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The iRSLG
 has com

m
issioned a Southland M

urihiku Report on W
orkforce Dem

and –
Skills and Personnel, w

ith the purpose being to provide a 
foundational picture of the W

orkforce dem
and and skills needs across Southland Industry sectors, today and into the future.  This in turn is intended 

to inform
 the Kaupapa of the perm

anent RSLG w
ith the annual output of a Regional W

orkforce Plan.

The report includes statistical w
orkforce and industry data, qualitative discussions w

ith m
ore than 90 people across Southland industries, an online 

business survey* and profiles of six em
erging or potential future industries.  In conclusion, it takes all the gathered inform

ation, presents a series of 
com

m
on them

es and suggests four solution pathw
ays to consider for RSLG.

It’s hard to know
 w

here to start in telling the story of how
 dire the situation is in term

s of w
orker shortages and supply chain delays coupled w

ith 
price increases and our aging w

orkforce.  

Southland is not alone unfortunately –
the situation is repeated across N

ew
 Zealand and beyond  -w

hich m
eans that w

ith our backs against the w
all, 

w
e need to act boldly and w

ith intelligence and co-operation to save ourselves.

There are a num
ber of strong econom

ic headw
indscurrently bearing dow

n on the region, including the possible closure of Tiw
ai in just over three 

years, the ongoing im
pact of CO

VID, unavailability of m
igrant w

orkers and continued global econom
ic uncertainty.

3

* The full business survey results and analysis are attached as a separate Appendix 4
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Introduction

Southland Region post-CO
VID scenario analysis report prepared for Great South by Infom

etrics, attem
pts to forecast the region’s econom

ic and 
population outlook over the com

ing five years and looks at the region’s long-term
 challenges and opportunities. It has identified risks and opportunities 

related to freshw
ater and carbon regulation, the ‘inevitable’ closure of Tiw

ai and opportunities for alternative industries such
as aquaculture, production 

of hydrogen and the developm
ent of a data centre.  This report highlights that the region is entering another period of change in relation to the industries 

that w
ill lead grow

th and the external headw
inds that could im

pact that grow
th.

N
ationally &

 regionally, business seem
s to be boom

ing.  Already back to pre-Covid levels, businesses are generally looking to add m
ore staff.  Southland’s 

Job listings in June 2021 w
ere up 35%

 com
pared to jobs listings in O

ct 2019 [Appendix 2: Great South Job Listing Inform
ation].

But w
hile num

bers of jobs advertised have increased, the num
ber of seekers/applicants has decreased. According to Seek, the num

ber of candidates 
view

ing listings had fallen by 15%
.  In Southland, anecdotally, the situation is a lot w

orse than that w
ith com

panies receiving only a fraction of the 
applications they w

ould have in the past, and m
any of those not having the skills or experience needed.  O

ther problem
s include applicants not show

ing 
up for interview

s and not being drug free.

N
ew

 Zealand’s im
m

igration process is difficult, m
ade w

orse by Covid-19 restrictions and is having real im
pacts w

ith ongoing uncertainty for m
igrant 

w
orkers and their fam

ilies and som
e of our key sectors w

hich are experiencing acute skills shortages.  

W
orker priorities have also changed w

ith the m
ajority of w

orkers prioritizing w
orkplace and tim

e flexibility and hybrid w
orking set-ups.
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There are w
orrying issues w

ith youth –
including the high num

ber of youth not in education, em
ploym

ent and training,  low
er educational 

achievem
ents, issues around m

ental health and a lack of w
ork readiness and resilience.  W

e do not have a Youth Strategy in Southland, nor a 
directory or com

m
on know

ledge of all the organisations w
orking in the sector.  Southern DHB does not have a Youth Health Plan

asm
ost other 

DHBs do.

W
ithin the above, M

āori and Pacific Island youth have low
er rates of academ

ic achievem
ent.  Just 33%

 of M
āori obtain Level 3 N

CEA or above 
com

pared to 47%
 for pakeha and 44.7%

 for the region overall. In addition, M
āori are at least tw

ice as likely in Southland to experience exclusion 
or disadvantage.  

Except for the possibility of allow
ing increased targeted m

igration, the cavalry isn’t com
ing, and the w

orld w
on’t be returning to ‘norm

al’.

There are bright spots though w
ith som

e businesseshaving accepted the new
 reality and w

orking innovatively w
ith it, along w

ith regional 
opportunities to position Southland strongly based on lifestyle drivers:  

•
The new

 national w
orkforce priority of w

ork-life balance plays to a key lifestyle attractor of Southland –
the increased discretionary 

tim
e and m

oney com
pared to the urban centres

•
Com

parative advantage of housing –
Southland is still the cheapest place to rent or buy in N

Z [Appendix 3:  Article by Em
m

a Fitz, From
 

1992 to 2021, here’s how
 m

uch you needed to earn to afford a N
Z house, w

w
w

.spinoff.co.nz].
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Southland data sum
m

ary

Dem
ographic and industry data, the high-level num

bers –
the full report is Appendix 1 

and available as supporting data report

This data sum
m

ary, and the full report in Appendix 1, have been produced by the RSLG Southland M
urihiku Advisor -M

BIE 
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7

Item
Year

Southland
N

ew
 Zealand

Com
m

ent

People
Total Population

2020
102,600

5,083,500
There

w
as

a
1.1%

increase
in

estim
ated

resident
population

in
Southland

betw
een

30
June

2019
and

2020.
Southland

is
hom

e
to

2.0%
percentofthe

totalestim
ated

residentpopulation
forN

ew
Zealand

atJune
2020.

Invercargill
Southland District
Gore

2020
57,100
32,500
12,900

N
ew

 Zealand European (approx., 
includes ‘other’)

2018

91,316   
89%

3,681,428            76%
Based

on
N

ew
Zealand’s

2018
Census

population
of

4.841M
and

Southland’s
2018

Census
population

of97,467.

Southland
has

a
greaterN

Z
European/Pakeha

population
thatthatofN

ew
Zealand,butis

only
slightly

low
er

in
M

āoripopulation
w

hen
com

pared
to

N
ew

Zealand
as

a
w

hole.
O

ur
Pasifika,

Asian
and

M
ELAA

com
m

unitiesare
significantly

lesspopulated
than

N
ew

Zealand
asa

w
hole.

M
āori 

14,484         
12.9%

744,800               15%

Pasifika (approx.)
2,100 
2.1%

381,642               7.8%

Asian
5,466                       
3.2%

707,598             14.6%

M
ELAA

1,059                        
0.3%

70,332                 1.5%

Rural population
2018

37%
36,063

16.3%
789,083

Based
on

an
approxim

ate
calculation

of2018
Census

Data
U

rban
Ruralareas

-including
allof

Southland
region

m
inus

Bluff,InvercargillCity,Riverton,Te
Anau

and
Gore

populations
at2018.

Approxim
ately

4.6%
ofN

ew
Zealand’sruralpopulation

residesin
Southland

Age Profile
0-14

2018

20%
19%

Southland’s
age

profile
at2018

w
as

sim
ilarto

N
ew

Zealand’s
age

profile.
1

in
5

residents
w

ere
aged

14
oryounger,w

ith
63%

ofthe
population

being
ofw

orking
age

(notincluding
those

65+).
15-24

12%
14%

25-64
51%

52%
65+

17%
15%

M
edian Age

2018
39.8

37

Southland
has

a
higher

m
edian

age
than

N
ew

Zealand.
This

show
s

our
population

is
slightly

older,w
hich

m
ay

becom
e

an
issue

w
hen

considering
ouraging

w
orkforce.

M
āorihave

a
younger

m
edian

age
(25.1)than

the
restofthe

Southland
population

(w
hen

the
population

is
not

separated
into

distinct
com

m
unities).

This
reflects

the
greater

num
ber

of
M

āoriyouth
in

the
region

com
pared

w
ith

the
restofthe

region’spopulation.

Age dependency ratio
2018

58.75
55

Southland
has

a
higher

age
dependency

ratio
than

N
ew

Zealand
as

a
w

hole.
A

high
dependency

ratio
indicates

thatthe
w

orking
age

population
and

overalleconom
y

face
a

greater
burden

to
supportand

provide
the

socialservices
needed

by
children

and
by

olderpersonsw
ho

are
often

econom
ically

dependent.

(Source:  Appendix 1, page 6)



Education
Year

Southland
N

ew
 Zealand

Percentage aged 15+ years  Level 1-3
2018

34.7%
27,105

30.3%

Percentage aged 15+ years  Level 4-6
2018

18.4%
14,319

17.4%

Percentage aged 15+ years w
ith 

Bachelor’s degree or higher (Level 7 and 
above)

2018
14.1%
11,004

23.3%

Percentage aged 15+ years w
ith no 

form
al qualification

2018
25.3%
19,770

16.9%

Em
ploym

ent

Em
ploym

ent Rate
2021

69.8%

6,900 ppl

67.6%
Southland’s em

ploym
ent rate is just slightly above that for N

ew
 Zealand.  This is the current 

percentage of skilled and unskilled labour em
ployed w

ithin the econom
y. 

