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ABSTRACT

This research examines active labour market policy, and in particular, training schemes
targeted towards unemployed individuals who are the most disadvantaged in the labour
market in Aotearoa/New Zealand. The purpose of this research is to first, highlight the
main tensions between the current policy frameworks for the design and the practice of
such training. The second purpose is to offer explanations for these tensions by
highlighting the competitive free-market and rational individualistic assumptions that
underpin the current frameworks and, in particular, how these constrain the ‘choices’
and possibilities for the most disadvantaged unemployed. The study identifies and
examines State Active Neoliberalism, as a specific place-time articulation of
neoliberalism, adopted by two successive Labour-led governments in New Zealand
from 1999-2005. Thirdly, a community development theoretical framework is proposed
to underpin recommendations that could support more enabling and empowering
policies for the most disadvantaged unemployed and the organisations that seek to
assist them.

The thesis draws on case studies of major State-funded training schemes for long-term
unemployed individuals to illustrate the ‘on-the-ground’ consequences of the discursive
shifts in policy rhetoric. This research combines an in-depth, qualitative field research
approach with a critical analysis of policy frameworks and political representations of
unemployment, training and labour market issues in documents, publications and
communications.

The findings of this research are that a competitive quasi-market for training provision
and the increased reliance on narrow outcome measurements, position commercial
imperatives ahead of assisting the most disadvantaged unemployed. In order to remain
viable, training organisations are increasingly faced with the need to sacrifice social
motivations for commercial survival. This situation erodes the scope, at the local level,
for services that are relevant to the various needs and circumstances of disadvantaged
unemployed people. While the overarching policy discourses maintain that training
schemes serve the needs of the most disadvantaged unemployed, policy mechanisms
and competitive labour market contexts undermine such objectives. Not only are the
most disadvantaged unemployed people frequently unable to access services claiming
to be for their benefit, they are by definition less likely to succeed in the context of
competitive labour markets and individualised society.
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GLOSSARY OF MAORI WORDS

In general, the Tainui spellings for the Maori words are used because these are most
widely used in the Waikato area where the research was conducted.

Aroha This word encompasses love, compassion, benevolence, sympathy,
charity and endearment.

Hui A meeting or gathering to discuss an important topic, issue or tribal
matters. Traditionally hui took place on a marae. Today hui are held
in many situations to discuss issues with relevance for Maori.

Kaitiaki A guardian or steward, usually of an area of land or the environment,
but also of social or cultural things that need to be protected. Now
also used to mean trustee.

Kaitiakitangata Refers to a person who acts as the guardian or a steward for a
particular place, organisation and/or principle.

Kaumatua A respected male elder.
Kaupapa A guiding principle, strategy or policy. A bicultural kaupapa is the

intention to acknowledge and legitimate both Maori and Pakeha
culture and language.

Kuia A respected female elder.
Maori The indigenous people of Aotearoa/New Zealand.
Marae The marae is usually the name for all the communally owned

buildings and land surrounding a Maori meetinghouse (or wharenui).
It is a place for tribal members to gather, welcome guests, engage in
decision-making and mark special occasions.

Pakeha Originally means foreigner or white person. Today it is used to refer
to New Zealanders of European descent.

Powhiri An official Maori welcome ceremony where a group or organisation
welcomes visitors to their place of work or residence. In a traditional
setting, a powhiri welcomes visitors onto a marae, or celebrates an
auspicious occasion. Traditionally powhiri are conducted on the
marae atea, or the open space directly in front of the wharenui (the
meeting-house). In a modern context, powhiri occur in many settings
such as at conferences, or meetings and whenever people meet to
discuss issues with relevance for Maori people. Modern powhiri still
follow specific protocol.

Rangatahi Young people.
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Whanau

Whanaungatanga

Traditionally means birth or offspring. In modern Maori, whanau is
used to refer to the extended family. As a concept, the word whanau
also refers to an extended sense of collectivism or community
between any group of people connected by genealogy, a place,
culture or a common purpose or situation.

Literally means kinship or relation, but it is also used as a concept of
community or collectiveness, where a sense of belonging is extended
to members of a grouping with, or without kinship status.

Sources: Learning Media Ltd. (2005); Williams H.W. (2000) with assistance from

Xavier Burnett
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GLOSSARY OF TERMS AND ACRONYMS

This glossary lists the acronyms and terms used widely in the training sector and
related literature. It was compiled at the end of the research period from the knowledge
developed in the research experience.

Barriers

Deficit model

Employability

ETSA

Flexicurity

Foundation skills

Funder

HLFS

A term used specifically in the labour market policy literature to refer
to the obstacles to employment, which include the negative
characteristics and/or situational factors of unemployed individuals
that prevent them from getting a job. Typical barriers include a lack
of literacy or numeracy, low qualifications, lack of workplace skills,
a criminal history, inadequate transport or childcare arrangements.
Removing barriers is assumed to improve employability.

A term adopted from educationalists to describe training policies that
emanate from the view that the unemployed are in some way
‘deficient’ and that this is the main reason for their jobless state.

The appeal of an individual jobseeker to potential employers based
on the degree to which they possess the attitudes, skills and
qualifications sought by employers.

Education Training and Support Agency. This crown agency formed
in 1989, administered the delivery of training schemes at the local
level through a network of regional offices. ETSA implemented the
Skill New Zealand strategy in 1994 to promote industry training. In
1998, Skill New Zealand replaced the name ETSA because it more
closely identified the agency’s purpose.

A Dutch political programme and a legal framework adopted in 1999
that seeks to ‘loosen’ full-time employment making it more flexible
while also improving the legal protections or security surrounding
part-time and short-term contracts.

A basic level of abilities and aptitudes required to enter the labour
market and successfully secure a job, or to pursue education/training
leading to employment. Includes a fundamental level of literacy or
numeracy skills, the ability to learn, interpersonal skills and a work
ethic. The term foundation skills entered New Zealand policy
discourses with the election of the 1999 Labour-coalition
government.

An agency or agent that purchases training schemes on behalf of the
State.

The Household Labour Force Survey is a sample survey conducted
by Statistics New Zealand four times per year. It provides measures
of the unemployment rate, employment growth, the demographics of
(un)employment and the jobless rate.

Xiii



Human capital

Hysteresis

Knowledge society

Learner

Lumpenproletariat

MOYA

MYD

MSD

MSP

Neoproletariat

Refers to the repository of work-related skills, qualifications and
abilities possessed by an individual worker. Individuals who invest in
their education, training and workplace skills acquisition increase
their human capital value and will presumably recoup the rewards of
their investment.

A theoretical model that depicts the correlation between the time-
length of unemployment and the atrophy of skills and workplace
capabilities. This concept accounts for the fact that labour markets do
not necessarily recover after an economic downturn because the
experience of long-term unemployment erodes employability.

A term popular in Third Way literature that refers to a nationwide
strategy of increasing the educational achievement, skills and
technical innovativeness of the workforce. This, it is hoped, will
make a nation’s workforce attractive to investors in high-wage,
value-added production rather than low wage mass production.

