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REPORBUMMARWYNDIMPLICATIONS

This summarpresents the main findings from the detailed commentary and analysis containedniaithe
report and is divided inttwo sections The first section provies an overallanalysis anéssessment of the
current andfuture workforce situation in the Gisborneegionwith the second section provitg some
additional specificomments irsupport of the assessment

Overall Assessment

U  Asa keypart of itsongoing economic and business development facilitation work in the Gisborne region,
Wctivate Tairawhitiis in the process of considering options for its futwerkforce growth and
development suppontole in the region.

U  An initial step in this process has been to understand the cuarmhfutureworkforcesituationboth
generally in the region arid relation to keygrowth and supportingervicingsectors, in particular the
horticultural production/processingnd forestry/wood productsgengineeringand trucking/transpor
and tourism sectorslt should benoted thatthese sectors collectively account &mproximately 25% of
total employment in the Gisborne ared the present timeand 55% of primary production and
processing/manufacturing sector employm¢8tatistics NZ annual business demography information)
Thegeneral pastoral farming sector is a further important economic and employing activity in the region
and its workforce situation will be assessed at a future stage.

U Theinvestigatiorwork that has been carried out to daterelation tothe above objective has included a
statisticalanalysis ofecent, current and forecast regiofsgctor labour supply and demarfakctors
consideration ofletailedworkforce data and other information provided time aboveindustry sectors
in the Gisbornareaand formal structuredonsultativaneetings witha selection of representatiaector
businesss In the latter respect, it is emphasised thata greater or lesser exterthe businesses
interviewed should be undergoR | & LINE @ AyReéxafplesdhip) bfih® ovardlldz@rkforce
situations of the respective wider industry sectors of which they are a part.

U The sector businesses consulted with for the purposes of this reportfmérgrowing (Sun First and
Kaiapmi), fruit/vegetable processing (Cedenco), forestigod products (Eastland Wood Council
Ernslaw One, Hikurangi Forest Farms and Juken New ZJeaagitieering (McCannics and Universal
Engineering), trucking/transport (Weatheselind Pacific Haulage) drtourism/hospitality/retailing
(Tourism Eastland, EIT and Hotel sector).

U The key overall finding from the investigation work carried out to date isathaf the sectoifirms
interviewed have experienced underlying significant business activity amolyemept growth during the
past five years.This trend is expected to accelerate over the meeierm for the fruitgrowing and
forestry/wood product sectors in particular, driveespectivelyby new fruit plantings and a major
increase in forestry harvest levelBhis will, in turn, flow on tassociated processing and manufacturing
activities as well as important servicing industries such as engineering and trasportin the case
where sigificant overall workforce growth is not envisaged at this stage (e.g. food processing)ue to
impact of technological developmestfor example nevertheless, there will still be an increased
workforce demand for particular demographic and occupatioatdgories within the workforcdhis
demand is expected tovariously cover most labour categories including permanent staff,
supervisory/management staff, specialist technical staff and seasonal/stesrtestaff.
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U If the latestEastland Tourisfiorecags for increased visitor arrivals into the Gisborne region are realised,
this will also generate a significantly increased employment requirement fimuttiemsector in directly
and indirectly linked industriesver the next decade

U  Aninitial evaluadn ofthe potential growth in labour demand for the six Gisborne sectors covered by this
assessment indicates an additional total workforce requirement over the next decade of an estimated
3,5005,000 peopleincluding direct employment in the sectors thegtves andemployment inflow-
on/servicing industriesThese figures do not include the quantum of existing labour shortages faced by
the sectors

U Potential regional labour supply sources to meet this additional workforce demand over the period
include workingage residents currently not in workoung people entering the workfor@nd the
remainder of the workingage populationMinistry of Social Development figures indicate thag t
YdzZYOSNJ 2F LIS2LJ S LINBaSyidfe NB OSBeaekityhihe iedgos stabhds @S Ny
at 1,823 of which 21% (383) are aged2Byears. In addition, the number of 16/17 yelds not
presently involved in education/employment/training (NEET) totals28fistics NZ figures indicate that
over the next ten gars,the Gisborne population aged under 15 years is projected to decline by 780 or
almost 7%. The 184 youth population is projected to decline by 220 or approximately 4%. T 25
population is projected to fall by 710 or about 3¢6K S NJB 3 A Bujatidi is prajetted itdancrease
by 2,680 or 38% over the next decadene of the main implications of these results is that the region
will not be able to meet all of its futuneorkforce requirementsinternally and will need to continue
sourcing laboufrom outside theregionincluding overseas.

0 All of the businesses/sectors covered in the intervieds® face significantexisting skilled labour
shortageswhich isalreadyadversely impacting business performan&xamples of the skill shortages
include specialised permanent positions within the {fgudwing sector, food processing (food
technologists, scientists and forklift drivers), forestry (harvest managers and planners, mechanical
engineers, silvicultat staff and trades personnel), engarang (apprentices), trucking (diesel mechanics
and truck drivers) and tourism/hospitality (business managemenhawdbusiness establishment and
growth).

i Apart from the overall labour and skill shortage situation, the Gisborne sectors coassdregorted a
significantnumber ofother workforce issues that thegontinue to face and these are indicated in the
next section of thisxecutivesummary.

U Unlesconcerted real action is taken to addréss various workforcéssuesdentified in this reportthe
region will baunable toreap the full economic and community benefitshe forecastsignificanigrowth
in production, processiiganufacturingand industry servicin@gctivity The adverse economic
consequences for theegion potentially includefor example significantly reduced labour earnings
potential in the regiorfestimated at$70-90 millionper annumassuming thaonly half of the forecast
additional labour requirement quantified abofce the sectors as a grougs taken up, log production
and exports, and increased application of lakgaring technology.

i The broad areas or opportunities for the regiomvirk withemployers to address their workforce issues
includethe detailed identification of future labalskill needs and the available local labour supply to
meet these needsactive internal and external promotion of these neetxreased planning/
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coordination/collaboration between sectors regarding their seasonal and other labour requirements
greater gctor engagement witthe high schoobkector regarding local employment opportunities and
associated subject requirements, increased work experience possibilities and career development
opportunities; and increased sector involvement with tertiary educAtiining providers taachieve
improved training outcomes.

U  Given its broad regional economic and business development mandate, Activate Tairawhiti is well placed
to play key leadership and facilitation roles in respect of implementing suitable irstiatie Gisborne
region in order to effectively address the main workforce development issues and ensure the future
labour and skill needs of the different sectors are metelkas possible.

Other Specific Comments

U  Thebackground statistical analysirk, review of industryprovided workforce informatioand direct
sector consultation undertaken for this reportlicates a number of other important points.

U First, n respect of future workforce growth for the sectors interviewed, the following paiataoted:

1 In the case ofruit-growing an additional 500 hectares of new plantilgyexpected t@enerate an
additional annual labour requirement of 250 fulltime equivalents in orchard and related processing,
with a flowon employment impact in assotgd servicing industries of 1,000 persons. The annual
sector production growth rate of 10% over the last five years is expected to accelerate to a
significantly higher level over the next five years.