Labour Force participation
2021

72.2%
70.5%

Southland’s labour force participation rate is 2.2%
 higher than nationally.  High participation 

com
bined w

ith a low
 unem

ploym
ent rate is a sign of a robust labour m

arket. 
U

nem
ploym

ent Rate
2021

3.3%

1,900 ppl

4.0%
Southland’s unem

ploym
ent rate sits just below

 that of N
ew

 Zealand.  The low
 unem

ploym
ent 

rate m
ay contribute to the tight labour m

arket currently being experienced by m
any em

ployers 
w

ithin the region. 
Youth N

ot in Em
ploym

ent, Education or 
Training (N

EET) Aged 15-24
2021

16.1%

2,000 ppl

10.8%
Southland's N

EET rate is m
ore than 5%

 higher than for N
ew

 Zealand as a w
hole, w

hich is 
concerning for those aged 15-24 w

ho are unem
ployed or not in education.

U
nderutilisation rate

2021
11.3%

10.5%
Southland has a slightly higher rate of underutilisation –

the sum
 of those unem

ployed, 
underem

ployed, w
ho are not actively seeking but are available and w

anting a job, and people 
w

ho are actively seeking but not currently available, but w
ill be available to w

ork in the next 
four w

eeks.
Exclusion and disadvantage of Young 
People

Young people are identified as 12-25

2020
27%

4,212 ppl

23%

190,332

Young people in Aotearoa experience exclusion through our interactions w
ith the Care and 

Protection and Justice system
s. As a result, they face disadvantages in education and 

em
ploym

ent. There are three criteria used to inform
 the level of exclusion and disadvantage.  

These are interactions w
ith: care and protection, em

ploym
ent &

 education, justice

8
(Source:  Appendix 1, page 7)
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AN
ZSIC206 Industry 
Classification

Em
ployee 

Count (2020)
Job share 

(Southland)
Job share (Rest of 

N
Z)

Average annual grow
th 

from
 2015 to 2020

G
DP 

(2018) ($)
Southland G

DP 
(2018) (%

)
N

Z G
DP 

(2018) (%
)

Agriculture, Forestry &
 Fishing

10,578
17.9%

6.1%
-0.1%

1,065M
17.7

8.6

M
anufacturing

8,784
14.9%

9.5%
1.0%

839M
14.0

2.8

Retail Trade
5,449

9.2%
9.0%

1.6%
256M

4.3
2.0

Health Care &
 Social 

Assistance
5,104

8.6%
9.1%

1.8%
288M

4.8
1.7

Construction
4,447

7.5%
9.4%

1.7%
335M

5.6
1.8

Education &
 Training

3,850
6.5%

7.5%
1.8%

182M
3.0

1.5

Accom
m

odation &
 Food 

Services
3,832

6.5%
7.4%

3.9%
138M

2.2
5.0

Prof, Scient, &
 Technical 

Services
2,793

4.7%
9.3%

3.1%
201M

3.3
0.9

Transport, Postal &
 

W
arehousing

2,460
4.2%

4.1%
1.7%

288M
4.8

2.2

W
holesale Trade

1,909
3.6%

4.8%
2.0%

165M
2.7

1.2

(Source:  Appendix 1, page 41)

Southland’s Top 10 Industries



Industry data 
highlights

•
93%

 of Southland businesses are sm
all &

 m
edium

 
enterprises (less than 20 em

ployees)
•

Very little grow
th in net new

 business units in Southland in 
last 10 years

•
High reliance on prim

ary sector and m
anufacturing, in 

term
s of em

ployees and GDP contribution.  The benefits of 
our tw

o leading sectors flow
 through to other enabling 

sectors such as transport, w
holesale trade and professional 

services
•

Aging w
orkforce is illustrated in prim

ary sector w
ith 20%

 of 
farm

er and farm
 m

anagers over 65 years 
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Com
m

on them
es

Com
m

on them
es that have em

erged across sectors
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Com
m

on them
es

Econom
ic O

utlook
•

The inability of Covid-19 to date to sink consum
er and investor confidence has been a global phenom

enon. How
ever continued grow

th is resulting 
in an overheating econom

y. Governm
ents around the w

orld are
spending heavily, especially on m

ajor infrastructure projects 

•
There are signs of econom

ic recovery over the last m
onth and econom

ists are expecting inflationary pressure and rising interest rates 

•
Signs of econom

ic recovery accelerated over the last m
onth w

ith both unem
ploym

ent and inflation exceeding m
arket and RBN

Z expectations. 
Inflation cam

e in at +1.3%
 for the June quarter com

pared to m
arket expectations of about +0.9%

. This takes annual inflation to 3.3%
 breaking 

through the top of the RBN
Z’s target band of 1-3%

•
The second part of the RBN

Z’s dual m
andate, m

axim
ising sustainable em

ploym
ent, also recorded exceptional results during the m

onth w
ith 

unem
ploym

ent falling to 4.0%
 for the June quarter com

pared to m
arket expectations of about 4.4%

 

•
Com

bined, this suggests the econom
y is running too hot and the RBN

Z w
ill need to increase the O

fficial Cash Rate (O
CR) prom

ptly.
M

arkets are 
now

 predicting O
CR increasing 0.25%

 at each m
eeting through to m

id-2022 w
hich w

ould take the O
CR to 1.5%

 from
 0.25%

 currently

•
Sourcing skilled labour and supply chain disruption rem

ain the biggest capacity constraints in the econom
y at present

•
This uncertainty affects business w

illingness to take investm
ent risk –

people and capital 

•
Staff shortages are im

pacting bottom
 lines.  From

 our business survey, 84%
 of com

panies (47) did not have enough staff, and of those, 75%
 said it 

w
as im

pacting their business.  M
ain im

pact m
entioned w

as loss of earnings  –
generally in the 10-30%

 range or, in num
bers, generally $200k -$500k 

w
ith a few

 m
uch greater than that 

13



Com
m

on them
es

Business m
indsets

•
Southland business ow

ners tend to be som
ew

hat conservative and set in their w
ays. Although CO

VID has successfully challenged this in 
som

e areas, there is m
ore opportunity to change m

indsets. N
ecessity is the m

other of invention
•

Aging ow
ners in m

any cases, low
 appetite for debt/risk, lack of succession planning 

•
O

pinion that m
any businesses lacked governance and strategic plans, w

hich m
ade decisions around capital investm

ent like productivity 
im

provem
ents, including autom

ation, difficult
•

M
icro rather than m

acro thinking from
 business ow

ners.  There is a fear of grow
th, lack of am

bition, lack of understanding of external 
funding options and ow

ners have their heads dow
n just running day-to-day business

•
Historically there has  been a strong focus on the lifestyle advantages of running a business in the South w

hich can be seen as incom
patible 

w
ith pursuing a high grow

th strategy.
This has not changed.

N
ew

 Zealand has a sm
all dom

estic m
arket and businesses that w

ant to grow
 

often have to turn their attention to a global m
arket.

This can be intim
idating for local businesses w

ho already see distance to m
arket as a 

significant challenge w
hen operating from

 this region
•

Succession scenarios m
ay have been accelerated by CO

VID but exits w
ill be com

plicated by a less com
pelling grow

th strategy for m
any in the 

w
ake of the pandem

ic.
W

ith a shortage of skills in the region this is also im
pacting on businesses being able to attract the next generation of 

credible and experienced m
anagem

ent staff.
This is becom

ing a m
ajor challenge for Southland business ow

ners looking to transition out of 
their businesses

14



Com
m

on them
es

W
orker dem

ographics and shortages

•
U

nem
ploym

ent rate is now
 3.3%

 and severe capacity constraints are being experienced across the regional econom
y w

ith alm
ost all 

businesses crying out for m
ore staff

•
M

inim
um

 w
age risen 21%

 in 3 years driving up labor costs –
not only entry level but next tier

•
There are acute &

 critical skills shortages across all sectors e.g. engineers, planners, project m
anagers, m

id level m
anagers, farm

ing, 
and health professionals and all trades

•
Aggressive staff poaching

happening w
ithin the region, in sectors w

here labour shortages are acute, and businesses are desperate   
•

Rem
uneration expectationsand costs of em

ploying som
eone are increasing

•
Lack of experienced staff (5+ years experience up to m

iddle &
 senior m

anagers) w
hich is only going to escalate w

ith loom
ing 

retirem
ent of significant num

ber of w
orkers.  Difficult to fast track this experience, as it is “on the job” that you can’t substitute

•
Southlanders appear to have a habit of staying in jobs

for a very long tim
e so it’s crow

ded at the top and blunts the vocational 
pathw

ay of those com
ing up.  This also can result in higher w

age bills as older people have built up to a higher salary range
•

High cost of recruitm
ent that often doesn’t achieve the desired outcom

es. A lot of individual effort is taking place trying to solve 
com

m
on problem

s e.g. GP’s,  Schools, Dentist Practices all trying to recruit individually 
•

A lot m
ore jobs being advertised –

35%
 increase in job listings in Southland from

 O
ctober 2019 to Feb 2021 (appendix 2)