The term used more commonly by government agents to refer to the
participants of training schemes.

A subset of the underclass that includes beggars and individuals
engaging in the informal or illegal economy (e.g. criminals,
prostitutes, gamblers and fraudsters). The lumpenproletariat comprise
the most reviled group in society on the basis of their presumed
defective individual morality. Despite being considered unproductive
and regressive, they are, however, still connected to the capitalist
system and may even have a vested interest in maintaining the status
quo. Marx showed contempt for the lumpenproletariat and their
sordid lives and distinguished them from the reserve army, or surplus
unemployed workers.

Ministry of Youth Affairs. A small ministry established in 1988 to
advocate on the behalf of all New Zealanders aged 12-25. MOYA
developed a unique community-focused approach to ensure young
people are represented and can access the services they need.

Ministry of Youth Development. In 2003, MOY A was brought under
the umbrella of MSD to improve efficiency, managerial capacity and
streamline operations.

Ministry of Social Development. A large government department
that was formed in 2001 by merging MSP (the policy advisory
agency) and WINZ (the welfare agency).

Ministry of Social Policy. The government agency responsible for
social policy design, research and evaluation. MSP was absorbed into
MSD in 2001.

A neo-Marxist term coined by Gorz (1999) to describe the workers
and non-workers existing in the post-industrial context of segmented
and flexible labour markets. The term also reflects the decline of the
traditional proletariat (i.e. the full-time permanent worker) and the
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NZQA

Outcomes

Provider

Provider capture

PTE

Quasi-market

fragmentation of the working class into many competing groups with
no sense of collective class interests. Gorz (1985) also presents a
vision of a utopian neoproletariat where workers are released from
full-time work, so they can engage in a wide range of unpaid work
and activities. For most neoproletariat workers, however, their
societal position does not represent liberation, but the hard reality of
trying to survive while engaging in the flexible labour market of
contingent, casualised and low-paid employment. The neoproletariat
is not a fixed concept, as it describes a continuum of shifting and
overlapping subject and class positions ranging from the skilled,
precarious, temporary or contingent workers, to the unemployed,
jobless, or discouraged workers.

New Zealand Qualifications Authority. The government body
established in 1990 that is responsible for the form, content and
quality of all officially recognised education and qualifications in
New Zealand.

A specific policy term for the snap-shot, post-intervention
quantitative measurements taken to determine the effectiveness,
relevance and quality of services (i.e. a training scheme) delivered by
a provider. Outcomes are the main tool used by the funder to decide
whether to renew a contract with a provider.

The word most commonly used to refer to the organisations,
enterprises and people who offer training and work directly with the
(disadvantaged) unemployed trainees.

A key concept in new public sector management theory which
explains the problems that occur when there are too few providers
competing for the same contracts. Competition between providers is
considered beneficial because it is believed to reduce the effects of
provider bias and self-interest. The concept is based on the
assumption that providers cannot be trusted because they are
naturally inclined to act in their own interests, or that of their
organisations, and they will always try to extract as much funding as
possible from the funding agency. Also termed small numbers
bargaining.

Private Training Establishment. The official term for non-
governmental organisations that offer training schemes. PTEs may
operate as commercial units or as not-for-profit trusts, but they must
be registered with NZQA to be considered for government contracts.

A system of public sector administration that remodels the public
sector to emulate business ideas and practices. This involves
separating policy design, administration and implementation,
increasing the wuse of contracts, and emphasising competitive
behaviour. In New Zealand, a quasi-market for policy
implementation was created by legislation in the late 1980s and
1990s. Many public services are no longer delivered directly by the
State but contracted out to a competitive market of providers. These
providers act as agents on behalf of government and are bound by
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REAC

Segmented labour
market

Skill NZ

Social development

State Active
Neoliberalism (SAN)

TEC

Third Way

TOP

government expectations and regulation. The training providers
examined in this research are not part of the State, but operated by
trusts and companies.

Regional Employment Action Committee. Regional committees of
training providers, local authorities, educationalists and other
stakeholders that emerged in the early 1990s to create stronger
platforms for the training sector at the local level.

A term used in political economy literature to describe contemporary
labour markets and in particular to highlight the fragmentation of
workers into groups who experience different working conditions,
job security, wage levels and training or promotion opportunities.

Skill New Zealand Piikenga Aotearoa. A crown agency formed in
1998 to replace ETSA and to administer, purchase and monitor post-
compulsory training and education, especially in trade-related areas.
Skill NZ was absorbed into TEC in 2002.

A sustained commitment to improve the welfare and wellbeing of
individuals, families and communities. The aim of social
development is to reduce and/or eradicate poverty and social
exclusion. In the current context, the preference is for policies and
frameworks that foster economic independence, self-responsibility,
free choice and volunteerism.

A political framework that facilitates active and overt State
intervention to embed aspects of the neoliberal project as its primary
political objective. The term is developed from Tickell and Peck’s
(2003) term ‘roll-out neoliberalism’ and their efforts to identify new
forms of neoliberalism that extend the neoliberal rationality, but
increasingly involve State action to provide the infrastructure
required, manage neoliberal processes and mitigate the negative
impacts on society. Many training systems and workfare schemes are
distinct State Active Neoliberal responses to unemployment.

Tertiary Education Commission. A large overarching government
agency that was formed in 2002 to oversee all post-compulsory
education and training in New Zealand.

The Third Way is a political programme that aims to reconcile
economic and social objectives, and operate as a middle path
between the free-market policies of the Right and old social
democracy. In the Anglophone policy circuit, the Third Way
involves varying degrees of state intervention to further a
competitive, market-driven economy, which (hopefully) provides
sufficient revenue for the State to pursue some of its social
objectives.

Training Opportunities Programme. The training policy implemented
in 1993 by the then National government to introduce a stronger
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Training Opportunities

Trainee

Underclass

Un(der)employment

WINZ

Work and Income

Workfare

emphasis on employability, and to replace pre-existing job creation,
or employment substitution schemes (such as ACCESS).

The name for TOP courses adopted in 1998 when the crown agency
Skill New Zealand was formed.

The term used most commonly by training providers to refer to the
participants of training schemes.

This problematic term refers to individuals or groups who exist
outside of the wage-labour system. The underclass are interpreted as
either a relative surplus population (i.e., the reserve army) created by
the capitalist system, or as a ‘redundant’ population and a
consequence of individual failure, ignorance and immorality. They
are frequently considered to be unemployable because they lack
skills, and intellectual, physical or social abilities, or they are
assumed to have ‘chosen’ to opt out of mainstream society. The
underclass are seldom viewed as legitimate citizens, the underclass
tend to be either vilified or ignored. To survive, the underclass rely
on welfare, charity, engage in forms of self-sufficiency and bartering,
or enter the maligned subcultures of the lumpenproletariat.

A term coined by Peck (1996, 2001a) to acknowledge that while
unemployment is traditionally associated with poverty and
inequality, contemporary segmented labour markets are also
increasing  insecurity, inequality and poverty  amongst
underemployed workers in low-paid and contingent jobs.