1 In terms offruit and vegetableprocessing whilst significant overall workforce growth is not
anticipated for the future, nevertheless, noticeable growth is anticipated for different permanent
and seasonal labour categories within the workforce (e.g. technical/skilled staff includ®galitsx
Assuranck engineering, skilled machinery operators; truck drivers and forklift drivers).

1 In respect oforestry, the forecast 5/5% increase over the next five years in the regional forestry
harvest is expected to generate an increased workforce requiremetiefpreriod of 3660%, with
the overall employment impact being significantly higher (possibly a doubling of the workforce)
when flowon impacts (e.g. servicing industries, Port and wood manufacturing) are also taken into
account.

9 Overall across thehorticultural and forestry sectora total additional workforce requirement of
1,800 is currently estimated for the region, over the mediarm.

1 Additionalengineering sectoworkforce growth is anticipated for the next five years, partly due to
the predictedforestry-wood products production growth.

9 For the twotruckingcompanies interviewed, an additional annual driver demand of approximately
10-12 is projected for each of the next four years.

1 In respect of thaourism sector, the latest visitor arrival fecasts for the Gisborne region for the
20152026 period result in an additional total direct and flomvemployment impact in the range
approximately 380 for the least optimistic growth forecast to 1,535 for the most optimistic growth
forecast.

U Secondthere is potentialcapacity within theexistingregional labowforce tofill some ofthe future
sectorworkforce needsvia, for example, upskilling of existing employassreaseduse ofpart-time
employeesand seasonal workergjtilisation ofyoung peoplenot in education/training/employment
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(NEET)and those unemployed or joblesk.is noted that there is a total ofl6 Gisborne young people
in the 16-24 agegroup who are presently receiving the Job Seeker Support benefie or the NEET
category.

U  Third employmentin the sectors covered by this repaftouldprovide a number ofealincentives for
new staff such aqqualifications/skill enhancemennd increased earnings opportunitiekhesefactors
should in turrassistemployers to retaityoungstaffin particularon a longetterm basis.

U  Fourth, he opportunity forongoing industrspecific training and skill developmdat the workforceis
critical forthe future business performance of the various Gisborne sectors covered in this figpstis
equally relevanto specialistvork rolesandto other activitiessuch as labour contracting, seasonal work,
tourism/hospitality sector employment and business operatidihe sectororganisationsnterviewed
indicated that theyacknowledge theirwn responsibility ta¥ A y @& eiritte upskilling of staffhrough
increased? A y  fgutizidSa®o through a closer involvemémtexternal training delivery, including
the initial selection of trainees, training course cont@ny Ot dzR A y @ jia@tidraimidy apPrdakhies.

U Fifth, awide range obignificantregionalworkforce issueand challengesvere identified in the course of
the sectordiscussionsThese include as follows

9 Existing labour and skill shortages fonuanber of employmentpositionswithin the different
sectors.

1 Internal regional competition fdroth permanent and seasoriabour from businesses withthe
same sector andlsobetweendifferent sectors.

9 Seasonal labour issues e.g. theklof seasonal labour planning andrdamation within the broad
horticultural sector in the regigrhe currently limitedapplicationof the RSE Scheme in theea;
andnumeracy, literacy and other personal and employment related iésu@sumber of seasonal
work jobseekers.

1 Negative community perceptions about some employing sectors (e.g. physical/working conditions
and risksttached to theforestry and truck drivingectorg, including those held by younger people
0SPId WI vy {ia hekioK yung pebpie Svérking some sectors (e.g. engineering and
trucking) and the rgative vork attitudes/ethics o number ofyoung employees in particular.

1 The gnerally ageing workforce (relevant particularly to those sectors where considehngbieal
effort is required).

1 Insuficient sector promotion of positive industry developments a&nel employmentcareer
development opportunities within the sectors.

1  Major sectorconcerns over the general quality of external training provision (e.g. selection of
industry trainees, trainingourse content, training approaches, lack of local training delivery,
overall trainingprovider quality and costs of trainify industry).

Motivational and worlskill training for key staff.
Drug use in the community.
The warying commitment of sectorerip2 @ SNAE (12 WAy d&aldpheitIQ Ay 62 NJ

Insufficient busines®peration management and HR skills @f number offorestry sector
contractors.

= =4 =4 =

0  Sixththerange ofworkforceissues listed abowahould assist significantlyprovidngthe focusfor future
workforce development initiatives in the Gisborne region undertaken by the sectors conosiitned
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support from public/private labour supply and educatitraining agencies, business/industry
organisations and the wider regional communifiheinitiatives will need to be discussed further with
the sectors before being finalised and then progressetgnfal initiativesfor considerationinclude:

T 5S0GIFAft SR ARSYGATAOI GA2Y -térf lano &nd dclupafichkdilhe@ds S E A & (
and the available labour supply in the region to help meet these needs.

1 Proactive internal and external marketing of sector produagianwth trendsand employmerit
career developmentpportunities

f  Fosteringof close sector linkages with high schaolghe region in order to increase thiel i G S N &
understanding ofector employment/career development needs and opportunities, and improve
outcomes in relation to, for example, required subject achievement (e.g. STEM subjects) and work
experience

1 Review of current training provision for the various sectors and the opportunities that exist for
upgrading the quality dhe provision, includingraining course content, training approaches and
greater sector involvement and inpatthe selection of tainees andraining processs

1 Increased young talent identification in order to meet sector labour needs in relation to specialised
and technical positions.

1 Encouragement of increased sector workforce planning and cooperation/collaboration on labour
and ill needs.

f Implementng W6 Said LINF OGAOSQ Y2RSta FT2NJ AYLINRJAY 3
workforce.

f Investigingz AT ySOSaal NEX OdzN®& yhé neW K& Tairalbliiug® i A OS |
Education and Rehabilitation Programrize dealing with drug use in the workforce.

U Role for Activate Tairawhiti

It is recommendedhat the findings of this report be used alowgh further AT consultation with the
sectors concerneKimihia He Oranga (Maori Economic Development Group), lwi otgarisa the
region and other appropriate organisations, in orttedetermine agreed actions to address the key
workforce issues facingisborne sectorsoth individually and collectively.

Thespecificobjectiveis for AT and otheworkforce support agencige work closelywith the various
industry sectorsin order toimplement suitable initiativeshichproduce better employment outcomes
and linkageswith existing agencies and resources to niattre workforce needs.

Once theactions have been finalised, organisational responsibilities for implementing them then need to
be determined.An appropriate initial role for ACbuldbe in facilitating and monitoring ongoing progress
in implementing the agreed action plan.

Otherrolesshould be linked asloselyas possible tohe other regional developmenactivitiesof the
agencysuch as external marketing of the regibosiness and economic developmeutvocacy work,
business growth and development facilitation, industry/atneent attraction and economic/business
monitoring.
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1- Introduction

1.1 The Gisborne regional development agency ‘Activate Tairawhiti’ (AT) is currently considering
opportunities for the organisation to work both in its own stead and with other appropriate
regional groups over the medium-term (next three to five years), to facilitate and support the
future growth and development of the workforce in the region.