•
W

ay few
er applicants &

 few
 suitable applicants -

O
ne business told us they used to get 70-80 applicants for entry level jobs and that 

num
ber is now

 dow
n to about 10, and of those, few

 are suitable to interview
.  Less extrem

e exam
ples, but w

ith the sam
e them

e,w
ere 

com
m

on stories am
ong m

any of the com
panies w

e interview
ed

15



Com
m

on them
es

Attraction and Retention of W
orkforce in Southland 

Key m
essages from

 the online business survey include: 
x

Perceptions of Southland
w

ere the m
ost reported barrier to attracting people to Southland.   N

egative perceptions included: poor clim
ate/w

eather 
(top trend), belief that Invercargill is boring and m

ainly old people, lim
ited long term

 opportunities, Southland’s brand is notappealing to those that 
are not connected to Southland, “Invercargill is not considered glam

ourous”, general perception, the stigm
a attached to Invercargill/Southland and 

outsiders im
pression of the "deep south" . O

n the other hand, there are som
e com

panies w
ho say this perception is shifting, especially w

here firm
s 

are w
orking nationally

x
Location/distance can be a negative w

here it m
ay m

ean distance from
 fam

ily/ friends and high costs of visiting.  There is a belief that the region
is 

isolated.  Positives about the location of the region included “attracting staff seeking a safer (i.e. Covid free), settled and less hectic lifestyle”  and 
“easy access to lakes and m

ountains”.  In addition, the grow
ing im

portance that w
orkers are placing on w

ork/life balance is w
ellsuited to the greater 

discretionary tim
e that often com

es w
ith w

orking in Invercargill/Southland rather than larger city centres
x

Rem
uneration and a tight labour m

arket m
eans there is excess dem

and for a very lim
ited labour pool.  Som

e em
ployers are unable to be com

petitive 
around salary com

pared to other regions, and have also lost w
orkers to Australia.  This also m

eans em
ployers need to look forresources outside of 

Southland due to a lack of availability w
ithin the local labour m

arket, w
hich in turn attracts the expectation of higher rem

uneration
x

Lack of facilities/things to do is sim
ilar to the challenges for retention, the lim

ited am
enities are an issue

x
Job perceptions  including the perception thatcareer progression is low

 and there are few
er opportunities to grow

.  Partners being unable to find 
suitable jobs is also a key reason for not retaining staff in the region

x
Som

e types of w
ork are not attractive

including early starts (i.e. m
ilking), shift w

ork,  not w
anting to w

ork on-call or after hours, or not being able to 
secure an expected level of rem

uneration based on age, experience and qualifications (especially for those older than 50)
x

Housing and the shortage of rentals/housing stock creates uncertainty for people w
ithin the region and com

ing into the region. The  availability, cost 
and quality are also issues for housing, and it w

as stated that “housing and rental costs aren't as appealing as they used to
be” 

16



Com
m

on them
es

Im
m

igration
•

Strong net m
igration driver of population grow

th.    “The prim
ary cause of the grow

th w
as a shift from

 m
odestly negative net m

igration loss 
in previous years to strongly positive net m

igration gain betw
een 2013 and 2018 (+2,634), the m

ajority of w
hich occurred across the m

ain 
w

orkforce ages w
hile sim

ultaneously offsetting continuing—
but reducing—

net m
igration loss at 15-24 years. The novel net m

igration gain 
w

as solely due to international sources, w
ith a net gain of 5,106 international m

igrants m
ore than offsetting a net internal m

igration loss of 
2,452” [Southland W

orkforce Strategy U
pdate, N

atalie Jackson, report com
m

issioned by Great South July 2020]
•

Im
pact of tightening supply of global w

orkforce &
 future uncertainty of N

ew
 Zealand’s long-term

 net m
igration settings continues to be a 

significant and im
m

ediate concern for business, som
e sectors are feeling the im

m
ediate im

pacts m
ore than others

•
International m

igrants are a significant com
ponent of the regional w

orkforce, from
 farm

ing, hospitality &
 tourism

, through to health.  W
ith 

critical skills shortages m
any businesses are having to retract, and in som

e cases business as usual is proving im
possible  

•
There is a hum

an toll on m
igrant w

orkers and their fam
ilies w

hile they w
ait on new

s from
 Im

m
igration N

ew
 Zealand on their future.  There 

are a range of circum
stances for m

igrants from
 visa extensions, aw

aiting partner visas allow
ing fam

ilies to be re-united, skilled m
igrants on 

pathw
ay to residency, and tem

porary w
orkers.

•
Responses from

 our online business survey
via the Cham

ber and Great South highlighted the key issues and concerns:
•

Im
m

ediate issue is stability for m
igrant w

orkers and em
ployers around those on current visas.   Providing stability w

as an issue for 
em

ployers and their m
igrant em

ployees currently looking for visa extensions or s pathw
ay to residency 

•
The lack of suitable w

orkers available from
 a (no longer available) “pool of im

m
igrants” has m

ade trying to fill positions harder and 
im

possible in som
e sectors.  It is difficult trying to recruit N

ew
 Zealanders w

ith very low
 or in m

any cases, no applications
•

The process itself–
tim

e, costs, effort required for applying for visas or current visa extension is im
pacting on staff recruitm

ent  

•
Lack of M

IQ
 availability is low, even in cases w

here visas have been approved. O
ften there just isn’t M

IQ
 space available
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Com
m

on them
es

Changes in attitudes since Covid

•
Staff view

 of the w
orld has changed

since Covid –
w

ant w
ork life balance 

•
Post-covid, there is an opportunity to lead “reim

agining the w
ay w

e w
ork”.  There is increasing discussion and a m

ove tow
ard m

ore flexible 
conditions that w

ill result in greater health and w
ell being and m

ore productive w
orkers.  This w

ill require a shift in m
indset from

, ‘bum
s on 

seats hours’ tow
ards value, quality and greater productivity

•
Em

ployers are m
oving tow

ards being m
ore creative/flexible in offering better conditions –

e.g. full health insurance, early finish Fridays, 3 
day w

eekends and a 4 day w
orking w

eek
•

It is recom
m

ended that RSLG conduct a new
 survey of w

orkers, in conjunction w
ith the unions, w

ith each survey being sector specific and 
using a variety of response m

echanism
s

Business im
provem

ent focus

•
Cost/benefit starting to stack up for autom

ation &
 technology interventions due to rising cost and shortage of labour.  But often there is 

difficulty in finding the skills/capability in N
ew

 Zealand to lead these projects

•
Frontier of businesses are leading w

ay w
ith changes, but need to assist the businesses w

ho are resistant to change.  

•
Health and safety issues/com

pliance/risk a big driver of autom
ation

•
Boards seen as retirem

ent jobs –
does that give boards the appetite for risk and understanding of technology that they need
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Com
m

on them
es

O
ther suggestions around higher utilization of possible w

orkforce and retention (from
 HR w

orkshop):

x
There could be under utilisation of refugees

x
M

ake parental leave options m
ore appealing

x
Assist developm

ent of social netw
orks for new

com
ers, including over 30’s (so beyond current Invercargill Young Professionals)and partners 

w
ho aren’t w

orking.  Partner dissatisfaction is a key reason people leave Southland

x
Investigate a type of “adopt a grandparent” schem

e for new
com

ers w
ithout close fam

ily in Southland

x
A lot m

ore focus needs to go into w
ell-being of staff
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Com
m

on them
es

Young people

•
O

ur issues w
ith youth begin w

ell before they enter the w
orkforce.  In educational achievem

ents,  in  youth ‘not in em
ploym

ent, education or 
training’  (N

EETs) and in the num
bers of youth suffering exclusion or disadvantage, w

e tell a very sad story w
hich is significantly w

orse than the 
national average.  [See page 5 of appendix 1 for definitions]. Specifically:    

•
W

e have 2,000 youth, aged 15 –
24,  w

ho are not in education, training or em
ploym

ent.  This is 16.1%
 of the Southland youth 

population,  com
pared to the N

EET rate nationally of 10.8%
  

•
W

e have 4,212 youth, aged 15 –
24 that are suffering exclusion or disadvantage in Southland,  w

hich is 27%
 of the youth population 

com
pared to 23%

 nationally
•

O
ur stand dow

n rate per 1,000 students in 2019 w
as 42.3

com
pared to the national average of 29 

•
In educational achievem

ents, the region has a low
er average percentage of school leavers w

ith N
CEA level 3 or higher –

44.7%
 vs  54%

 
nationally

•
M

āori youth are especially disadvantaged and have higher rates of exclusion and low
er rates of education achievem

ent percentage. In 
Invercargill, 40%

 of M
āori youth are likely to experience serious and m

oderate exclusion and disadvantage vs 21%
 of Pakeha and 32%

 of 
Pasifika.    In educational achievem

ent, just 33%
 obtained Level 3 N

CEA or higher, com
pared to 47.1%

 of Pakeha in the region
•

Various groups have expressed concerns about our youth m
ental health, the m

ost recent being the Salvation Arm
y in its ‘State of our 

Com
m

unities’ report released 11 Aug 2021, w
hich said, “m

ental health w
ellbeing for young people is concerning, particularly in Invercargill” .  