Work and Income New Zealand. The government agency which
administers all welfare payments, income supplements and pensions.
It operates as a service to MSD. Its main purpose is to increase
workforce participation and reduce welfare dependency. More
recently, the official name used by policy agents is Work and
Income, whereas most of the providers still use the name WINZ.

The more recent official name for WINZ (see above). In the text, 1
used this name, but in direct quotes or referencing, the acronym is
used. The department claims that they offer “a single point of contact
for New Zealanders needing work-search support, income support
and in-work support” (WINZ 2002).

A widely utilised label in labour market policy literature that centres
on the idea that the unemployed need to be encouraged or enforced to
enter work. Workfare policies are on a continuum. At one end are
‘hard’ workfare policies, which use a ‘stick’ approach involving
greater obligations for receiving any State assistance, or sanctions if
unemployed do not accept jobs. The other end are ‘soft’ workfare
policies using the ‘carrot’ approach to encourage and support a wider
range of training, educational and work experience opportunities. In a
broad sense, the term workfare refers to a policy shift away from
universal and passive welfare towards more conditional policies
where individuals who are deemed fit to work must demonstrate
concerted efforts to find a job.
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Workforce rehabilitation Labour market policies that are designed in the first instance to

Workforce reintegration

Youth Corps

YSDA

actually meet the needs of the disadvantaged unemployed rather than
a labour market outcome. The first priority is assisting individuals
with personal or health-related issues, although successful workforce
rehabilitation does usually lead on to reintegration. Rehabilitation
initiatives generally require a longer time period, and more
significant funding (to cover professional services) than most work-
orientated training schemes.

Labour market policies that assist the unemployed (who are not
particularly disadvantaged) to (re)enter the labour market and secure
a sustainable job or career path. The emphasis of such schemes is on
vocational guidance, improving foundation skills, networking with
potential employers and supporting the unemployed through the job
procurement process.

These youth schemes run for 20 weeks and are modelled on the
American Peace Corps. The participants engage in education,
training, community service, recreation and cultural activities. In
New Zealand, the Conservation Corps (for 16-25 year olds) has a
strong environmental and outdoor education focus. The Youth
Service Corps (for 16-21 year olds) focuses activities that are people-
orientated and benefit local communities.

The Youth Development Strategy of Aotearoa. This 50-page
document published in 2002 by MOYA outlines a holistic youth
development approach which underpins the scope, activities and
ethic of MOYA (now known as MYD).
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When you plant lettuce, if it does not grow well, you don’t blame the lettuce. You look
for reasons it is not doing well. It may need fertilizer, or more water, or less sun. You
never blame the lettuce.

Thich Nhat Hanh
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ABSTRACT

This research examines active labour market policy, and in particular, training schemes
targeted towards unemployed individuals who are the most disadvantaged in the labour
market in Aotearoa/New Zealand. The purpose of this research is to first, highlight the
main tensions between the current policy frameworks for the design and the practice of
such training. The second purpose is to offer explanations for these tensions by
highlighting the competitive free-market and rational individualistic assumptions that
underpin the current frameworks and, in particular, how these constrain the ‘choices’
and possibilities for the most disadvantaged unemployed. The study identifies and
examines State Active Neoliberalism, as a specific place-time articulation of
neoliberalism, adopted by two successive Labour-led governments in New Zealand
from 1999-2005. Thirdly, a community development theoretical framework is proposed
to underpin recommendations that could support more enabling and empowering
policies for the most disadvantaged unemployed and the organisations that seek to
assist them.

The thesis draws on case studies of major State-funded training schemes for long-term
unemployed individuals to illustrate the ‘on-the-ground’ consequences of the discursive
shifts in policy rhetoric. This research combines an in-depth, qualitative field research
approach with a critical analysis of policy frameworks and political representations of
unemployment, training and labour market issues in documents, publications and
communications.

The findings of this research are that a competitive quasi-market for training provision
and the increased reliance on narrow outcome measurements, position commercial
imperatives ahead of assisting the most disadvantaged unemployed. In order to remain
viable, training organisations are increasingly faced with the need to sacrifice social
motivations for commercial survival. This situation erodes the scope, at the local level,
for services that are relevant to the various needs and circumstances of disadvantaged
unemployed people. While the overarching policy discourses maintain that training
schemes serve the needs of the most disadvantaged unemployed, policy mechanisms
and competitive labour market contexts undermine such objectives. Not only are the
most disadvantaged unemployed people frequently unable to access services claiming
to be for their benefit, they are by definition less likely to succeed in the context of
competitive labour markets and individualised society.
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GLOSSARY OF MAORI WORDS

In general, the Tainui spellings for the Maori words are used because these are most
widely used in the Waikato area where the research was conducted.

Aroha This word encompasses love, compassion, benevolence, sympathy,
charity and endearment.

Hui A meeting or gathering to discuss an important topic, issue or tribal
matters. Traditionally hui took place on a marae. Today hui are held
in many situations to discuss issues with relevance for Maori.

Kaitiaki A guardian or steward, usually of an area of land or the environment,
but also of social or cultural things that need to be protected. Now
also used to mean trustee.

Kaitiakitangata Refers to a person who acts as the guardian or a steward for a
particular place, organisation and/or principle.

Kaumatua A respected male elder.
Kaupapa A guiding principle, strategy or policy. A bicultural kaupapa is the

intention to acknowledge and legitimate both Maori and Pakeha
culture and language.

Kuia A respected female elder.
Maori The indigenous people of Aotearoa/New Zealand.
Marae The marae is usually the name for all the communally owned

buildings and land surrounding a Maori meetinghouse (or wharenui).
It is a place for tribal members to gather, welcome guests, engage in
decision-making and mark special occasions.

Pakeha Originally means foreigner or white person. Today it is used to refer
to New Zealanders of European descent.

Powhiri An official Maori welcome ceremony where a group or organisation
welcomes visitors to their place of work or residence. In a traditional
setting, a powhiri welcomes visitors onto a marae, or celebrates an
auspicious occasion. Traditionally powhiri are conducted on the
marae atea, or the open space directly in front of the wharenui (the
meeting-house). In a modern context, powhiri occur in many settings
such as at conferences, or meetings and whenever people meet to
discuss issues with relevance for Maori people. Modern powhiri still
follow specific protocol.

Rangatahi Young people.

xi



Whanau

Whanaungatanga

Traditionally means birth or offspring. In modern Maori, whanau is
used to refer to the extended family. As a concept, the word whanau
also refers to an extended sense of collectivism or community
between any group of people connected by genealogy, a place,
culture or a common purpose or situation.

Literally means kinship or relation, but it is also used as a concept of
community or collectiveness, where a sense of belonging is extended
to members of a grouping with, or without kinship status.