1.2 Inparticular, the Agency’s initial focus is on understanding the specific employment outlook over
the period for the key production and employing sectors in the Gisborne region, the specific
personnel requirements of the individual sectors, the issues/challenges that they face in
recruiting staff, and how the Agency, labour-market support organisations and the wider region
can assist materially in helping both employers and existing and prospective employees in the
sectors to meet their respective work needs through effective actions.

1.3  The specific matters addressed in the report are as follows:

(i) The approach that has been taken to date in order to obtain the base information
required (as in section 1.2 above);

(i)  Brief background comments on the current labour-market situation in the region, the
present industry employment profile of the area, future workforce trends and
associated impacts;

(iii) An overall assessment of the main workforce/employment issues presently facing the
region and the opportunities that are available to address them in terms of workforce
development (including training/upskilling of existing industry employees, training of
new employees, encouragement of the local labour-force to take up available regional
employment opportunities and attraction of new employees from outside the region);
and

(iv) The current workforce situation, medium-term employment/employment
opportunities outlook and main workforce issues for a selection of key primary
production, support services, processing-manufacturing and visitor sectors in the
Gisborne region. The specific sectors covered in the report are horticultural production
and processing, forestry/wood products, engineering, trucking/transport and
tourism/hospitality/retail services.
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2- Project Methodology

2.1 The approach taken to sourcing the necessary base information to enable the above labour-

market matters to be assessed, has comprised the following activities:

a)

b)

d)

f)

Analysis of a range of relevant Statistics New Zealand Census, population and
business/industry data; Ministry of Education educational achievement results; Tertiary
Education Commission training participation information; Ministry of Social
Development benefit figures; Ministry of Business, Innovation and Employment
information on regional/industry growth in the Gisborne region (East Coast Economic
Potential Study 2014); and other organisation statistical data concerning the area’s
labour-market;

Analysis of detailed workforce data and other information provided by regional industry
sectors;

Feedback from formal structured consultations/meetings directly held with key sector
groups and representatives, in particular:

- Eastland Wood Council (Chairman, Chief Executive and other members).

- Regional Tourism sector (Chief Executive ‘Tourism Eastland’, and EIT and Hotel
sector representatives).

- Fruit-growing sector representatives (Sun First and Kaiaponi).
- Engineering (Managing Directors of McCannics and Universal Engineering).
- Trucking/Transport (representatives of Weatherells and Pacific Haulage).

- Horticultural processing (General Manager and HR Manager of Cedenco).

The range of matters traversed during the sector discussions included current sector
demographic and workforce profiles, seasonality, sector ‘sharing’ of seasonal labour,
staff turnover, industry occupational and qualification/skill requirements, staff training
and training needs, recent and medium-term future workforce growth trends, staff
recruitment methods, recruitment issues and challenges, need for external assistance
with recruitment efforts and future recruitment needs.

A summary of the sector discussions is available on request. It is noted in relation to the
discussions that they were facilitated by the AT Economic Development Project
Manager, with assistance from the Labour Market Manager for the Ministry of Social
Development East Coast Region and Economic Solutions Ltd.

Discussion with the Hawke’s Bay Fruitgrowers’ Association regarding ‘best practice’
career development and workforce provision in the fruit-growing and harvesting sector.
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3- Regional Labour-Market Performance and Industry Profile

3.1 Itis noted that the various points listed in Sections 3.2-3.4 below have been included in the report
from the point of view of their relevance for future workforce growth and development in the
region and identification of the main workforce issues and workforce development support
opportunities in the area. They are intended only to provide a snapshot of the Gisborne area
labour-force, thereby providing a short background for the commentary in the rest of the report.
Section 3.5 summarises the relevant overriding themes emerging from the preceding
commentary in this section of the report.

3.2 Key points to note in respect of the current labour-market performance of the Gisborne region

are as follows:

A A relatively youthful population with the 15-24 age-group accounting for 37% of the
total population, compared with the figure of 33% at the national level.

A Asignificantly lower level of formal educational achievement than the national average
(28% of the 15+ population with no formal educational qualifications versus 21%
nationally, 56% Certificate/Diploma versus 52% nationally and 13% with a University
level qualification versus 20% nationally). However, as Figure 1 below based on
historical Census results for the region illustrates, there has been a distinct improvement
over the latest intercensal period in the educational achievement profile of the Gisborne
working-age population.

A The proportion of the population without any formal educational achievement declined
sharply over the period. The proportion with Levels 1 and 2 Certificate qualifications fell
slightly whilst the proportion with Levels 3 and 4 qualifications increased noticeably.
The Diploma level proportion was unchanged. The proportion of the population with a
Graduate Degree qualification rose sharply over the period, whilst the proportion for
the Post Graduate qualification also increased but to a lesser extent. For both the 2006
and 2013 Censuses, the total number of people with Certificate level qualifications
accounted for in excess of 60% of the regional population with formal educational
qualifications.

Figure 1

Formal Educational Qualifications Profile of Gisborne Region 15+ Population 2006-2013
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Figure 2

On the basis of MBIE (Ministry of Business, Innovation and Employment) information,
41% of all Gisborne employees were employed in low skilled work in 2015, 11% in
medium skilled work, 9% in medium to high skilled work and 39% in high skilled work.
The leading occupational category in employment terms was ‘farm, forestry and garden
workers’.

In 2014, ‘industry trainee’ numbers were highest in forestry/logging/log distribution,
agriculture and community support/social services (Ministry of Education statistics).

Total employment stood at an estimated 21,220 in December 2015 and has increased
overall during the past four years (+3.3%). These figures are based on Statistics NZ
Household Labour-force Survey (HLFS) annualised results for the combined Hawkes Bay-
Gisborne region, with the Gisborne share based on past Statistics NZ Census and annual
Business Survey results for the two areas separately. Fulltime employment (working 30
hours or more per week) accounts for approximately 75% of total employment. Figure
2 below shows the trend in both employment and unemployment in the Gisborne
region, since 2011.

Gisborne Region Labour-Market Trends Since 2011

25000
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HLFS based unemployment has fallen a little over the past three years and stood at an
estimated 2,110 or about 9% of the labour-force in December last year. The national
rate was 5.8%. The number of residents of the region receiving the Government’s Job
Seeker Support Benefit stood at 2,095 for the December quarter 2015. The number of
18-24 year-olds receiving the Job Seeker Support Benefit stood at 466 for the quarter.
The number of jobless (officially unemployed, available but not seeking work or actively
seeking but not available for work) stood at an estimated 3,735, based on HLFS results.

Unemployment is currently highest for Maori (who account for 78% of the total number
of people receiving the Job Seeker Support Benefit), and young people (with an
estimated unemployment rate of 21.5% compared to 7.3% for the 25-64 population, for
the December quarter 2015 and based on HLFS results for the period).