It appears that the Southern DHB is one of the few, if not the only
DHB in the country not to have Youth health strategy
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Com
m

on them
es

Young People

•
Young people have a different view

 of the w
orld and different expectations of life and w

ork, and they are living in a different w
orld to the last 

generation w
hich just did w

hat w
as asked of them

.  Parents etc. depression/w
orld w

ar hard tim
es, and you just got stuck in and didn’t question it 

•
Today’s em

ployers com
plain that young people are com

ing into the w
orkforce w

ithout basic skills of literacy and num
eracy, and

w
ith attitude 

problem
s –

not w
anting to w

ork 40 hours, taking a lot of leave w
ithout pay/absenteeism

,  not drug free and lack resilience in areas of perform
ance 

feedback. They also say they lack the soft skills and adequate CV’s and often can’t be considered. Em
ployers are struggling to cope and don’t feel 

they have tim
e (or possibly the skills) for the extra m

anagem
ent this cohort requires.  Som

e are taking the approach of ‘the beatings w
ill continue 

until m
orale im

proves’, others trying to m
ove aw

ay from
 youth em

ployees

•
It seem

s clear that Southland needs to focus on its youth and develop a plan to significantly im
prove outcom

es for all youth, and especially M
āori 

and Pasifika. As part of the research for the plan, w
e need to understand w

hy w
e have so m

any N
EETS and how

 w
e can change this. Em

ployers also 
need help in how

 to m
anage this age group in the w

orkforce
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Com
m

on them
es

Education and Training 

•
Youth have num

erous choices and consideration of broad pathw
ays needs to start early 

•
Schools vary greatly in the resource they have devoted to career counselling

•
There w

as a lot of experience/use of Gatew
ay and positive experiences, but businesses often also doing their ow

n thing directly w
ith 

schools.
How

ever, w
e w

ere also told that som
e em

ployers w
ho approached schools for program

m
es and help w

ere then not follow
ing up. There w

as 
less aw

areness of Youth Futures but those that had experience w
ith it w

ere positive
•

HR M
anagers interview

ed felt there needed to be better coordination betw
een schools, business and SIT and betw

een schools and
business

•
There is a m

ove w
orldw

ide to a greater experiential com
ponent in training but N

Z is said to be w
ell behind

•
Firm

s are responding to the tight labour m
arket w

ith som
e starting their ow

n in-house cadet or inform
al training schem

es and hiring tutors to help 
apprentices w

ith academ
ic w

ork 
•

Sectors had different experiences of the apprenticeship pathw
ay w

ith engineering in particular finding the learning w
as not w

ellm
atched to job 

needs
•

N
o jobs for life –

future w
orkers need to be adaptable &

 flexible &
 have transferrable skills
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Sector snapshots

Size, situation, labour issues, and opportunities
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Description
Prim

ary Industry -Agriculture

Interview
ed

Southland Federated Farm
ers, Beef &

 Lam
b N

Z, Farm
4Life, Thriving Southland, Environm

ent Southland, Land &
 W

ater Science, 
Farm

ers

Size 
Agriculture, Forestry and Fishing in total   Em

ployees 10,578       17.9%
 Southland em

ployees         
GDP $1,065m

 (2018)  17.7%
 Southland GDP  

Situation
•

Highly constrained labour m
arket across all farm

 system
s, particularly in dairy though w

hich tends to be m
ore labour 

intensive &
 has a higher turnover of staff  

•
Significant uncertainty and change com

ing for farm
ers in term

s of sustainability &
 overall com

pliance, very difficult for 
m

anager to “m
anage” w

hen short staffed, they get dragged back into m
ilking cow

s them
selves and being very hands 

on.  Particularly for fam
ily-ow

ned farm
s.  It is a balancing act

•
Im

possible to train staff effectively in this environm
ent, training on farm

 goes out the back door w
hen short staffed

•
This problem

 has been am
plified by Covid in term

s of im
m

igration 
•

Attraction and retention of young people into farm
ing continues to be challenging

•
O

lder farm
 ow

ners back on the farm
 &

 stress is at an all tim
e high.  M

ental health is a grow
ing issue, the nationw

ide 
protest illustrates that farm

ers feel as if they are getting it from
 all angles and have had enough

•
Aging ow

nership &
 succession planning key issues facing the sector

•
Southland is isolated and doesn’t have the population to draw

 on as in the N
orth Island or Canterbury

•
Dairy farm

ers are now
 calving, m

any have given up trying to get new
 staff and have their heads dow

n just trying to get 
through.   This m

eans long hours, pulling in fam
ily including children &

 partners that w
ork off-farm

 to help out, and 
w

orkers w
orking long hours in tough w

eather conditions
•

Dairy Farm
s need pipeline of (preferably basic pre skilled)junior staff com

ing into the
industry to help rem

ove the 
pressure on the entire team

. This w
ould enable the

developm
entof the herd m

angersinto
m

anagem
ent, 

the
m

anagem
entinto contractm

ilkers, contract m
ilkers to share m

ilkers and then
hopefully

farm
 ow

nership
•

Desperation for staff has resulted in poaching of staff in Southland w
ith big offers for inexperienced staff just to get the 

cow
s m

ilked
•

Q
uality and w

arm
th of w

orker housing, if inadequate can be a m
ajor detractor in attracting staff
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Description
Prim

ary Industry -Agriculture

Situation
•

Critical skills shortages expected in resource m
anagem

ent w
ith new

 regulations requiring all farm
s to have Farm

 
Environm

ental Plans (FEP), along w
ith som

e farm
s requiring new

 consents for farm
ing activities e.g. som

e farm
s w

ill require 
consents for intensive w

inter grazing.  Skills shortages are expected to be nationw
ide

•
Acute shortages of skilled staff in rural contracting services w

hich directly im
pacts all farm

ers
•

Huge void in the skilled operators required vs the skilled operators available 
•

Spring and sum
m

er there is going to be an issue. Contractors w
ill not be able to put out all their m

achines w
hich m

eans 
crops w

ill be late getting sow
n and harvested

•
Every year due to our w

ork being seasonal there is alw
ays going to be a requirem

ent for overseas staff to fill in positions. 
•

Retention is an ongoing issue as people m
ove onto m

ore steady, less invasive occupations and w
e also have the threat of 

big w
ages on offer overseas w

hich are attracting staff aw
ay from

 N
Z

•
Rural contractors require 400 experienced operators in N

Z this year to take up positions
•

Im
m

igration have said yes to 125 but M
IQ

 spots are not available through Septem
ber/O

ctober.
•

Australia now
 see N

Z as a good recruitm
ent area and are actively in N

Z attracting staff.
In N

Z it takes 
w

eeks/m
onths to get a Visa extension, in Australia it is taking a w

eek and in som
e cases 1 day to get a w

ork visa
•

Have staff in the U
nited States that w

ish to return in O
ctober to N

Z but they cannot get M
IQ

 spots at the m
om

ent 
and m

ay not be able to until Decem
ber/January w

hich is getting too late for the N
Z season

•
Proactive initiatives happening across the sectorat both national, regional and catchm

ent levels and difficult to outline all the 
great things going on

•
Southern Prim

ary Sector W
orkforce Strategy –

collaborative approach across sectors and im
plem

entation via Great 
South.  Focus areas are early skill developm

ent, entry level, and retention of staff.  Funded by M
PI

•
Beef &

 Lam
b N

ew
 Zealand im

plem
enting Farm

 Excellence Strategy w
ith a vision for sheep and beef producers of 

“Profitable farm
ers, thriving farm

ing com
m

unities, valued by all N
ew

 Zealanders”
•

Thriving Southland, M
PI funded but farm

er led to support 28 Southland catchm
ent groups, m

ix farm
ing system

s sharing 
info, education and w

orking on practical sustainability initiatives at a catchm
ent level
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Description
Prim

ary Industry -Agriculture
O

pportunities
•

Attraction and retention of young N
ew

 Zealanders into farm
ing has been ongoing problem

.  Farm
4Life here in Southland 

presents a scalable opportunity:
•

to engage, inspire, and attract young people into farm
ing –

it’s real and relatable, illustrates career progression -> 
ow

nership
•

to help support agriculture learning in schools, w
hile providing real insights into w

orking on farm
•

to deliver online on job training and professional developm
ent that assists w

ith retention and delivers learning in a visual 
w

ay that w
ill resonate w

ith today’s young people.  850 videos already online.  N
ext step is for N

ZQ
A accreditation. 

•
to use that platform

 as a w
ay to engage w

ith farm
 w

orkers to build understanding around farm
 practices and 

environm
ental im

pacts, so they have the w
hy, in term

s of w
hat they do, and sustainability

•
W

orking conditions –
encourage changes to w

ork conditions such as im
plem

enting 5/2 rostering to m
ake dairy farm

ing m
ore 

attractive and assist w
ith retention of staff

•
Seasonality Passport -giving people a career pathw

ay &
 job stability w

hile building com
plem

entary skills.  U
tilize horticulture 

staff Central O
tago so don’t lim

it to Southland.  Pruning skills and then tree planting
•

Environm
ental &

 science skills aligned to industry needs –
relevant and transferrable 

•
Science com

m
unication is key m

issing skill that needs to be developed 
•

Environm
ental/planning degree qualifications–

integrate m
andatory farm

 system
s papers into qualifications, w

here 
possible practical farm

 placem
ents should be encouraged and ensure policy, planning and com

pliance staff have a 
practical understanding of farm

 system
s

•
G

ood science data for farm
ers to m

ake sm
art &

 targeted decisions
•

Land &
 W

ater Science Ltd here in Southland is creating a platform
 to support and em

pow
er farm

ers to m
ake inform

ed 
and confident decisions based on scientifically valid assessm

ent of catchm
ent and farm

 level characteristics as they 
pertain to w

ater quality and greenhouse em
issions 

•
Bridge the gap in understanding of farm

 system
s w

ith landscape variability.  Training &
 upskilling of farm

 professionals 
w

ho have farm
 system

s know
ledge and need the landscape variability understanding.  L&

W
S Ltd are developing training 

that w
ill need to be N

ZQ
A accredited Level 3, delivered online w

ith graphics/video/w
orkshop com

ponents
•

Agricultural science skillset has been centralised by governm
ent organisation.  Im

portant w
e foster &

 build this high end 
science capability here in Southland

•
Access to skilled m

igrants –
w

orking w
ith governm

ent to ensure sustainable levels of skilled staff 
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Description
Prim

ary Industry –
Fishing &

 Aquaculture

Interview
ed

SAW
G, Aquaculture N

Z, Sanford, N
gai Tahu

Situation
•

Critical shortages in fish processing and fish farm
ing throughout N

ew
 Zealand

•
O

ften difficult to recruit staff to Stew
art Island 

•
Salm

on farm
ing represents significant opportunity for grow

th in Southland.   This opportunity and the future skills 
requirem

ents are covered in the future industry section in this paper 
•

There is a lot going on in the aquaculture w
orkforce developm

ent space nationally. There is a critical shortage of 
staff, com

pounded by Covid border closures and few
er visa holders in the country.