Sources: Learning Media Ltd. (2005); Williams H.W. (2000) with assistance from

Xavier Burnett
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GLOSSARY OF TERMS AND ACRONYMS

This glossary lists the acronyms and terms used widely in the training sector and
related literature. It was compiled at the end of the research period from the knowledge
developed in the research experience.

Barriers

Deficit model

Employability

ETSA

Flexicurity

Foundation skills

Funder

HLFS

A term used specifically in the labour market policy literature to refer
to the obstacles to employment, which include the negative
characteristics and/or situational factors of unemployed individuals
that prevent them from getting a job. Typical barriers include a lack
of literacy or numeracy, low qualifications, lack of workplace skills,
a criminal history, inadequate transport or childcare arrangements.
Removing barriers is assumed to improve employability.

A term adopted from educationalists to describe training policies that
emanate from the view that the unemployed are in some way
‘deficient’ and that this is the main reason for their jobless state.

The appeal of an individual jobseeker to potential employers based
on the degree to which they possess the attitudes, skills and
qualifications sought by employers.

Education Training and Support Agency. This crown agency formed
in 1989, administered the delivery of training schemes at the local
level through a network of regional offices. ETSA implemented the
Skill New Zealand strategy in 1994 to promote industry training. In
1998, Skill New Zealand replaced the name ETSA because it more
closely identified the agency’s purpose.

A Dutch political programme and a legal framework adopted in 1999
that seeks to ‘loosen’ full-time employment making it more flexible
while also improving the legal protections or security surrounding
part-time and short-term contracts.

A basic level of abilities and aptitudes required to enter the labour
market and successfully secure a job, or to pursue education/training
leading to employment. Includes a fundamental level of literacy or
numeracy skills, the ability to learn, interpersonal skills and a work
ethic. The term foundation skills entered New Zealand policy
discourses with the election of the 1999 Labour-coalition
government.

An agency or agent that purchases training schemes on behalf of the
State.

The Household Labour Force Survey is a sample survey conducted
by Statistics New Zealand four times per year. It provides measures
of the unemployment rate, employment growth, the demographics of
(un)employment and the jobless rate.
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Human capital

Hysteresis

Knowledge society

Learner

Lumpenproletariat

MOYA

MYD

MSD

MSP

Neoproletariat

Refers to the repository of work-related skills, qualifications and
abilities possessed by an individual worker. Individuals who invest in
their education, training and workplace skills acquisition increase
their human capital value and will presumably recoup the rewards of
their investment.

A theoretical model that depicts the correlation between the time-
length of unemployment and the atrophy of skills and workplace
capabilities. This concept accounts for the fact that labour markets do
not necessarily recover after an economic downturn because the
experience of long-term unemployment erodes employability.

A term popular in Third Way literature that refers to a nationwide
strategy of increasing the educational achievement, skills and
technical innovativeness of the workforce. This, it is hoped, will
make a nation’s workforce attractive to investors in high-wage,
value-added production rather than low wage mass production.

The term used more commonly by government agents to refer to the
participants of training schemes.

A subset of the underclass that includes beggars and individuals
engaging in the informal or illegal economy (e.g. criminals,
prostitutes, gamblers and fraudsters). The lumpenproletariat comprise
the most reviled group in society on the basis of their presumed
defective individual morality. Despite being considered unproductive
and regressive, they are, however, still connected to the capitalist
system and may even have a vested interest in maintaining the status
quo. Marx showed contempt for the lumpenproletariat and their
sordid lives and distinguished them from the reserve army, or surplus
unemployed workers.

Ministry of Youth Affairs. A small ministry established in 1988 to
advocate on the behalf of all New Zealanders aged 12-25. MOYA
developed a unique community-focused approach to ensure young
people are represented and can access the services they need.

Ministry of Youth Development. In 2003, MOY A was brought under
the umbrella of MSD to improve efficiency, managerial capacity and
streamline operations.

Ministry of Social Development. A large government department
that was formed in 2001 by merging MSP (the policy advisory
agency) and WINZ (the welfare agency).

Ministry of Social Policy. The government agency responsible for
social policy design, research and evaluation. MSP was absorbed into
MSD in 2001.

A neo-Marxist term coined by Gorz (1999) to describe the workers
and non-workers existing in the post-industrial context of segmented
and flexible labour markets. The term also reflects the decline of the
traditional proletariat (i.e. the full-time permanent worker) and the
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NZQA

Outcomes

Provider

Provider capture

PTE

Quasi-market

fragmentation of the working class into many competing groups with
no sense of collective class interests. Gorz (1985) also presents a
vision of a utopian neoproletariat where workers are released from
full-time work, so they can engage in a wide range of unpaid work
and activities. For most neoproletariat workers, however, their
societal position does not represent liberation, but the hard reality of
trying to survive while engaging in the flexible labour market of
contingent, casualised and low-paid employment. The neoproletariat
is not a fixed concept, as it describes a continuum of shifting and
overlapping subject and class positions ranging from the skilled,
precarious, temporary or contingent workers, to the unemployed,
jobless, or discouraged workers.

New Zealand Qualifications Authority. The government body
established in 1990 that is responsible for the form, content and
quality of all officially recognised education and qualifications in
New Zealand.

A specific policy term for the snap-shot, post-intervention
quantitative measurements taken to determine the effectiveness,
relevance and quality of services (i.e. a training scheme) delivered by
a provider. Outcomes are the main tool used by the funder to decide
whether to renew a contract with a provider.

The word most commonly used to refer to the organisations,
enterprises and people who offer training and work directly with the
(disadvantaged) unemployed trainees.

A key concept in new public sector management theory which
explains the problems that occur when there are too few providers
competing for the same contracts. Competition between providers is
considered beneficial because it is believed to reduce the effects of
provider bias and self-interest. The concept is based on the
assumption that providers cannot be trusted because they are
naturally inclined to act in their own interests, or that of their
organisations, and they will always try to extract as much funding as
possible from the funding agency. Also termed small numbers
bargaining.

Private Training Establishment. The official term for non-
governmental organisations that offer training schemes. PTEs may
operate as commercial units or as not-for-profit trusts, but they must
be registered with NZQA to be considered for government contracts.

A system of public sector administration that remodels the public
sector to emulate business ideas and practices. This involves
separating policy design, administration and implementation,
increasing the wuse of contracts, and emphasising competitive
behaviour. In New Zealand, a quasi-market for policy
implementation was created by legislation in the late 1980s and
1990s. Many public services are no longer delivered directly by the
State but contracted out to a competitive market of providers. These
providers act as agents on behalf of government and are bound by
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REAC

Segmented labour
market

Skill NZ

Social development

State Active
Neoliberalism (SAN)

TEC

Third Way

TOP

government expectations and regulation. The training providers
examined in this research are not part of the State, but operated by
trusts and companies.

Regional Employment Action Committee. Regional committees of
training providers, local authorities, educationalists and other
stakeholders that emerged in the early 1990s to create stronger
platforms for the training sector at the local level.

A term used in political economy literature to describe contemporary
labour markets and in particular to highlight the fragmentation of
workers into groups who experience different working conditions,
job security, wage levels and training or promotion opportunities.