In June this year, regional employment is estimated at an annualised figure of 21,800,
unemployment 1,893 and the rate of unemployment 8%. The total number of people
receiving the Job-Seeker Support Benefit was 1,859.
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3.3 Key points to note in respect of the current industry employment profile of the Gisborne region

are as follows; this is the latest available information from Statistics NZ:

A The leading sector employers are primary production, health and social assistance
services, education/training services, manufacturing, retailing and construction.
Tourism is the leading part-time employing sector. Table 1 below indicates the broad
industry/sector employment profile of the Gisborne workforce, as February 2015. The
primary production sector accounts for 23% of total industry employment,
manufacturing 10% and services 67%. Primary production and related processing/
manufacturing together account for 31% of total industry employment. The leading
direct wealth-creating industries in the region are, in order, pastoral farming, services
to the primary production sector, food and beverage manufacturing, horticultural
growing and forestry-wood products manufacturing. The region’s forestry sector
believes that the employment tally for the sector significantly understates its true
regional employment contribution.

Table 1: Gisborne Industry Employment Profile 2015

Sector | Total Employment 2015

Pastoral Farming 1,835
Vegetable Growing | 340
Fruit Growing | 820
Forestry/Logging | 320
Other Primary Production | 45
Services to Primary Sector 1,370
Total Primary Industries 4,730
Food/Beverage Manufacturing 1,260
Wood Product Manufacturing | 280
Other Primary Manufacturing | 100
Other Manufacturing 350
Total Manufacturing 1,990
Utilities & Construction 1,205
Wholesale & Retail Trade | 2,150
Visitor Accommodation & Food Services | 940
Transport & Communications | 930
Professional Business Services 2,460
Community/Social Services 5,370
Other Services 570
Total Services 13,625
TOTAL ALL SECTORS 20,345

A Sheep and beef cattle farming and agricultural support services are the two leading
individual industry employers.

A Maori employment is highest in the primary production, education/training,
health/social assistance services and manufacturing sectors.

A In 2014, the region had the second lowest overall median annual labour earnings level
amongst the 16 regions in New Zealand. Within the region, the lowest industry earnings
levels were in visitor accommodation and food services, retailing and primary
production. Transport and storage ranked just above these. The median earnings level
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for the 15-24 age-group was the lowest of any age-group and was also just 60% of the
highest age-group earnings level.

A Statistics New Zealand LEED data indicates that the industries with the highest annual
staff turnover levels in the Gisborne region are primary production and
tourism/hospitality services.

A The leading industries in terms of employing people without formal educational
qualifications are primary production, trade and hospitality services, and manufacturing.
The leading industries for the employment of people with Certificate and Diploma level
qualifications are primary production, trade/hospitality services, business services and
health/social assistance services. The leading employment categories for university
graduates are education/training, health/social assistance services and business
services.

3.4 Key points to note in respect of future labour-market trends in the Gisborne region are as

follows:

A A projected -930 or 3.2% fall in the traditional 15-64 working-age population over the
next decade but a 38% increase in the 65+ population. The comparable national figures
are +5.3% and +40%.

A Figure 3 below indicates the projected growth over the next decade for the different
population age-group categories. All categories other than the 65+ group are projected
to record some population decline whilst the population of the latter group is projected
to increase significantly.

Figure 3
Projected Gisborne Region Age-Group Population Change 2016-2026
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A MBIE is forecasting strongest employment growth for the period for the health and
community services, construction, tourism and hospitality services, transport and
storage, and food manufacturing sectors.

A The latest MBIE ‘regional economic activity report’ for the Gisborne area identifies its
future growth sectors over the longer-term as including pastoral farming, forestry/wood
products (forestry, logging, transport, Port exports and wood manufacturing), cropping
(e.g. cereals and maize), fruit and vegetable processing, the wine industry (grape-
growing and wine-making) and food processing.
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3.5 KeyThemes/'Messages’ — The following are some of the key themes that are apparent from the
range of factors mentioned in Sections 3.2-3.4 above:

A An underlying workforce growth trend with further employment opportunities arising
in the region’s key rural production and processing/manufacturing sectors, flow-on
industries servicing these sectors, tourism/hospitality and a range of other service
sectors.

A Significant capacity exists within the present regional labour-force to utilise some of
these opportunities, for example, upskilling of existing employees; use of part-time
employees and seasonal workers; utilisation of young people (i.e. both numbers and
talent identification) ‘not in education/training/employment’ and those unemployed or
jobless. A further labour supply source will continue to be labour with the requisite skills
from elsewhere in New Zealand and overseas.

A The importance of the provision of more sustainable work opportunities especially
within the key production and employing sectors.

A Increased levels of educational achievement and skill development will be important
aspects of future workforce growth and development in the region. This is particularly
important for young people and the Maori community in the area and also in terms of
the workforce in general achieving higher earnings levels.

A The need to consider more closely and monitor the implications of an ageing workforce.

4- Summary of Workforce Growth Outlook and Associated Issues
and Support Actions

4.1 This section summarises in broad terms the overall medium-term workforce growth outlook for
the Gisborne region, the key workforce issues and challenges facing the region at the present
time, regional workforce development support responses to the issues and the role in these of
the ‘Activate Tairawhiti’ economic development agency. The comments below are based on
those made in both Section 3 above and in particular the Section 5 industry consultation
summary below.

4.2 Medium-Term (Next 3-5 years) Workforce Growth Outlook

The current expectation is that for the three Gisborne region primary production/processing
sectors (fruit-growing, horticultural processing and forestry-wood products) covered by this
labour-market report, the demand for labour will increase significantly over the next five years,
building on recent growth momentum and driven by factors such as growing international/
export market demand and local resource development (e.g. increased forestry production and
land area in fruit and other horticultural production). Growth within the above sectors will flow
on to the various linked sectors (e.g. engineering and trucking/transport) directly servicing the
sectors. All of the above sectors face specific labour/skill shortages at the present time which
need to be addressed in the short-term, along with the workforce implications of the forecast
future growth in sector business and production activity.
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The increased demand for labour over the medium-term applies to operational (including
seasonal), management, supervisory and specialist/technical staff. As is the case now, the
seasonal labour pool in the region will continue to provide a valuable source of permanent
employees for the various sectors. In the case of those sectors which are not anticipating major
increases in their workforce levels in the medium-term (due to technology change for example),
nevertheless, they are anticipating gains in different workforce groups such as younger
employees, permanent staffing and more experienced staff. If the latest forecasts for visitor
numbers to the region are realised, they will generate a significantly increased tourism and
hospitality sector workforce requirement in the area, over the next decade.

4.3  Workforce Skills and Training

The provision and achievement of ongoing industry-specific training and skill development is a
key element in the future successful business performance of the various Gisborne sectors
covered in this report. Whilst the possession of appropriate qualifications and skills is
particularly relevant to supervisory, management, technical and other specialist employment
roles in the sectors, it is also increasingly recognised in the region in relation to other roles such
as labour contracting, seasonal work, tourism/hospitality sector employment and business
operation. This reflects an apparent increased desire of sector employers to ‘invest’ in their
staff. The opportunity for employees to increase their earnings potential is a positive by-product
of this investment.