•
M

PI (Aquaculture) w
orking on forecasting grow

th scenarios to get the industry to $3bn by 2035 in line w
ith their 

strategy 
•

There are other significant species opportunities that sit outside salm
on 

O
pportunities

•
N

ew
 processing factories w

ill be higher tech  creating autom
ation and reduce labour processing.  Rising labour costs 

and shortage of staff driving capital investm
ent

•
Draw

 international skilled labour m
arket supply of these skills particularly w

ith new
 international technology   

•
Create dom

estic supply through N
M

IT etc but content w
ill need to be advanced for new

 technology  
•

Create N
Z centre of excellence in offshore fish farm

ing -opportunity for SIT to develop salm
on school leading 

education in new
 farm

ing practices w
orking closely w

ith Aquaculture N
ew

 Zealand, Iw
i and com

m
ercial parties.  

Looking to Tasm
ania and N

orw
ay for content developm

ent
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Description
M

anufacturing Engineering

Interview
ed

Blue Sky M
eats, Alliance, Fonterra, N

iagara, EIS,  Stabicraft, Sheet M
etalcraft,  Fi Innovations,  JK’s Engineering, M

cLeay 
Precision Engineering, SO

REC, 8 responses from
 general survey

Size 
Em

ployees  8784     14.9%
 Southland em

ployees  
GDP $839M

               14%
 Southland GDP

Situation
Business Situation 
•

Alm
ost all in survey/discussions had staff vacancies and these w

ere im
pacting on bottom

 lines and grow
th capacity

•
Disappointed sector w

asn’t offered chance to price steel fabrication w
ork for the inner city rebuild 

•
Supply chain problem

s –
one com

pany w
ith 65 containers on w

ater and no idea w
hen they w

ould arrive
•

Shortage of steel,  another price rise of 21%
 com

ing, booking steel 3 m
onths out, but som

etim
es m

iss out because orders 
not large enough

•
M

ost firm
s w

ere trying to m
anage staff burnout 

•
Aging ow

ners in m
any cases, low

 appetite for debt/risk, lack of succession planning 
•

O
pinion that m

any businesses lacked governance and strategic plans, w
hich m

ade decisions around productivity
im

provem
ents, including autom

ation, difficult

Innovation/Productivity
•

M
BIE prom

oting 30-year Industry Transform
ation Plan for Advanced Engineering. Held one session O

ct 2020   
•

O
pinion that m

any in industry w
ere conservative and there needed to be a m

indset change around thinking about the
future and innovation 

•
Finding out w

hat new
 equipm

ent is available can be difficult, and obtaining loan or investm
ent capital to fund it

•
Lack of know

ledge of funding options, debt or equity
•

A sw
itch from

 profitability as focus, to productivity is needed.  Autom
ation and lean w

ork flow
s critical
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Description
M

anufacturing Engineering 
Situation

Education and Training 
•

There is a lack of engagem
ent betw

een industry and training/education organisations
•

The approach to apprenticeships is too m
uch of a blunt instrum

ent, w
ith definitions generally too broad to be useful.  

N
eeds a m

ore tailored approach that has a greater focus on local industries e.g. a dom
estic electrician isn’t able to 

w
ork as an industrial electrician;  recent block course in fabrication focused on area of light fabrication w

hich is no 
use at all to heavy fabricators     

•
M

ost questionnaire answ
ers from

 m
anufacturers said, ‘Training not w

ell aligned w
ith jobs’  and that there is a lack of 

ongoing training and developm
ent

•
Autom

ation w
ill change skills required  e.g. engineers w

ith com
puter gam

ing technology and these need to be 
anticipated and planned for

•
There are m

any ITO
s involved w

hich is com
plex and difficult for em

ployers to understand
•

N
ot using Pre-Apprenticeships because of dum

bing dow
n affect, too m

any there just taking up space, too broad a 
focus, ‘kids lose their spark’,  low

 success rate
•

Businesses establishing ow
n cadet schem

es, and em
ploying ow

n tutors to help staff success rate in apprenticeship 
•

Businesses need help to train in house or w
ith sim

ilar businesses due to the bespoke, specialist nature of w
ork

•
Experiential learning is critical at all levels –

school through tertiary but N
Z very behind w

ith this. O
tago Polytech has 

appointed an Experiential Learning Director
•

Issues w
ith school leavers not having basic skills and issues w

ith frequent Leave W
ithout Pay requests, absenteeism

 
(com

m
on them

e across sectors) 
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Description
M

anufacturing Engineering

Situation
Attracting School leavers 
•

M
ost firm

s w
ere having good success w

ith a variety of different approaches to give w
ork experience to those w

hile 
at school.  These included Gatew

ay;  a new
 Govt approved program

m
e that allow

s businesses to hire school 
students 2 days a w

eek and pay $17/hr.; and direct arrangem
ents w

ith schools.   SO
REC hopes to roll out its 

Engineering Academ
y program

m
e in Invercargill this year –

targets at risk youth still in school for direct w
ork 

experience
•

O
ne firm

, invited to a school m
athem

atics class to give real w
orld exam

ples of the use of trigonom
etry 

•
Industry needs to define and prom

ote career pathw
ays

•
Careers advisors not trade experienced, and parents often don’t support trades  -how

 can this be changed?

Recruitm
ent &

 Retention 
•

Attracting people from
 outside region to live in Invercargill difficult

•
N

ew
 thinking is happening around conditions –

tw
o firm

s offering full free health insurance,  early finish on Fridays
•

U
sing staff to help recruitm

ent, w
ith incentives for success

O
pportunities

•
Stories to change m

indsets, especially around productivity (governance, strategy, risk, lean processes)
•

Redefine training –
consider clusters of businesses doing training and roving cadetships 

•
Develop prom

otion m
aterial for careers in advanced engineering.  Could start w

ith visually appealing video/online 
info about the different trades/jobs and career paths

•
Graem

e Dingle Foundation Career N
avigator w

as m
entioned as a successful tool 

•
Review

 apprenticeships in m
anufacturing to ensure training is aligned w

ith jobs
•

O
pportunity for supply chain co-operation
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Description
M

anufacturing -G
eneral

Situation
•

Significant labour shortages 10 –
30%

 or, in som
e cases, contractors have staff shortages e.g. electricians

•
Longer season at m

eatw
orks has lessened availability of traditional seasonal w

orkers for Fonterra
•

Heavy w
ork has high turnover, people less w

illing to do it, and w
ith aging w

orkforce, less able to do it
•

M
eat industry has becom

e less attractive 
•

Significant problem
s w

ith absenteeism
, esp. since Covid; people w

anting to w
ork only enough to fund essentials, not 

having drug free status, low
 w

orkplace resilience
•

Introducing apprenticeships has helped im
age (m

eat) and developing ow
n inform

al apprenticeships (dairy)
•

Very aged w
orkforce (m

eat)
•

Labour issues and H &
 S are significant drivers of autom

ation, but cost can be very high and m
achines in som

e cases 
not yet available to replace labour

•
Accom

m
odation is a significant issue for those using m

igrant labour (Pacific Island, China, Halal slaughterm
en, 

O
am

aru) 
•

Recruitm
ent from

 outside Southland often requires assistance to partners to find w
ork, w

hich w
ould also assist w

ith 
retention

O
pportunities

•
Continued career path creation w

ith qualifications 
•

Assistance to em
ployers to create m

ore flexibility in w
ork 

•
A good partner assistance program

m
e

31



Description
Construction

Interview
ed

N
Z M

aster Builders Assoc.,  Invercargill Central Ltd,  M
axis Projects,  Bonisch Consulting, M

cCulloch Architects,  HW
R 

Property, SIT Faculty Head of Trades, RSLG Construction Deep Dive

Size 
Em

ployees       4,447       7.5 %
 Southland em

ployees 
GDP                  $335M

     5.6%
 Southland GDP

Situation
•

M
assive dem

and in civil, residential and com
m

ercial
•

Approxim
ately $1 billion dollars w

orth of projects com
m

encing or tendering 
•

M
assive shortage of labour -all levels including labourers, trades, project m

anagers,  surveyors, engineers, 
architects, planners.  Com

panies cited loss of incom
e as a result

•
BCITO

 forecast labour undersupply of 37.5%
 next 3 yrs. Invercargill and 21.5%

 for region
•

Som
e firm

s able to recruit professionals to m
ove to Invercargill and say, professionally view

 of Invercargill is 
changing to positive

•
Firm

s looking at alternative w
ays of recruiting –

incentivising current staff as finders
•

Vertical com
m

ercial builds previously relied on foreign labour w
ith local supervision 10:1 but w

ithout this, they are 
pulling from

 everyone else 
•

Construction has highest suicide rate of any sector, incl farm
ing.  Generally, m

ale under 25 (often because of 
w

orkplace culture) and betw
een 40 –

55 years (business ow
ners)

•
Som

e builders starting to offer greater flexibility and/or additional tim
e off e.g. 1 x 3 day w

eekend per m
onth
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Description
Construction