Skill New Zealand Piikenga Aotearoa. A crown agency formed in
1998 to replace ETSA and to administer, purchase and monitor post-
compulsory training and education, especially in trade-related areas.
Skill NZ was absorbed into TEC in 2002.

A sustained commitment to improve the welfare and wellbeing of
individuals, families and communities. The aim of social
development is to reduce and/or eradicate poverty and social
exclusion. In the current context, the preference is for policies and
frameworks that foster economic independence, self-responsibility,
free choice and volunteerism.

A political framework that facilitates active and overt State
intervention to embed aspects of the neoliberal project as its primary
political objective. The term is developed from Tickell and Peck’s
(2003) term ‘roll-out neoliberalism’ and their efforts to identify new
forms of neoliberalism that extend the neoliberal rationality, but
increasingly involve State action to provide the infrastructure
required, manage neoliberal processes and mitigate the negative
impacts on society. Many training systems and workfare schemes are
distinct State Active Neoliberal responses to unemployment.

Tertiary Education Commission. A large overarching government
agency that was formed in 2002 to oversee all post-compulsory
education and training in New Zealand.

The Third Way is a political programme that aims to reconcile
economic and social objectives, and operate as a middle path
between the free-market policies of the Right and old social
democracy. In the Anglophone policy circuit, the Third Way
involves varying degrees of state intervention to further a
competitive, market-driven economy, which (hopefully) provides
sufficient revenue for the State to pursue some of its social
objectives.

Training Opportunities Programme. The training policy implemented
in 1993 by the then National government to introduce a stronger
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Training Opportunities

Trainee

Underclass

Un(der)employment

WINZ

Work and Income

Workfare

emphasis on employability, and to replace pre-existing job creation,
or employment substitution schemes (such as ACCESS).

The name for TOP courses adopted in 1998 when the crown agency
Skill New Zealand was formed.

The term used most commonly by training providers to refer to the
participants of training schemes.

This problematic term refers to individuals or groups who exist
outside of the wage-labour system. The underclass are interpreted as
either a relative surplus population (i.e., the reserve army) created by
the capitalist system, or as a ‘redundant’ population and a
consequence of individual failure, ignorance and immorality. They
are frequently considered to be unemployable because they lack
skills, and intellectual, physical or social abilities, or they are
assumed to have ‘chosen’ to opt out of mainstream society. The
underclass are seldom viewed as legitimate citizens, the underclass
tend to be either vilified or ignored. To survive, the underclass rely
on welfare, charity, engage in forms of self-sufficiency and bartering,
or enter the maligned subcultures of the lumpenproletariat.

A term coined by Peck (1996, 2001a) to acknowledge that while
unemployment is traditionally associated with poverty and
inequality, contemporary segmented labour markets are also
increasing  insecurity, inequality and poverty  amongst
underemployed workers in low-paid and contingent jobs.

Work and Income New Zealand. The government agency which
administers all welfare payments, income supplements and pensions.
It operates as a service to MSD. Its main purpose is to increase
workforce participation and reduce welfare dependency. More
recently, the official name used by policy agents is Work and
Income, whereas most of the providers still use the name WINZ.

The more recent official name for WINZ (see above). In the text, 1
used this name, but in direct quotes or referencing, the acronym is
used. The department claims that they offer “a single point of contact
for New Zealanders needing work-search support, income support
and in-work support” (WINZ 2002).

A widely utilised label in labour market policy literature that centres
on the idea that the unemployed need to be encouraged or enforced to
enter work. Workfare policies are on a continuum. At one end are
‘hard’ workfare policies, which use a ‘stick’ approach involving
greater obligations for receiving any State assistance, or sanctions if
unemployed do not accept jobs. The other end are ‘soft’ workfare
policies using the ‘carrot’ approach to encourage and support a wider
range of training, educational and work experience opportunities. In a
broad sense, the term workfare refers to a policy shift away from
universal and passive welfare towards more conditional policies
where individuals who are deemed fit to work must demonstrate
concerted efforts to find a job.
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Workforce rehabilitation Labour market policies that are designed in the first instance to

Workforce reintegration

Youth Corps

YSDA

actually meet the needs of the disadvantaged unemployed rather than
a labour market outcome. The first priority is assisting individuals
with personal or health-related issues, although successful workforce
rehabilitation does usually lead on to reintegration. Rehabilitation
initiatives generally require a longer time period, and more
significant funding (to cover professional services) than most work-
orientated training schemes.

Labour market policies that assist the unemployed (who are not
particularly disadvantaged) to (re)enter the labour market and secure
a sustainable job or career path. The emphasis of such schemes is on
vocational guidance, improving foundation skills, networking with
potential employers and supporting the unemployed through the job
procurement process.

These youth schemes run for 20 weeks and are modelled on the
American Peace Corps. The participants engage in education,
training, community service, recreation and cultural activities. In
New Zealand, the Conservation Corps (for 16-25 year olds) has a
strong environmental and outdoor education focus. The Youth
Service Corps (for 16-21 year olds) focuses activities that are people-
orientated and benefit local communities.

The Youth Development Strategy of Aotearoa. This 50-page
document published in 2002 by MOYA outlines a holistic youth
development approach which underpins the scope, activities and
ethic of MOYA (now known as MYD).
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When you plant lettuce, if it does not grow well, you don’t blame the lettuce. You look
for reasons it is not doing well. It may need fertilizer, or more water, or less sun. You
never blame the lettuce.

Thich Nhat Hanh
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Chapter 1
Introduction

Unemployment in Aotearoa/New Zealand' remains a contentious issue. Responsibility
for and the solutions to, unemployment are driven by particular theoretical and political
imperatives. Job-related training is offered as the ‘best’ response at the individual level,

in a competitive neoliberal labour market context.

My thesis
I argue that the competitive, individualised, market-driven frameworks driving training
schemes are inadequate to address the stated objective of the current New Zealand
government’s Training Opportunities policy, which is to assist the “most disadvantaged
in the labour market.”” The over-reliance on this form of training and its precursors has
discouraged policy-makers from considering and supporting alternative initiatives and

greater community input for assisting this particular group.

The research questions
Two main questions underpin the research. First, are there tensions between the policy
framework and the practice of State-funded training schemes for the most
disadvantaged unemployed and if so, what are these tensions? Secondly, how do the
issues faced by providers enable, or constrain the delivery of training policies for the
most disadvantaged unemployed? This research involves an assessment of issues
surrounding training provision. The purpose is to consider the consequences for the key
agents affected by training policies, listen to the advice from the grassroots level, and to
offer recommendations that might be more appropriate for the experiences of socially-

motivated providers and their efforts to assist disadvantaged unemployed people.

"I use the term Aotearoa/New Zealand in the title and in the first instance in each chapter. Thereafter the shorter and
more widely recognised New Zealand is used. The intention is to acknowledge the bicultural basis of New Zealand
society in a similar manner to Cheyne et al., (2005).

