understanding-the-factors-that-contribute-to-the-exclusion-of-disabled-people-Executive-Summary-November-2014-1.docx&ved=2ahUKEwi63aDfndKOAxUqqVYBHV-iF_wQFnoECCAQAQ&usg=AOvVaw3oPjkyKw6UyimFuQ9cvQoL
] 


Disabled people are experiencing funding cuts to disability support services, benefit sanctions, equipment modification delays, and healthcare barriers - all exacerbating the inequities disabled people already encounter in the workplace and their everyday lives.[footnoteRef:24] [24:  https://www.scoop.co.nz/stories/PO2405/S00139/new-report-from-anti-poverty-coalition-slams-government-of-a-thousand-cuts.htm] 


Although there is no official information on the extent to which the public service cuts are affecting disabled staff, impacts to those in the firing line likely include potential job loss, increasingly competitive job market with layoffs and decreased access to public services.  

In recent Ministry for Women’s statistics, the second main reason disabled workers gave for leaving their employment is that they were laid off or made redundant (8.7%).[footnoteRef:25]  It is disappointing that no statistics have been provided around the number of disabled people who have been laid off due to the continued public service cuts. [25:  Refer to footnote 10.
] 


Research shows that retraining is harder for disabled students[footnoteRef:26] but with the public sector cuts, disabled women are having to retrain through tertiary institutes.  Further to that, there has been recent news of Te Pukenga cuts[footnoteRef:27] with no plan on how that will affect disabled tertiary students.  The loss of tertiary education providers will only worsen pay equity and the ability to retrain as more cuts come. [26:  https://www.educationcounts.govt.nz/publications/tertiary_education/education-learners/lets-get-accessible-disabled-students-experiences-navigating-the-tertiary-education-system
]  [27:  https://www.stuff.co.nz/politics/360765765/revealed-bill-taxpayers-could-get-closing-te-pukenga
] 


Inaccessibility of lodging pay equity claims
The current legislative changes put more onus on the employee and/or union to lodge pay equity claims.  For disabled people there are the issues around the inaccessibility of lodging pay equity claims.  Disabled employees need to be able to work with their unions to raise pay equity claims and need to consider their additional access needs when lodging these claims (i.e. easy to read formats, NZSL interpreters, accessible and affordable legal advice etc.).  Legal employment processes are difficult enough for non-disabled, but disabled people have significantly additional access needs and barriers to accessing these processes. 
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