Situation
•

Supply chain tim
efram

es blow
n out e.g. exterior cladding 10 m

onths, lam
inated tim

ber 5 m
onths and cost 

increases m
inim

um
 20%

 up to over 40%
 

•
Locally, building consents going very w

ell and ICC productivity im
provem

ents being held up as an exam
ple to 

rest of N
Z 

•
BCITO

 regarded as very good.  Concern at w
hat m

erger into Te Pukenga w
ill m

ean 

•
The w

ay w
e build has changed and m

icro credentialling fits this but w
ill have longer term

 im
pact in that 

‘builders’ w
on’t be capable of building a house or renovations 

•
Apprentices ideally  need a ratio of 1:1 so lim

it on how
 m

any firm
s can take on

•
M

ore firm
 are taking on apprentices since Apprentice Boost, but prior to that, 100%

 of apprentices w
ere 

taken on by only 10%
 of firm

s 

•
Average age of apprentice is 28 years,  a lot from

 U
niversity 

•
Drive for ‘being ow

n boss’ m
eans m

ost apprentices leave on com
pletion, do another couple of years and then 

go out on their ow
n doing labour only contracts for hom

e build com
panies.  Result is huge num

ber of sm
all 

building com
panies and loss of 30-45 yrs./supervisor cohort as em

ployees in larger com
panies

•
Building industry is know

n for 7 year boom
 bust cycle –

this could be addressed by a different approach 
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Description
Construction 
•

SIT enrolm
ents in trades show

 a 71%
 increase in 2021: 

o
For 2018 -43

o
For 2019 -44

o
For 2020 -45

o
For 2021 -77

•
SIT’s role in construction training is to deliver the Pre-trade (Level 3) program

m
e, and the iTabs Construction 

Apprenticeship at Level 4.
It also delivers off job training for BCITO

 in joinery and engineering, for Com
petenz

•
SIT’s m

ain constraint in grow
ing num

bers is finding appropriately qualified teaching staff.  O
ne option has been to 

offer an additional intake in Septem
ber this year

•
As part of the form

ation of Te Pukenga, the industry ITO
’s roles are being taken over by the centralized Polytechnic 

system
.   How

 this w
ill w

ork how
ever, hasn’t been com

pletely defined

O
pportunities 

•
A m

ore Southland w
ide planned approach to local and central governm

ent tenders, and other larger private tenders 
to the extent possible, w

ould enable w
ork to be spaced out to m

atch capacity and thus
•

keep construction capacity in Southland 
•

assist w
ith industry stability  and confidence, including taking on apprentices and staff 

For exam
ple,  instead of M

O
E releasing tenders for 6 schools at once,  these could be spaced at regular intervals to

m
atch industry capacity 

•
Technology is an im

portant attractor for youth recruits
•

Continued developm
ent of m

ore w
orkplace flexibility and support for m

ental health
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Description
Transport, Postal and W

arehousing
Interview

ed
South Port, HW

R

Size 
Em

ployees   2460       4.2%
 Southland em

ployees
GDP  $288M

                4.8%
 Southland GDP

Situation
•

Critical shortages in all areas of transport
•

South Port has experienced 20%
 grow

th in the last 12 m
onths.  Shortages in quality applicants for crane driving, forklift 

driving, w
arehousing.  Experienced Health &

 Safety difficult to find
•

Difficulty finding people w
ith the right aptitude and attitude that fit w

ith com
pany culture &

 can then be trained on the 
job

•
Road transport –

aging w
orkforce w

ith N
Z truck driver average age 54 and m

ore than 20%
 of drivers aged over 60.  M

ale 
dom

inated w
ith 4%

 truck drivers fem
ale.  O

ver 80%
 of trucking firm

s have never em
ployed a fem

ale driver
•

M
ore drivers are leaving the industry than com

ing in.  W
ork conditions not attractive, long hours and can drive up to 70 

hours per w
eek

•
Driver licensing and the tim

efram
es are an issue in attracting young people into truck driving as they m

ove onto other 
jobs rather than w

aiting

O
pportunities

•
Continued developm

ent of m
ore w

orkplace flexibility  and support for m
ental health

•
Industry needs truck drivers to be recognized in the im

m
igration skills shortage list

•
O

pportunities around new
 decarbonized fuel technology and productivity gains
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Description
Retail Trade

Interview
ed

The W
arehouse,  M

itre 10,  H&
J Sm

ith,  N
ew

 W
orld Elles Road 

Size 
Em

ployees  5,449       9.2%
 Southland em

ployees
GDP   $256m

               4.3 %
 Southland GDP

Situation
•

M
ost businesses had shortages in several areas.  Results of this include staff stress, reduced offering, centralisation 

out of Southland
•

Shortage of experienced m
anagers, m

anagers w
ho can m

anage people
•

Inability to recruit butchers and bakers,  length of apprenticeships &
 pay in com

parison to other trades –
superm

arkets
•

Vocational pathw
ays exist in all but external tertiary training in retail is lacking to help people progress

•
U

ncertainty re im
m

igration visas of those already here -> unw
illingness to train &

 com
m

it
•

Very aged w
orkforce, w

anting to w
ork less. Digital literacy issues.  Seniors w

orking part tim
e after retirem

ent age are 
helping

•
Entry level w

orkers: absenteeism
, not drug free, leave w

ithout pay dem
ands, low

 resilience/high anxiety,  poor level 
basic skills in literacy &

 num
eracy, high expectations

•
Recognition that m

ore energy w
ould need to go into recruitm

ent and training in future due to higher needs of young 
w

orkforce
•

A lot of online training but som
e m

oving to m
ore in person.  Takes tim

e if this is repeated in every business 
separately. Biggest need is in leadership.

•
The W

arehouse has a Red Shirts Gatew
ay program

m
e in schools –

N
ZQ

A certified N
CEA Level 2.  They find it excellent 

and w
onder if it could be expanded to other retail situations

•
Those that use Gatew

ay find it excellent.  Little or no know
ledge of Youth Futures in this sector
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Description
Retail Trade

O
pportunities

•
Cashed up seniors returning to Invercargill, w

orking part tim
e to help integration / seniors in general w

orking 
part tim

e
•

Tertiary level retail course through SIT targeting those w
anting to take next step tow

ards m
anagem

ent 
•

Investigate expansion of the W
arehouse Red Shirts school program

m
e into other schools and organisations 

w
orking w

ith youth and include other retailers
•

Sell the vocational pathw
ay m

ore in all, including superm
arkets –

trolley person -> ow
ner.  

•
Review

 apprenticeship requirem
ents for instore butchers &

 bakers
•

Focus on technology, especially backroom
, to im

prove productivity, free up staff for front line, reduce cost &
 

reduce health &
 safety risk
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Description
Accom

m
odation &

 Food Services

Interview
ed

Distinction Hotels Group, Invercargill Licensing Trust, The Batch

Size 
Em

ployees  3,832     6.5%
 Southland em

ployees
GDP  $138M

              3.9 %
 Southland GDP

Situation
•

Shortages being felt across sector w
ith skilled chefs (key shortage im

pacting som
e businesses ability to operate business 

as usual), hotel staff, experienced café/restaurant staff 
•

Hospitality not seen as attractive industry w
ith a viable career option  

•
Difficult to com

pete w
ith other industries due to unfavourable w

ork conditions &
 lifestyle –

people don’t like w
orking 

w
eekends

•
School students and U

niversity students are utilised through the year and over Sum
m

er holidays
•

Effective recruitm
ent tool has been direct referrals via social m

edia
•

Training on the job  
•

Since m
inim

um
 w

age increase, noticed losing staff out of hospitality into a raft of industries, particularly those that 
don’t require nights and w

eekend w
ork

•
High turnover industry, fem

ale dom
inant, and average age likely in 20s.  Retirem

ent not an issue, retention is
•

SIT/ILT training hotel not progressing w
hich w

ould have been innovative w
ay to attract, train &

 retain  
•

ILT Langlands hotel is set to open beginning 2022 and requires 80 new
 staff including additional 10 chefs.  ILT is a large 

em
ployer w

ith 650 staff across the various businesses.  ILT w
ill target further grow

th once the new
 hotel is open w

ith 
extension of on-prem

ise offerings in CBD and suburbs
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Description 
Accom

m
odation &

 Food Services

Situation contd.
•

Lift in expectations of w
ages, and com

petition w
ithin region lifting pay rates to uneconom

ic levels.  Labour costs 
have risen through m

inim
um

 w
age lift, and to rem

ain viable w
ill need to pass onto the custom

er
•

Acute shortages resulting in targeted poaching w
ith the region

•
Im

pact significant w
ith no pool of w

orking holiday visa w
orkers. Seem

ed specific to Fiordland w
here there is a 

greater reliance on seasonal w
orkers

•
U

ncertainty around im
m

igration visas, particularly for skilled chefs, being felt across the sector

O
pportunities

•
Attraction &

 retention
o

The Batch is w
orking on innovative w

ays around sustainability &
 w

orking collaborative to show
case southern 

food producers and is an exam
ple of positive stories to better position the region

o
W

ork as an industry to change perception and get better engagem
ent w

ith schools
•

Education &
 Training

o
O

pportunity to use Gatew
ay to create pathw

ay for school students, could this be shared betw
een sm

aller 
operators

o
ILT has lacked professional developm

ent and training pathw
ays for staff.  Engage w

ith education to develop 
program

m
e that provides N

ZQ
A qualifications tied to rem

uneration w
ith a m

ix of internal and external 
delivery
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Description 
Aged Residential Care