% Quoted from the Skill New Zealand Annual Report for 1999 (Skill NZ 2000a, 10).



The primary aim of this thesis is to consider tensions inherent at the policy and practice
interface. The transference of discourse into practice is seldom a smooth process and
there are always likely to be tensions. This thesis is, however, concerned with tensions
where the extent is such that they compromise the original intentions of the policy.
Addressing the needs of the most disadvantaged individuals and groups is challenging
work in itself without additional conflict and miscommunication between policy

design, funding and implementation.

The second aim of this thesis is to gain an in-depth understanding of the lived
experiences at the grassroots implementation level. The main concern is to understand
how collective responses to unemployment can best be supported to offer sustainable
and responsive services to the disadvantaged unemployed within local community
contexts. This knowledge is then drawn on to report on what is working well and to

suggest how things might work differently.

This thesis is written out of a concern for social (in)justice and it draws inspiration from
aspects of neo-Marxism and community development. The normative background to
the thesis is that the most disadvantaged unemployed are a significant group in society
who could benefit from some form of affirmative action.’ In terms of implementation,
there is a preference for processes that incorporate the insights and knowledge of the
people and organisations that are engaged at the local level. In addition, there is a
preference for provision by the not-for-profit sector due to an ethical discomfort with

viewing the most disadvantaged people in society as an income-generating opportunity.

In defence of my thesis, this study examines training schemes for people who are both
unemployed and disadvantaged in the labour market. The empirical research focuses on

the experience of training providers, and to a lesser extent on funders®

3 The question remains whether some disadvantaged unemployed even want assistance. Nonetheless, this thesis starts
out from the position that the most disadvantaged unemployed might benefit from some form of assistance if it is
delivered in an appropriate, non-patronising and empowering manner.

* The term funders is used to refer to the government agencies that administer and monitor contracts and funding for
training schemes.



and trainees.” The theoretical discussion explores the rationale for training as an active
labour market policy for ‘disadvantaged’ unemployed people.® A critique of the
political-economic ideas underpinning the frameworks for the administration and
evaluation of training courses is undertaken, as well as an assessment of the broader
discourses of unemployment and disadvantage that surround notions of training in New

Zealand.”

This thesis focuses on the 1999-2005 period in New Zealand, and on the two
successive Labour-led governments operating from a Third Way perspective.® Tt is
concluded that at the time of the research the concept State Active Neoliberalism® more
accurately describes the political-economic rationality that underpins the active labour
market policy framework, especially in relation to programmes targeting disadvantaged

unemployed people.

Specifically, this research exposes and challenges the assumption that unemployment is
largely a problem of individuals. Thus, training is intended as one way to ‘fix’ the
unemployment situation of individuals who are disadvantaged in the labour market. In
addition, the thesis challenges current assumptions about the best ways to implement
and deliver social policy initiatives (such as training) based on new public sector
management theories and practices. These issues are explored from human geographic
and community development perspectives. In particular, the critical and emancipatory
aspects of community development and neo-Marxist theories are drawn on to counter

the current predominance of individualistic and market-driven perspectives.

> Most of the providers spoken to referred to the participants as trainees. Policy agents, however, often used the word
learners and the TEC website refers to Training Opportunities participants using this term (TEC 2004). The shift
from trainee to learner perhaps reflects efforts to streamline all education and training provision. The term trainee is
used in concert with the majority of my fieldwork respondents who were providers.

% The problematic label the disadvantaged unemployed reflects the widespread use of the term in New Zealand labour
market policy discourses to refer to specific groups of people at risk of long-term unemployment. The term is used
to emphasise the relativity of disadvantage in the labour market and society. Nevertheless, I do not discount the
individual agency of disadvantaged unemployed people, or judge their ‘choices’ not to enter paid work. Nor do I
view the disadvantaged unemployed as a homogenous or rigidly defined category.

7 Unless stated otherwise, the references to training relate specifically to the training policies for the most
disadvantaged unemployed people that are examined in this study.

8 The Third Way is a broad label for a centrist political programme. The term the Third Way was adopted by New
Zealand Labour politicians during the 1999 election campaign but, since 2000, it has been used less often. Refer to
the glossary on page xiii and further discussion on page 48.

° A political framework that endorses active government intervention to embed a context specific version of the
neoliberal project. For a definition see the glossary and for comprehensive explanations on page 15 and page 58.



Training schemes: setting the scene
Publicly-funded training schemes are a specific policy response to unemployment in
New Zealand. In general, the subject of unemployment attracts wide-ranging debate
about the causes of unemployment and the ‘best’ ways to reduce the unemployment
rate, and assist (or manage) unemployed people. These debates are instrumental in

endorsing certain labour market policy responses over other responses.

As the thesis statement suggests, this research is about specific types of training for a
specific group of unemployed. In the past three decades, in New Zealand and other
OECD countries, there has been a significant proliferation of training, both as a concept
and as a practice, in public and private sector contexts. This proliferation reflects a
policy response to the entrenchment of wun(der)employment'® and the distributive
effects of segmented labour markets on disadvantaged groups. Hence, the focus of this
study is on the main government-funded training initiatives that target disadvantaged
unemployed people and, in particular, on the experiences of providers in three training

organisations in the Waikato region.

Throughout this thesis, the term the disadvantaged unemployed is adopted because this
is how policy discourses refer to the groups of individuals for whom the training
schemes are intended. The term is also used to present a counter-argument to dominant
discourses that assume that in a market-driven society all individuals can succeed if
they are given equal opportunities and try harder. Reference to the disadvantaged
unemployed also signals the relative disconnection of this group from the main means
of accumulation in contemporary societies. The fieldwork on the provision of training
for this group (see Chapters 6 and 7) illustrates that the current State Active Neoliberal
framework is not resolving the marginalisation of individuals and groups with the

weakest connections to the labour market.

19A term adopted by Peck (1996) to highlight the various states of being in and out of work and poverty in the context
of flexible labour markets. See glossary.



Who are the disadvantaged unemployed?
The term disadvantaged unemployed occurs frequently in policy discourses even
though there is no specific definition or measure. Nonetheless, the term operates as a
label for individuals who are considered to be at the greatest risk of long-term
unemployment. This risk tends to be associated with specific social groupings, or
individual characteristics and circumstances, which operate as obstacles, or barriers'!
to employment (NZES 1996). Ironically, being unemployed (especially long-term) is

usually detrimental for health, wellbeing and social connectedness, which further

increases the barriers to employment and the risk of remaining unemployed.

The barriers experienced by the disadvantaged, or long-term unemployed can reduce
their chances of securing a job even if, at some point, labour demand surpasses labour
supply. Employers are less likely to select individuals who have characteristics or
circumstances that could interfere with their availability for work, or interfere with their
ability to perform tasks. The term barriers to employment usually implies factors that
can be changed (unlike social groupings such as ethnicity) and therefore many labour
market policies and training schemes tend to focus on reducing barriers in order to

increase the employability'? of the disadvantaged unemployed individual.