Sector training in the region is undertaken both externally by training providers and internally/in
house within the sectors. In order to ensure that both existing employees and prospective new
ones are able to contribute more effectively to business operations, it is important that in the
future industries in the region are more closely involved at all stages in external training delivery
(including the initial selection of trainees, development of training course content including
‘work ethics’ and training options) in order to ensure that their skill requirements are met.

4.4  Workforce Issues

The main workforce issues/challenges identified in the course of the sector discussions were as
follows:

A Existing labour and skill shortages for a number of employment positions within the
different sectors.

A Internal regional competition for labour from businesses within the same sector and
between different sectors (e.g. seasonal labour industries).

A Lack of seasonal labour planning and coordination within the broad horticultural sector

in the region.

Currently limited operation of the RSE Scheme in the region.

Numeracy, literacy and other personal and employment related issues of a number of

seasonal work job-seekers.

A Negative community perceptions about some employing sectors (e.g. physical/working
conditions and risks in forestry and truck driving), including those held by younger
people (e.g. ‘anti the trades’).

A Lack of young people working in some sectors (e.g. engineering and trucking).

A Work attitudes/ethics of young employees in particular.
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Generally ageing workforce (relevant particularly to those sectors where considerable
physical effort is required).

Insufficient sector promotion of positive industry developments and employment and
career development opportunities within the sectors.

Significant concerns over the quality of external training provision with respect to such
aspects as the initial selection of industry trainees, training course content, training
approaches, lack of local training delivery in some instances, provider quality and costs
of training).

Motivational and work-skill training for key staff.

Drug use in the community.

Varying commitment of sector employers in the past to ‘investing’ in their workforces.
Insufficient business, management and HR skills of some forestry sector contractors.

4.5 Regional Workforce Development Support

The above issues suggest a number of initial possibilities as regards the wider Gisborne region

working actively in association with the different sectors and industry support agencies, in order

to address the above issues and assist the sectors to secure as far as possible their future labour

needs. Further refinement of the actions will likely be necessary following consultation with the

individual sectors, so the initiatives listed below should be regarded as indicative at this stage

and subject to amendment. Other actions may also arise during the ongoing sector

consultations.

The possible response actions include the following:

A

Detailed identification of the sectors’ existing and medium-term labour and occupation-
skill needs and the available labour supply in the region to help meet these needs.

Proactive internal and external marketing of sector production growth and
employment/career development opportunities.

Fostering of close sector linkages with high schools in the region in order to increase
their understanding of sector employment/career development needs and
opportunities, and improve outcomes in relation to, for example, required subject
achievement (e.g. STEM subjects) and work experience.

Review of current training provision for the various sectors and the opportunities that
exist for upgrading the quality of the provision, including training course content,
training approaches and greater sector involvement in the initial selection of trainees
and training processes.

Increased youth talent identification in order to meet sector labour needs in relation to
specialised and technical positions.

Encouragement of increased sector workforce planning and cooperation/collaboration
on labour and skill needs.

Implementing ‘best practice’ models for improving the quality of sector ‘investment’ in
the workforce.

Investigating, if necessary, current ‘best practice’ models (e.g. the new Koru Tairawhiti
Initiative) for dealing with drug use in the workforce.
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4.6

5.1

Role for Activate Tairawhiti

It is recommended that the findings of this report be used along with further AT consultation
with the sectors concerned, to determine agreed actions to address the key workforce issues
facing Gisborne sectors both individually and collectively.

The specific objective is for AT and other workforce support agencies to work closely with the
various industry sectors, in order to implement suitable initiatives which produce better
employment outcomes and link and work with existing agencies and resources to meet future
workforce needs.

Once the actions have been finalised, organisational responsibilities for implementing them
then need to be determined. An appropriate initial role for AT could be in facilitating and
monitoring ongoing progress in implementing the agreed action plan.

Other roles should be linked as closely as possible to the other regional development activities
of the agency such as external marketing of the region, business and economic development
advocacy work, business growth and development facilitation, industry/investment attraction
and economic/business monitoring.

Sector Workforce Analyses

This section presents the findings from the discussions that have been held with representative
groups from the horticultural, forestry/wood products, engineering, trucking/transport and
tourism/hospitality services sectors, concerning their current and future workforce
requirements. The specific matters reported on below for each sector are the workforce growth
outlook over the medium-term, specific labour/skill requirements, and key workforce issues and
challenges that need to be addressed. Other matters linked to these themes are also included
under one of these three headings. Also included, where appropriate, are case study examples
of sector workforce developments. It is noted that in some cases the comments below reflect
the views and experience of only the sector groups spoken to and may not necessarily be fully
representative of the overall sector situation.

Horticulture — Fruit Growing

5.2

Workforce Growth Outlook — Points to note in this regard are:

A This sector covers a number of different labour aspects including permanent staffing,
contractors, and seasonal labour and post-harvest operations.

A Statistics New Zealand figures indicate a total of 820 people employed directly in the
fruit-growing sector in the region, as at February 2015. This does not include seasonal
staff.

A The fruit-growing sector in the region includes grapes, kiwifruit, pipfruit, citrus and a
range of other fruits.

A Strong Maori and Pacifica employment in the sector.
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A Estimated 10% annual growth over the past five years in the total workforce
requirement, with this factor forecast to accelerate significantly over the next five years
driven my new planting activity (including pipfruit and citrus fruit) with possibly a
doubling of the overall sector labour requirement occurring. There are a lot of young
fruit-growing blocks in the region.

A One of the Companies spoken to indicated a total additional labour requirement impact
from 500 hectares of new plantings of 250 fulltime equivalents comprising on-orchard
(170 or 68% of this additional labour demand) and processing (83 or 33%). There will
also be significant flow-on employment gains in associated sector servicing activities.
Table 2 below provides a more detailed breakdown of the employment impacts of the
individual new fruit plantings, over a two-year period.

Table 2: Employment Impacts of New Fruit Plantings Over A Two-Year Period

Fruft Crops Area of New Plantings Additional Employment Generated
((GE))] On Orchard (FTEs) Processing (FTEs)
Grapes 100 33 17
Apples 200 67 33
Kiwifruit 50 17 8
Lemons 50 17 8
Persimmons 50 17 8
Feijoa 30 10 5
Avocados 20 7 3
TOTAL 500 168 82

A Itis noted that the new plantings represent a total business investment of $37 million,
with orchard based activity accounting for approximately 73% and processing related
investment the balance of 27%.

A A potential supply source for any additional permanent workforce demand will be
existing seasonal employees, local talent and job-seekers.

A Increased demand for seasonal staff (who are primarily managed by contractors). Fifty
percent of the current seasonal labour requirement are ‘repeat’ seasonal staff. A small
part of the seasonal labour requirement is met through the Government’s RSE
(Recognised Seasonal Employer) Scheme which may need to be strengthened in the
region given the forecast growth in the overall labour requirement for the sector.