Interview
ed

Southern DHB, Calvary Hospital, SIT N
ursing Faculty, Brief overview

 report prepared by E tū union for Southland iRSLG June 2021,
Aged Residential Care Funding M

odel Review, 2019 Ernst &
 Young, N

ZACA June Survey 2021

Situation
•

Aged Residential Care (ARC) industry  in N
ew

 Zealand is forecasting grow
th 3.7%

 over the 5 years through to 2025-26, to 
$3.9bn.  Dem

and for w
orkers is expected to grow

 in Southland over that tim
e

•
Aged care is the largest public/private partnership in N

ew
 Zealand. The Governm

ent pays aged care providers a bed-day rate 
for the care services they deliver to those older N

ew
 Zealanders w

ho can’t afford to pay for them
selves. Those that don’t 

qualify for governm
ent funding m

ust pay for their ow
n care.  There is a cap on how

 m
uch a private payer can be charged, set 

by the Governm
ent, called a m

axim
um

 contribution rate

•
Som

e providers can cross-subsidise w
hen a care hom

e is co-located w
ithin a retirem

ent village. Profit rarely com
es from

 the 
aged care com

ponent of a business, often the only w
ay m

any stand-alone providers break-even is through accom
m

odation 
supplem

ents, w
here residents’ pay additional am

ounts for features such as a larger room
 or an ensuite. M

any older facilities 
w

ere only built w
ith standard room

s, lim
iting w

hat they can charge. Having standard room
s available across the country is 

im
portant for those subsidy-only payers w

ho cannot afford to pay any extra

•
Data suggests that older people are entering ARC at older ages, and w

ith higher frailty. M
ore residents have been entering at

the higher care categories, and ADL and cognitive im
pairm

ent issues are increasing in severity

•
A June survey by the N

ZACA show
ed

an estim
ated total of 900

Registered N
urse (RN

) vacancies in ARC, a staggering 20%
 of 

our RN
 w

orkforce.
Survey responses confirm

ed the pay discrepancy betw
een ARC and DHB nurses to be the m

ain barrier to 
recruiting and retaining ARC RN

s,w
ith a

lack ofM
IQ

 space and delays in the
visa processing system

 only com
pounding the 

issue
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Description
Aged Residential Care

Situation contd.
•

Critical shortage of staff is being felt across the country. SDHB advised situation as m
ore acute in Invercargill and Gore 

than in O
tago, im

pacting several providers’ ability to deliver services.  This is placing greater w
orkload and stress on 

clinical care m
anagers to pick up shifts, turn dow

n new
 residents, or have staff w

ork extra hours
•

Som
e operators not currently taking new

 residents due to not having safe levels of staffing
•

Shortages include Registered nurses, occupational therapists, speech therapists and health care assistants
•

N
ot view

ed as an attractive industry in com
parison to hospital nursing, including pay and w

orking conditions
•

Senior nursing staff are feeling stressed and overw
orked 

•
In aged care it is autonom

ous nursing.  W
ork is often harder as you need excellent acute assessm

ent skills because you 
don’t have doctors onsite for direction/support

•
Funding for aged residential care doesn’t enable operators to com

pete w
ith SDHB

•
Aging w

orkforce so this shortage is not a short-term
 issue

•
SIT nursing enrolm

ents are up w
ith 120 new

 students this year, norm
ally 80-100.  100%

 em
ploym

ent rates for graduates. 
Key constraint in increasing the intake is nursing placem

ents.  SIT places a greater em
phasis on rural health and aged 

care.  There is m
ove tow

ard unifying the nursing degree throughout the country, one size fits all approach

O
pportunities

•
Short term

 solution, SDHB is identifying internationally trained nurses currently in N
ew

 Zealand and looking at w
ays to 

help them
 through N

ew
 Zealand registration.  Could this registration progam

m
e be delivered locally.  A governm

ent 
subsidy for w

hat is an expensive course m
ay help, w

ith subsidy linked to bonding period to an ARC operator.  It w
ill be 

im
portant that they are then supported in the w

orkplace to transition
•

M
IQ

 spaces and im
m

ediate priority for RN
s in aged care in areas w

here shortages are acute
•

Review
 of ARC funding m

odel that w
ill enable ARC to com

pete w
ithin the health sector for skilled staff and invest in 

greater professional developm
ent, ensuring the industry is m

ore attractive
•

Safe staffing levels –
contractual obligations beyond one RN

 per residential care hom
e to ensure safety of residents, and 

to protect w
orkers
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Description
Local G

overnm
ent

Situation
•

All local councils have extensive capital w
orks program

m
es  

•
A m

ajor program
m

e is the governm
ent funded Clim

ate resilience –
shovel ready projects –

flood protection/river 
m

anagem
ent and funding.  Tim

efram
e for this (Southland/Invercargill) is July 2023 -$30M

•
Three W

aters reform
 w

ill require a doubling of the w
orkforce requirem

ents, nationally and potentially for Southland
•

A plan change in the Southland W
ater and Land Plan w

ill be publicly notified by the end of 2023.  This w
ill place increased 

short term
 dem

ands on the regional council w
ith an expected surge in farm

ing consents.  The rural sector w
ill require 

additional resource via consultants
•

Skills shortages are being experienced by all local councils and filling roles w
ith experienced staff is the biggest challenge, 

especially w
ith com

petition on infrastructure across regions
•

Shortages in som
e cases having an im

pact on speed and quality of delivery, increased w
orkloads and prioritisation of doing 

w
ork over m

anaging people to do the w
ork 

•
Som

e councils are experiencing an increase in turnover w
hich they attribute to the national/global trend of post-covid life-

rethinking and increased
com

pletion betw
een local, regional and central Governm

ent for experienced talent
•

Infrastructure shortages particularly skilled and experienced engineers across all disciplines
•

O
nly so m

any graduates can reasonably be taken on (especially for sm
aller councils like GDC to support and train on the job)

•
Project M

anagem
ent –

very difficult at the m
om

ent to find experienced Project M
anagers across all areas of the 

organisation. Those that are around are com
m

anding big m
oney

•
Skilled technical people at senior levels also hard to attract, especially river engineers, consenting and planning, senior 
com

m
unications and finance

•
Aging w

orkforce is a concern
•

Perception of region still an issue attracting staff from
 outside the region

O
pportunity

•
Is there an opportunity to create a local governm

ent graduate developm
ent program

m
e

o
sim

ilar to Departm
ent of Public W

orks Cadet Program
m

e (historic)
o

bring people into the sector like an apprenticeship
o

use Southland Youth Futures in this space
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Com
m

unity infrastructure

Essential services are a critical ingredient in attracting and retaining people and fam
ilies to live 

in the region.  Issues like being unable to sign up to a m
edical practice, get into a dentist or find 

a suitable house all w
ork against us in term

s of attraction and retention. 
In this section, w

e review
 the state of w

hat w
e think are essential com

m
unity infrastructure 

services.
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Discipline
Situation 

Possible actions 

Doctors 
•

N
o practices in Invercargill taking on new

 patients  
•

Southland has 86 GPs + 7 locum
s  

•
Short 10 GPs and 5 locum

s 
•

Low
er rate of GPs /100,000 population (57.8 vs 63.8) and less 

locum
s 

•
Higher  percentage of GPs over 60, so average age of GPs is   
2 –

3 years older than O
tago

•
N

ursing w
orkforce also aging 

•
Each practice hires its ow

n GPs, often using agencies –
high 

cost
•

Current health care reform
s proposing Locality N

etw
orks to 

replace DHBs and PHO
s by July 2022

•
Increase productivity of practices through 
o

using &
 prom

oting hierarchy of services (a GP 
Team

: Receptionist -> Health care assistant -> 
N

urse -> N
urse practitioner -> GP -> GP 

special interests
o

prom
ote other w

ays of consulting GP e.g. via 
video 

•
N

eed w
elcom

ing culture that w
ill m

entor young 
GPs

•
Assistance to find jobs for partners

•
Proposal Locality N

etw
orks w

ould incl. all services 
that im

pact health and w
ellbeing and ensure better 

coordination
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D
iscipline

Situation 
Possible actions 

Dentists
•

Current dentist num
bers are

o
Invercargill 22  but 8 w

ork only at  hospital
o

Gore 4 –
but tw

o leaving     
o

Te Anau 2 
•

Short approx. 10 dentists
•

Dental therapists (treat children), hired by DHB, are aging. N
ew

 
recruits prefer private practice

•
Is there enough capacity at our one 
School of Dentistry?