While New Zealand social policy discourses frequently mention the disadvantaged
unemployed and their barriers to employment, they seldom refer to aggregate statistics.
According to a Ministry of Social Development (MSD) spokesperson, the current
emphasis is on the management of the individual client and the recognition that each
client’s circumstances is different, which therefore reduces the need for aggregate
statistics. Simultaneously, most policy discourses tend to view the long-term
unemployed and disadvantaged unemployed as contingent categories (Labour Market
Analysis Unit 1989). For example, the MSD spokesperson made the comment that,
“Clients are at risk of long-term unemployment [i.e., being enrolled as a jobseeker for

26 weeks or more] if they are disadvantaged in the labour market.”

" A widely used policy term which refers to the aspects of individuals, or their lives that act as obstacles to becoming
employed. See glossary and page 5.

2 The degree of marketability possessed by an individual in a competitive labour market context. See glossary.

' The information in this section was obtained on 2 May 2005 from MSD (see also Appendix 1).



Drawing together a range of statistical data provided by Statistics New Zealand (Stats

NZ) and MSD provides a broad picture of the social groups who are more likely to

experience long-term unemployment (and thus be considered disadvantaged). For

example, there are data on long-term unemployed jobseekers that indicate the main

ethnic groupings. The left side of Table 1.1 shows the percentages of long-term

unemployed belonging to the major ethnic groups. When these figures are compared

alongside the ethnic groupings of the total population it is clear that Maori and Pacific

peoples are over-represented amongst the long-term unemployed.

Table 1.1: Long-term unemployed people and ethnic groups

Long-term unemployed: ethnic groups

Total NZ population: ethnic groups14

MSD February 2005 statistics

Statistics New Zealand census 2001

(personal communication, 2 May 2005) (SNZ website 2005)
New Zealand 36 percent New Zealand 76.9 percent
European/ Pakeha European/ Pakeha
Maori 37.9 percent Maori 14.1 percent
Pacific Peoples 11.2 percent Pacific Peoples 6.2 percent
Asian n/a Asian 6.4 percent
Other 12.8 percent Other: 0.7 percent
Includes Arabs,
Iranians, Somalis and
Latin Americans
Total
long-term unemployed | 55,168
jobseekers in February
2005
Total population 4,092,900 Total population 3,737,277
in March 2005 in 2001 (average)

Source: Author

'Y The New Zealand census measures of ethnicity allow respondents to record more than one answer, which is the
reason why the total percentages are greater than 100 percent




On the basis of the available statistics, social reports and eligibility criteria, it can be
concluded that individuals are more likely to have barriers and become long-term
unemployed if they have low educational achievement and/or literacy, live in remote
rural locations, and/or are Maori, of Pacific origin, refugees, new migrants, aged 16-25,
disabled, ex-prisoners or sole parents (Labour Market Analysis Unit 1989; MSP 2001;
National Health Committee 1998; Stats NZ 2005; TEC 2004).

In February 2005, there were 55,168 long-term jobseekers, and of these 28,543 had no
formal school qualifications, whereas 9,074 had less than three School Certificate
passes or equivalent. Of this latter group, 2,427 had low qualifications and were also
below 18 years of age. The employment barrier of low literacy or numeracy was
recorded for 1,362 long-term jobseekers (at 28 February 2005). According to MSD,
disability, refugee status, language barriers may increase the likelihood of long-term
unemployment, but MSD does not collect aggregate statistics of these groups (personal
communication, 2 May 2005). The numbers of long-term jobseekers are also generally
higher in geographically remote areas, and numbers increase in times and places where
there are few suitable job opportunities. This last point indicates that, however they are
defined, long-term jobseekers or disadvantaged unemployed are not a fixed or

homogeneous group.

While statistics on the numbers of long-term jobseekers with criminal records were not
available, a Department of Corrections report on high-risk offenders in New Zealand
states that offenders have seldom had stable jobs, and have usually experienced
prolonged periods of unemployment (Wilson N.J. 2004). The report also identifies
specific criminogenic risk factors, which include “school failure and a lack of work
experience, leading to little prospect of paid employment, or a life in the mainstream of
society” (ibid, 63). Therefore, as a group, the long-term unemployed are more likely to
include people who have, at some point, engaged in criminal behaviour. In any case,

having a criminal record increases the likelihood a person will remain unemployed.

The official definitions and statistical groupings aside, my use of the term the
disadvantaged unemployed is also an attempt to highlight the situation of individuals

whose access to and participation in the labour market is limited or precarious, and to



situate this group within a broader political-economic context. The term reaffirms the
fact that the labour market is not a level playing field. Both at national and international
scales, processes such as globalisation, technological change, capitalist expansion and
neoliberalism are constructing societies and labour markets in ways that tend to
increase the competition for resources, employment and income. Disparity between
workers increases in instances where there are many more people than jobs, because
then employers have to scrutinise the various applicants more intensely, and every
successful job applicant is successful at the expense of others. By definition, the
disadvantaged unemployed have characteristics or circumstances that reduce their
ability to compete with more advantaged people. Moreover, currently dominant
structures and processes are predicated on the presence of both winners and losers, and
competitiveness is prized over inclusiveness. For some individuals their labour market
disadvantage can be so severe, or seem so insurmountable, that they lose hope and

become discouraged workers, or exit the labour market altogether. '

Most government discourses depict the disadvantaged unemployed simply as
individuals who need to improve their employability without considering the societal
structures that perpetuate disadvantage particularly in highly competitive labour

markets. Although the underclass’®

is problematic term, it offers a more accurate
description of the experiences of many disadvantaged unemployed people and, in
particular, the extent to which they are marginalised in contemporary labour markets,
policy frameworks and wider society. The use of the term in this thesis follows the
Marxian interpretation of the underclass as an effect of capitalist systems, rather than
simply as an effect of individual failure or immorality. The emergence of
disenfranchised groups, unemployment and intergenerational welfare dependency are
viewed as consequences of poverty and inequality, rather than the primary causes. This

interpretation is distinct from writers such as Murray (1984 cited in Morris 1993) who

view the underclass as a purely (im)moral and cultural phenomenon.

' Working-age people regularly exit the labour market both voluntarily and involuntarily, but clearly, they need to
find other means of economic survival. People may rely on family or partner support, welfare benefits, use
community services such as food banks, and find strategies to reduce their living costs, or secure other non-job
related forms of state assistance (i.e., student allowances). In a worst-case scenario, individuals may become sick,
invalids or may even commit suicide (Wilkinson 1996).

'S For a definition see the glossary.



Gorz’s (1999) term the neoproletariat also offers a way to theorise the disadvantaged
unemployed that takes account of contemporary contexts and segmented labour
markets. The neoproletariat is a broad concept that spans the wide range of experiences
for people engaging in, or on the margins of, flexible labour markets. The use of the
term acknowledges that many disadvantaged unemployed people (i.e. those who do not
secure full-time permanent employment) tend to move in and out of, a wide range of
labour market categories and experiences. Unfortunately, Gorz’s (1985) progressive
vision for the neoproletariat has not become a widespread reality. While high-paid,
professional workers with a relatively high degree of labour marketability have
benefited from flexible labour markets and consultancy jobs, the majority of middle to
low income earners face declining wages or working conditions and increasing

workplace insecurity and stress.