A The sector will need to have more work-ready staff available for employment in the
future.

5.3 Labour Skill Requirements — This matter is increasingly important for the sector and is relevant
to both permanently employed and short-term seasonal and casual staff. It is considered that
historically the region generally has not been ‘up to the mark’ in terms of workforce training.
More preparatory training work is required in relation to younger people wishing to gain
employment in the sector. More on-site training is also required. The skilled labour needs of the
region will also need to be partly met by permanent migrants to the area.

5.4 Key Workforce Issues/Challenges — These were identified in the course of the discussion as
including the following:
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A Companies need to ‘invest’ more in their labour requirements, particularly in workforce
development and training.

A Significantly improving the quality of the sector’s base permanent workforce. The
quality of some of the staff training provided in the sector is questioned.

A A need to work more closely with Central Government/MSD Work and Income in the
training of existing and new sector employees.

A Need to attract more young people into permanent employment within the sector.

A Need to promote career pathways and opportunities across the sector.

A Increasing the level of staff retention (a valuable model in this regard is the ‘best
practice’ staff retention programme run by one Company in the region).

A Increasing the region’s level of RSE entitlement in the future.

Competition for labour from other horticultural activities and other seasonal employers.

A Need for significantly increased planning and coordination of the seasonal labour needs
of the overall horticultural sector in the Gisborne region.

A Thereduction in the number of people entering the workforce in the region and also the
generally ageing workforce.

5.5 Sector Workforce Support — The above issues also provide key opportunities for the sector itself,
regional employment/recruitment/training/etc agencies and the wider community (including
Central Government) to undertake practical support roles to ensure that the sector is able to
effectively meet its growing labour requirement in the future. It is considered that the sector
needs to ‘get a much better handle’ on its detailed monthly/annual seasonal labour
requirements in the future, in a manner similar to what has been achieved with the Hawke’s Bay
horticultural sector.

Horticulture — Horticultural Processing

5.6  Workforce Growth Outlook — Points to note in this regard are:

A The employer interviewed for the purposes of this report is involved in the production
of natural fruits and vegetable ingredients using locally-grown crops.

A Peak period total staffing (including permanent and seasonal staff) is presently in the
order of 450 (with a fairly even balance of male and female labour, and a dominance of
Maori employees) with a permanent staffing of around 70-80 and the balance being
mainly seasonal staff (working in the field and/or in factory/processing work). The off-
peak total staffing requirement is in the order of 230. The main seasonal work period is
November to May/June.

A A portion of seasonal staff in fact work throughout much of the year and a number of
these are often ‘trained up’ to become part of the permanent workforce. Sixty percent
of the seasonal workforce comprise ‘returnees’ from previous years. It is known that
there is some movement of the seasonal workforce between the Company and other
horticultural enterprises in the region. The average age of permanent staff is around 50
years.
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A Supervisory and management staff include specialised positions such as production
supervisors, engineers, agronomists, agribusiness, marketing and communications, food
technology/science/R&D, economics and finance, business management, IT systems
and processes, and forklift/truck driving work.

A There has been some workforce growth in recent years resulting from industry
relocation and the Company’s move from a two 12-hour shift basis to a three 8-hour
shift basis.

A Whilst overall production growth is forecast for the future, increasing technology
application is likely to mean a relatively stable overall workforce level. However, within
this scenario, labour increases are presently envisaged for particular employee groups
for example younger employees, more permanent staff given the now longer business
operating periods during the year, and field workers given increased vegetable
production levels. The Company also wishes to recruit more experienced staff for its
various operations.

5.7 Labour Skill Requirements — The Company’s current training activities include NZQA
requirements in relation to food and related products processing, occupational health and
safety Level 3 and apprenticeship training in relation to agriculture, engineering and electrical
activities. The Company has also invested in health checks, budgeting advice, and literacy and
numeracy programmes for staff. Future training needs include refresher courses in forklift
driving, handling of hazardous substances and First Aid. The Company indicated that this year
it has struggled to maintain and increase the quality of some of its key staff. There is a strong
desire to maintain high levels of staff training within the organisation.

5.7 Key Workforce Issues/Challenges — Specific issues identified in the course of the discussion
included the following:

A Low levels of numeracy and literacy amongst job applicants for factory and seasonal
work and insufficient back ground information e.g. contact details.

A Inadequate work preparation of some prospective employees.
A Insufficient staff numbers for night-shift work.

A Difficulty in recruiting some of the highly specialised staff required by the Company (e.g.
food technologists and scientists) and sufficient numbers of forklift and truck drivers.

A Labour competition from other horticultural industries.

A Use of drugs in the community, requirement for drug testing and drug education for
employers (best practices models and approaches).

A Relatively high turnover levels of new/school-leaver staff.

5.8 Sector Workforce Support — Again, the above matters also provide a possible focus for wider
regional support for the Company in its future labour recruitment work. This support could
include more intensive pre/work engagement with educational and tertiary organisations, work
preparation and ‘in work’ training support, external promotion of the Company’s specialised
staffing requirements, increased and more coordinated planning of the region’s seasonal
industry labour requirements and implementation of ‘best practice’ models for dealing with
drug use in the community.
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Forestry and Wood Products Sector

5.9

Workforce Growth Outlook — Points to note in this regard are:

A

This sector includes forestry (including forestry planting, silviculture and forest
maintenance), logging, log transport, the work of the Port in handling log exports and
wood manufacturing (including sawmill operations).

The total regional workforce impact of the sector taking all these industry activities into
account is not known precisely at this time but estimates put it in excess of 1,000. It is
understood that the Eastland Wood Council is wishing to firm up on this matter as part
of its future work programme.

Approximately 80% of the total labour requirement of the forestry sector across the
region relates to sector operational requirements and the balance of 20% to
supervisory/management work.

One of the major regional forest manufacturing enterprises has advised a total of 130
FTEs working fulltime within its related forestry operation. This number comprises
silviculture (52% of the total labour requirement), harvesting 24%, transport 12%, forest
roading 5%, tree measurement 2% and general operations 5%. Operational work
accounts for 95% of the above labour figure and management/supervisory work the
balance of 5%. The forecast 30% increase in harvest production from 2020 is expected
to result in a 50% increase in the Company’s harvesting/transport/road maintenance
workforce and 20% increase in the supervisory workforce.

Other points to note from the workforce profile for the above enterprise include a large
proportion of the workforce in the age range 26-50 years; Maori ethnicity accounts for
almost 60% of the workforce; 65% of the workforce have secondary education as their
highest level of formal educational achievement; most of the workforce have been
employed in the industry for only up to five years; and the leading factors for working in
the industry include pay levels, enjoyment of the work, outdoors work environment and
the availability of work opportunities.

A large proportion of forestry staff generally in the region work on a fulltime basis with
seasonal labour providing a supplementary employment resource for tree planting and
silvicultural work for example.

There has been steady growth in the overall forestry workforce during the past five years
driven by the timing of wood ‘coming on stream’. The forecast increase in total annual
regional harvest volumes over the next five years, is from the current level of two million
cubic metres to 3-3.5 million cubic metres with, however, market conditions dictating
the actual timing of the release within this period of the additional wood. Under this
forecast scenario, the additional total regional forestry labour requirement is estimated
atinthe range 30-50%. In addition, there will be a significantly increased labour demand
in linked and support industries (e.g. truck drivers); hence a total increased regional
labour demand current estimate for the forestry sector as a whole of approximately
100%.
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A Employment of a significant number of ‘repeat’ staff for seasonal work in the industry.
There is some competition for seasonal staff between the sector and, for example, the
squash growing industry in the region.

5.10 Labour Skill Requirements — Key points to note in respect of this matter are as follows:
A The need for specialised skills applies across the forestry workforce in the region.

A NZQA forestry training courses Levels 3-6 are relevant for the contractor workforce in
the sector. A suitable Diploma or University Degree qualification is required for
supervisory and management staff.  Additional particular health and safety,
environmental and civil engineering skills are required for supervisory and management
staff.

A Sixty days actual work experience is required of industry trainees/graduates, as part of
their studies.

A Prospective new sector employees are required to have the right work ethics and be
free from drug usage.

A Alot of on-the-job training is provided within the sector.

A Contractors are encouraged to improve their skills in running a business, dealing with
people (provision of pastoral care and work motivation and complying with legislative
requirements).

A Arecent SEEK job website notice advertised the following work vacancies for the general
forestry/wood products sector in the region-Port operations log marshalling and
supervision, machine operation, harvesting managers, harvest planners, forest planning,
forest administration, forest development supervision, logging truck drivers and
mechanical engineers/mechanics.

A Opportunity for the workforce to be paid well provided the appropriate effort is put in
by staff.

5.11 Key Workforce Issues/Challenges — Specific sector issues identified in the course of the sector
discussion were as follows:

A Lack of suitable and sufficiently prepared and trained staff (including tertiary education
and University graduates) across the board and which is expected to worsen as harvest
volumes ramp up over the medium term. The demand for staff (including silviculture
and others) is constant. There is a need to ‘import’ staff at certain times.

A Ensuring the right training is provided for existing and new employees through such
options as greater industry oversight of training programmes, increased simulation of
actual ‘on the ground’ work in the sector and the provision of training programmes
relating to the use of expensive forestry plant and equipment. It is concerning that one
local tertiary training provider has apparently recently introduced a new forestry
training course with no real input from the sector.

A Skilled labour shortages in support occupations/services such as mechanical
engineering, mechanics and the trades generally. International labour shortages in the
sector compound the local situation.
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A Inadequate coordination of labour recruitment and training activities, and competition

between training providers.

A Potentially, the increased use of technology to replace jobs can affect decision-making
for those who may consider the forestry industry for future employment.

A Drug usage is a major problem barrier to employment in the industry.

A Challenging physical environment for the workforce.

A Infrastructural limitations e.g. roading, Port handling and capacity.

A Some negative community perceptions of the industry within the region.
A Competition for labour with other regional industries.

5.12 Sector Workforce Support — Again, the above matters provide a valuable focus for considering
both sector and wider regional workforce support policies for the industry in the future,
particularly given the forecast strong growth in harvesting activity. In addition, the sector
consultation identified other policy possibilities, including establishing a more positive future
growth and development vision for the sector, detailed workforce planning for the sector over
a 5-10 year time horizon and proactive internal and external promotion of the wide range of
work opportunities/skills available throughout the sector both presently and in the future. The
sector recognises that it has an ‘image’ issue and is working to rectify this to assist recruitment,
for example, the EWC’s ‘Forests for Life’ programme.
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Engineering Sector

5.13 Workforce Growth Outlook — Points to note in this regard are:

A

The General Managers of two Gisborne engineering businesses were interviewed
together for the purposes of this report. The businesses collectively employ
approximately 100 staff and are variously involved in such activities as fabrication and
machining work, manufacturing activity, sheet metal fabrication, mobile plant and
hydraulics, design and drafting work, architectural metalwork, bridge construction,
earthquake strengthening, pipework, precision machinery, structural steel and truck
decks.

A total of some 13 supervisory and 5 management staff are employed between the two
Companies. Males constitute most of their respective workforces; females tend to be
employed in administration. Forty percent of their respective workforces are NZ
European and another 40% Maori. The predominant age-group of staff is 16-24 years.

One of the Companies has recorded a 20% increase in staffing over the past five years
whilst the other Company’s employment growth has been in the order of close to 50%.
This growth has been partly generated by significantly increased growth in primary
production sector servicing needs. Further workforce growth is anticipated for the next
five years but it is difficult to be precise about this.

Staff turnover overall is estimated at around 5%. There is some competition for staff
locally amongst engineering and manufacturing businesses.

Both of these companies work on projects outside the region (nationally and
internationally), and there is some sector collaboration across companies.

5.14 Labour Skill Requirements — Key points to note in respect of this matter are as follows:

A

A

A

An appropriate Level 4 qualification is required by operational employees.

A good level of Mathematics and English language is also required (the latter is an issue
for some prospective overseas born staff).

Training providers used by the Companies include EIT, Competenz, BCITO (Building and
Construction ITO) and MITO (ITO in New Zealand for the automotive, transport, logistics,
industrial textile and extractive industries).

Both Companies interviewed expressed a strong desire to be able to work more closely
with training providers in both the selection and training of prospective engineering
employees.

Request for some Central Government subsidisation of in-house training costs.

5.15 Key Workforce Issues/Challenges — Specific sector issues identified in the course of the sector

discussion were as follows:

A

Difficulties in recruiting apprentices with no local/other NZ applicants forthcoming and
some overseas born applicants having no work visas.

Graduates from tertiary education are not necessarily the right candidates for
employment in the sector.
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A Anapparent resistance from a number of young job-seekers towards employment in the
trades sector.

A Developing a positive work ethic amongst younger job-seekers and staff.

A Level of compliance costs (e.g. health and safety) facing businesses.

Issues with training providers used by the Companies e.g. benchmarking of qualifications
and the relevance of some unit standards.

5.16 Sector Workforce Support — Some of the above matters also provide a useful focus for
considering both sector and wider regional workforce support policies for the industry in the
future. Possible policies include establishing stronger sector linkages with high schools in the
region (including the provision of suitable input and advice on employability skills for young
people), and encouraging greater involvement of the sector in the industry training process
including the selection of personnel for participation in industry training courses.

Trucking and Transport Sector

5.17 Workforce Growth Outlook — Points to note in this regard are:

A Statistics NZ information indicates a total of approximately 600 people employed mostly
fulltime in the transport sector in the Gisborne region at the present time with road
transport accounting for about 70% of total sector employment and services to the
general transport sector 20%. The average age-range for the trucking sector is estimated
at 55 to 58 years.

A Four to five main trucking companies currently operate in the region and some 120
logging trucks.