The decision to focus on training provision for the disadvantaged unemployed arose
from both theoretical and practical considerations. The most disadvantaged
unemployed people are less likely to fit into the current political-economic frameworks.
Admittedly, some individuals, organisations and groups do benefit from neoliberal,
competitive and free-market environments, but this thesis is about the people who do
not. Although some individuals do escape, the movement of individuals in and out of a
disadvantaged unemployed situation does not diminish the fact that the disadvantaged
unemployed remain a significant grouping. This research demonstrates that, despite
recent economic growth rates and the proliferation of a raft of targeted policies, the
most disadvantaged unemployed remain disadvantaged, not only by the mechanisms of
flexible labour markets and contemporary political-economic contexts, but also by the

policies that are intended to assist them.

Experiences of training providers
This research involved a practice-orientated critique of the frameworks that underpin
training schemes for unemployed individuals who experience labour market
disadvantage. In the course of this study, the various levels of activity in the design and
delivery of training policies were researched. This meant listening to, observing and

participating alongside public sector agents and policy decision-makers; organisations



and individuals who provide training courses for the most disadvantaged unemployed;

and alongside the trainees attending these courses.

The main focus of the fieldwork was the position of providers operating from Private
Training Establishments (PTEs)'” Training providers are the intermediaries between
the State with its broad policy objectives and the unemployed individuals with their
specific ‘needs’.'® The main issues and tensions at the provider level emerge from the
introduction of a quasi-market'® for training course implementation and the over-

reliance on narrow outcome measurement as ‘evidence’ of the ‘quality’ and ‘efficiency’

of courses offered by a particular training provider.

In a broad sense, establishing the outcomes of a particular policy is a worthy exercise,
however, the outcomes™ referred to in this thesis are those specifically derived from
crude, snap-shot measurements, which offer a very poor reflection of the value of the
training policy interventions (for detail see page 132). Nonetheless, these narrow,
outcome measures have been instituted as a primary policy decision-making tool. In
relation to the specific policy areas researched, the emphasis on the outcome measures
is occurring at the expense of more extensive relationships, and in-depth quantitative

and qualitative research and evaluation.

Two distinct types of training schemes are examined in this qualitative study. First, the
Training Opportunities courses, which stand out as the main employment assistance
initiative for working-age adults disadvantaged in the New Zealand labour market.
Their official purpose is “equipping people with the foundation skills*' they need to
contribute to the future development of New Zealand’s economy and society”

(Ministry of Education 2002, 19). Training Opportunities are designed to “assist those

'7 The official term for non-governmental organisations, or businesses who bid for contracts to deliver government-
funded training courses. Amongst those working in the training sector, the term is usually shortened to provider(s),
which is used to refer both to the organisations and the staff who deliver the training courses. In this study the word
provider is used in the same way unless stated otherwise.

'8 In using the term needs, I acknowledge that the interpretation of other people’s needs, such as those of unemployed
people or trainees is not a given, but a highly contestable discursive process (Fraser 1989).

1% Refer to the glossary or page 114.

20 Unless specified the term outcomes refers to the specific policy measuring tools for the training schemes and not to
the broad sense of the term.

2! The term foundation skills refers to a basic level of work-related abilities and aptitudes. See the glossary and pages
110 and 250.
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who are most disadvantaged in the labour market, particularly long-term unemployed
people, domestic purposes beneficiaries and Workbridge clients” (Skill NZ 2000a, 10)
(my emphasis in quote). Secondly, the Youth Corps courses are examined as a
contrasting policy, which (at least until recently) operated principally from a youth

development approach rather than an active labour market policy framework.*

Rationale for training schemes
This study not only involves an empirical account of the experiences of training
providers and trainees, but it also examines the broad political-economic imperatives
that maintain the emphasis on training as a major response to disadvantaged
un(der)employment, instead of other possible responses. The main justifications for
training are closely linked to the claim that paid work in the competitive free-market
economy holds the key to social development.” The self-responsible, enterprising and
eager paid worker is the model citizen and therefore the individuals and groups who
(willingly or unwittingly) defy this logic come into sharper relief. Various governments
have identified that particular individuals®* are more likely to be unemployed and these

have become the target of job activation policies that usually involve training.

As current New Zealand policy discourses identify, long-term unemployed individuals
usually belong to certain social groups and face obstacles, or barriers to gaining
employment. Training providers are expected to transform the most disadvantaged
unemployed people into employable and work-ready citizens. Once trainees are on
courses providers are expected to identify their individual barriers and implement ways
to help each trainee to overcome them. The assumption is that when barriers are
removed the unemployed will be more likely to find work because they will have

improved their employability.

22 When the main part of the field study was conducted in 2002-2003 respondents clearly articulated the importance
of a holistic youth development approach. Since then, however, my continued contact with providers and ministry
officials indicates that there is increasingly emphasis on course outcomes that reflect more narrowly defined labour
market objectives.

% The particular meaning of this term in the New Zealand policy context is outlined in the glossary and on page 61.

2% Official statistics tend to reinforce this view. The 2001 Census concluded that young people, Maori, Pacific
peoples, other ethnic groups, and people living in Gisborne and Northland experienced the highest levels of
unemployment. The groups least likely to experience unemployment are people who are 40-59 years of age,
European or Pakeha and/or have advanced vocational or higher level qualifications. In 2001, 26.2 percent of
working age men and 39.9 percent of women were categorised as not being in the labour market (Stats NZ 2005).
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Improving the employability of a trainee involves making trainees more aware of
employer demands and preparing them to meet those demands. Employer surveys
frequently indicate that employers (except in highly specialised fields) are less
concerned about educational qualifications and more concerned about employees’
attitudes, availability for work and work motivation (Higgins 1995a; Peck 2001a).
Employability is, at present, linked primarily to employer expectations; hence, training
providers are expected to prepare trainees for this ‘reality’, whether employer

expectations are reasonable or not (Dearden 1995; Gore 2005).

Training providers are also afforded the task of assisting unemployed individuals to

1.%° The notion of human capital is presented as a

raise the value of their human capita
key factor for increasing prosperity and social inclusion (Blondal ef al., 2002). In
human capital theory, intellectual capacity and educational achievement are largely
individualised goods. The State assumes some responsibility for ensuring that all
individuals have access to educational institutions. The individual who applies him/her-
self and increases his/her human capital value can trade this on the job market at a later
date. The assumption is that individuals will receive returns in the labour market that
correspond to their human capital investment. Training is about encouraging the

unemployed to increase their human capital, or at least to see the need to do this and to

accept the consequences if they do not.

Although the Training Opportunities policy specifically targets disadvantaged
unemployed people, there is a considerable lack of clarity about the size or composition
of this group. As a general category, the 