A Potential for truck drivers to earn ‘good money’ and in the region of $80,000-$90,000 a
year.

A Log harvesting is all year round, with the summer lift over the December to April period
having the largest seasonal employment impact (an additional 20-30 truck drivers are
usually required for this period).

A Mainly older employees who regularly return each year to the trucking companies for
work on a part-time work basis.

A The trucking sector has experienced steady workforce growth over the past five years,
with the overall sector outlook for the next five years being ‘relatively stable
employment levels to further growth in employment’. The use of larger trucks in the
future will constrain workforce growth. However, the two Companies interviewed for
the purposes of this report indicated an additional combined truck-driver demand of 10-
12 per annum for the next four-year period and indicated that a significant driver
shortage (9-10 drivers) already exists in the region at the present time.

5.18 Labour Skill Requirements — Possession of a valid Class 4/5 Licence is generally required of
employees in the truck driving sector. However, employees driving in the forestry sector also
require an additional logging truck related qualification (e.g. National Certificate in Log Driver
Training). Training occurs over a two-year period. All drivers are required to have First Aid skills.
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5.19 Key Workforce Issues/Challenges — Specific sector issues identified in the course of the sector
discussion were as follows:

A Major concern over the quality of people being selected for driver training and the
quality of the training being provided.

A Duration and costs of training and licensing processes, and the lack of an ongoing local
driver training service.

A Lack of opportunity for the industry to be involved in the selection of trainees and to
have input into training programmes.

A Drug taking is a major risk factor.

A Shortage of good quality drivers (this has a significant impact on business operations),
loss of truck drivers to Australia and competition for drivers amongst local companies.

A An ageing workforce.

A Duration and costs of training and licensing processes, and the lack of an ongoing local
driver training service.

A Costs of advertising for and recruiting new staff.

A Local shortage of diesel mechanics.

5.20 Sector Workforce Support — The above points provide some opportunities for increased
regional support for the sector in terms of addressing its various workforce issues. This support
includes closer involvement of the sector in the selection of its trainees and in the delivery of
training by training providers, encouragement of more young people into the industry, and more
active and positive promotion of the sector in the region and its employment and earning
opportunities.

Tourism and Hospitality Sector

5.21 Workforce Growth Outlook — Points to note in this regard are:

A The results of a recent economic impact assessment undertaken for Activate Tairawhiti
by ESL of the latest annual (year ended September 2016) total visitor spending figure
(5150 million) for the Gisborne region, indicates a total annual direct plus flow-on
employment impact of approximately 1,500 people/jobs. This comprises a direct
employment impact of 1,036 and a flow-on employment impact of 456 in various
tourism sector servicing industries. The total employment impact of the sector
represents 7% of total industry employment in the region.

A The retailing sector is an important component of the overall tourism and hospitality
sector in the region, accounting for 62% of total annual direct visitor spending in the
area. Visitor retail spending in turn accounts for 14% of total annual retail spending in
the region.

A The tourism sector provides a significant number of seasonal work opportunities,
especially over the summer period. These are filled primarily by a migrant and transient
workforce.

A The overall tourism sector more permanent workforce is primarily female, aged 35-40
years and has a roughly even split of Maori and NZ European employees.
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A The sector has experienced generally steady growth in commercial visitor night-stays in
the region over 2013-2016, with this indicator increasing overall by 12%. There have
been noticeable gains in the international visitor VFR (visiting friends and relations) and
motor-home sectors.

A The draft Eastland Tourism ‘Destination Development Plan’ forecasts increases over the
2015-2026 period in visitor numbers for the region, in the range 24% (Low growth
scenario), 64% for a Medium growth scenario and 100% (High growth scenario). The
latter two scenarios are predicated on the implementation over the period of number
of significant new tourism sector development initiatives. Under the Plan, the total
direct and flow-on employment impact is forecast to increase from the current level of
around 1,500 to in the range 1,878 (Low growth scenario) to 3,034 (High growth
scenario).

A The Gisborne tourism sector is considered to have major growth potential for the future,
in general terms. This potential specifically relates to, for example, further Maori
tourism sector development, the proposed major Te Ha Celebrations in 2019, further
small business development in the sector and tourism product development.

A The future development of the sector could be significantly assisted by the application
of part of regional Iwi Treaty Settlement funds to Maori community tourism related
initiatives.

A It is understood that the new owner of one of the major hotels in Gisborne City is

planning to undertake a significant upgrading of the hotel and its service offering, which
is likely to result in an increase in staff numbers at the facility.

5.22 Labour Skill Requirements — Points to note in this regard are as follows:

A Significantly improved levels of facility and business management, and retailing skills
required in the region’s tourism sector.

A It is understood that approximately 90-100 EIT students graduate each year from EIT
tourism training courses with Levels 2-4 qualifications and are then seeking work in the
industry. These qualifications include café service, the NZ Certificate in Hospitality (for
which there is a significant student waiting list), food/beverage preparation and serving,
and a L4 Diploma course in Cooking.

A Courses such as the above need to be augmented by specialist learning and training for
different components of the sector such as hotel servicing (it is also understood that
there are currently no local courses available in respect of hotel reception work).

A Major demand/need for sector upskilling in tourism business operation,
entrepreneurialism and retailing.

A Upskilling and multi-skilling of staff generates increased earning potential.

5.23 Key Workforce Issues/Challenges — Specific sector issues identified in the course of the sector
discussion were as follows:

A Seasonality affects the sustainability of businesses, and there is difficulty in sourcing
skilled trained tourism industry staff and also in retaining good quality staff in the region.

A General lack of sustainable long-term work opportunities at the current time.
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A Need to significantly improve levels of business management/operation and visitor
servicing in the region.

A Need to facilitate small (tourism) business growth and development in the region,
including the Maori tourism sector.

A Costs of staff training for smaller tourism operations.

5.24 Sector Workforce Support — The above points suggest regional support opportunities for future
workforce development in the sector such as significantly increased and sustained external
promotion of the region’s tourism assets, major new tourism product development in the region
(including Maori tourism product/service development), provision of focused and high quality
training for existing and prospective sector employees (with strong input from the regional
tourism sector) and the provision of small business training and development facilitation.

6- Progressing the Labour-Market Project

It is recommended that the findings of this report be used along with further AT consultation
with the sectors concerned, to determine agreed actions to address the key workforce issues
facing Gisborne sectors both individually and collectively.

The specific objective is for AT and other workforce support agencies to work closely with the
various industry sectors, in order to implement suitable initiatives which produce better
employment outcomes and link and work with existing agencies and resources to meet future
workforce needs.

Once the actions have been finalised, organisational responsibilities for implementing them
then need to be determined. An appropriate initial role for AT could be in facilitating and
monitoring ongoing progress in implementing the agreed action plan.

Other roles should be linked as closely as possible to the other regional development activities
of the agency such as external marketing of the region, business and economic development
advocacy work, business growth and development facilitation, industry/investment attraction
and economic/business monitoring.
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