Accountants
•

All firm
s could hire m

ore people. Probably at least tw
o vacancies in 

m
ost firm

s
•

M
id level/experienced m

ost needed
•

A lot of poaching going on –
non accounting firm

s poaching 
accountants and vice versa

•
Biggest barrier is to attract people to Invercargill

•
Technology has freed up bottom

 end roles
•

Log jam
 at the top /aged w

orkforce/partners and therefore high 
w

age levels
•

Critical shortage of auditors.  Regulatory change has reduced to 
only tw

o firm
s in Invercargill offering audit

•
Keys to retention are flexibility, good 
culture and career plans

•
N

eed m
ore em

phasis on actioning 
individual career plans

•
Technology could further im

prove 
productivity
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Discipline
Situation 

Possible actions 

Vets
•

Southland had approx. 116 vets 2019
•

In late 2020 shortage w
as 20 &

 nationally 200 –
250, 

traditionally sourced from
 overseas 

•
Border exem

ptions helped but still around 10 vets short 
plus technicians 

•
Pet ow

nership increased 35%
 in first 6 m

onths 2021 adding 
to dem

and
•

Also short of qualified retail staff and m
anagerial staff

•
Few

 applicants to advertisem
ents

•
M

PI poaching staff 
•

Entry level vets leaving after couple of years for bigger cities 
•

Staff stress high, and burnout 

•
Im

prove critical life skills of graduates (N
ZVA)

•
Greater capacity needed at M

assey for vets (N
ZVA)

•
Retail training program

m
e needed -

custom
er 

service, inventory m
anagem

ent, m
erchandising, 

stock selection etc.  -taught by experienced retail 
practitioners not academ

ics
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Discipline
Situation 

Possible actions 
SDHB

•
1,270 staff in Southland, m

ostly Invercargill
•

Excessive w
aiting lists, shortage of beds, pressure on em

ergency 
dept, lengthy w

aiting tim
es for cancer diagnosis &

 treatm
ent

•
N

early 60%
 few

er beds/100,000 people than O
tago and 37%

 less 
theatre space (although Southland can access O

tago services in 
som

e cases)
•

Em
ergency dept. sees 86%

 m
ore patients than Dunedin, w

ith a 
population 46%

 sm
aller

•
Critical shortages in doctors, physios, m

idw
ives, nurses

•
Concerns about patient safety due to shortages

•
Clinical staff can get visa exem

ption but struggle for M
IQ

 space -
not reserved

•
Covering shortages is expensive –

use agencies, roster from
 

Dunedin  
•

High stress and burnout of staff.  Low
 m

orale
•

Recent review
 of m

anagem
ent pointed to lack of accountability, 

w
asted m

oney and a need to use data and inform
ation better

•
O

lder staff, but staying on part tim
e

•
Hard to attract to Invercargill –

both internationally and 
nationally

•
At lim

it to taking on m
ore grads due to lack of enough 

experienced staff to supervise

•
Help to find partners a local job

•
Continue intensive buddy program

m
e for 

new
 staff

•
A digital w

orkplace (Chch hospital is now
 

fully digital) is 10 years aw
ay –

could this 
be hastened? 
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Discipline
Situation 

Possible actions 
Teachers

•
Critical shortages in all levels –

Early childhood (EC), prim
ary and secondary

•
Lum

sden EC centre w
ith 50 children closed in August due to inability to recruit 

enough staff.  Closest centre 32 km
s aw

ay, but it has a full w
ait list.   Farm

ers having 
to take preschoolers out on farm

 w
ork as no other options

•
Prim

ary short all over Southland, struggling to get relief teachers and not m
any 

applying for positions
•

Supply issues for secondary teachers in Science esp. physics and m
athem

atics. Hard 
to fulfil STEM

 goals w
ithout staff in these areas

•
Hard m

aterials technology teachers (w
ood, m

etal and textiles) critically short. O
ne 

school unable to recruit any in last 5 years and surviving by utilizing LAT teachers
•

English teachers w
ith genuine qualifications becom

ing scarce
•

Too m
any PE grads w

ho then teach other subjects in w
hich they aren’t qualified

•
Te Reo teachers –

critical shortage 
•

Training options for secondary teachers w
ere centralised to Christchurch and 

Dunedin in 2010, w
ith the closure of the Invercargill cam

pus.  M
any of the teachers 

in Southland are local graduates and the closure of the local cam
pus has lim

ited 
options for so m

any especially those w
ith fam

ilies and those w
anting to retrain

•
Recent new

s that enrolm
ents in teacher training have increased by 1090 in 2021

o
EC  up 31%

, Prim
ary up 27%

, Secondary up 40%

•
Relook at how

 
professional people 
can com

plete the 
one year secondary 
teacher training in a 
local setting 

•
Revisit the 
requirem

ents 
around hard 
m

aterials teachers 
being required to 
have 4 year 
teaching degrees
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D
iscipline

Situation 
Possible actions 

Teachers
•

Age of w
orkforce in Southland is an issue and attracting young teachers to 

Southland

•
Estim

ate that 80%
 of appointm

ents are m
ovem

ents w
ithin the region rather 

than people new
 to Southland.  Sm

aller, rural and low
 decile schools can be 

hardest hit by this

•
Pre covid, im

m
igration w

as being used to fill gaps

•
Relief teacher situation critical due to 

o
change in regulations for registration as relief teacher and

o
being used to fill perm

anent gaps that unable to recruit for

•
M

inistry of Education,  Teacher Supply M
anager  has advised that the M

inistry 
doesn’t hire teachers and it doesn’t know

 w
hat the shortages or other supply 

issues are in the regions. M
O

E recruits students to the teachers colleges and 
then hope they filter out to w

here they are needed in N
Z.  M

O
E w

ould be keen 
to partner w

ith RSLG to survey schools and find out specific details on 
recruitm

ent issues

•
Partner w

ith M
O

E 
to undertake 
research w

ith 
schools and 
m

onitor vacancies, 
num

ber of 
applicants to 
provide basic jobs 
data to M

BIE



D
iscipline

Situation 
Further possible actions 

Housing
•

A Great South report in 2018 estim
ated Southland w

as short 2,500 houses. A 
review

/update of this research has been due for som
e tim

e but is not yet available

•
The Southland Housing Action Forum

 (SHAF) says that Te Anau and Gore are also 
suffering the plight of poor housing, affecting recruitm

ent to the area as w
ell as having 

few
 sm

aller dw
ellings to enable older people to dow

nsize

•
Govt. has prom

ised 80 Social Houses, but there are approx. 165 on the w
aiting list   

•
Agencies w

orking w
ith youth estim

ate w
e are short 50 -100 places for youth housing 

16 –
25 years

•
Average prices have clim

bed by around 87%
 in the last five years in Southland, and in 

the last year prices rose 22.4%
 in Invercargill and 31%

 in Gore

•
Partly the issue is lack of supply w

ith the num
ber of houses offered for sale about half 

that available 3 years ago and very few
 individual sections on the m

arket 

•
Despite this, Southland rem

ains an affordable place to buy a hom
e (appendix 3). The 

rise in equity in hom
es is also having a positive im

pact in areas like South Invercargill 
w

here there has been a high percentage of poor quality housing. A noticeable num
ber 

of these are now
 being renovated, confirm

ed by real estate agents

•
Active projects by the SHAF to address the issues include w

orking w
ith:

o
com

m
unity groups w

ith an interest in Social Housing
o

developers looking for opportunities that w
ould diversify housing offerings

o
Kainga O

ra on Social Housing

•
A new

 subdivision in South Invercargill, Te Puaw
ai, w

ill add 600 houses and is 
expected to com

m
ence in late 2021

•
SHAF are advocating for 
Council to review

 District Plan 
and LTP to consider how

 it can 
facilitate intensification and 
housing variety (i.e. sm

aller 
dw

ellings on sm
aller sections,  

m
edium

 density and 
apartm

ents to support 
changing dem

ographics) 



Future industries

M
ost likely future industries and their needs in term

s jobs/skills  
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Salm
on

Farm
ing

Info
from

:SAW
G,AQ

N
Z,N

gaiTahu,Sanford,Environm
entSouthland

Proposed 
industry

Aquaculture
is

the
fastestgrow

ing
m

ajorfood
production

sectorin
the

w
orld.Southland

salm
on

farm
ing

industry
is

poised
to

grow,to
take

up
the

substantialvalue-add
opportunity

that
farm

ing
presents,&

to
m

ake
m

ost
ofthe

unique
grow

ing
environm

ent
thatSouthland

provides.N
ew

offshore
salm

on
farm

ing
space

has
been

applied
for,taking

farm
ing

offshore
by

utilising
w

orld-leading
fortress

pen
technology.

Southland
has

the
conditions,

reputation
and

capacity
to

be
w

orld
leadersin

both
scale

and
quality,in

the
nextgeneration

ofsustainable
salm

on
aquaculture

Projected 
earnings over 
tim

e

Targeted additional grow
th –

25,000 tonnes production, GDP $270m
, Exports $1,400M

Tw
o current open ocean applications forecast production -one application offers 30,000T of production and the other 

25,000T
To achieve this targeted scale, likely to expand over 10 year period

(based on Tasm
ania experience)

Job creation
800 jobs –

salm
on production, processing, m

arketing and logistics
Jobs located Stew

art Island, Bluff, Invercargill and depending on operator, som
e m

ay be further up north
•

Farm
 w

orker (N
ZQ

A L1-3) –
fish feeder, net m

ender, hatchery staff, harvest crew, diver
•

Skilled Farm
 W

orker (N
ZQ

A L4-5) –
com

pliance, environm
ental technician –

w
ater quality &

 biosecurity
•

Specialist roles (N
ZQ

A L6+) –
m

arine biologist, fish veterinarian, blood stock m
anager, salm

on farm
 m

anager, 
production planner

•
M

arine Engineering –
engineer trades &

 profession, apprentices, senior engineers, m
aintenance m

anager
•

Processing –
filleting, quality control, supervisor

•
Logistics –

transport m
anager, truck driver, forklift driver
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Salm
on Farm

ing  

Skills &
 

training
•

Existing vocational training predom
inantly delivered by N

M
IT in M

alborough:
o

Level 3 &
 4 Certificates are offered by N

M
IT w

ith full-tim
e cam

pus and online study.  The online certs require 12 
hours a w

eek and ideal for people already em
ployed in aquaculture w

ho are w
anting to get a qualification

o
Level 3 certificate through to Level 8 Post graduate diplom

a.  Applied approach, so includes w
ork placem

ents etc. in 
all program

m
es.  Likely gaps in vocational training needs w

ith shift tow
ard offshore farm

ing
o

U
niversity of O

tago delivers aquaculture courses as part of Applied Sciene program
m

es w
ith m

ajors in Aquaculture.  
U

niversity of W
aikato have aquaculture program

m
es

o
In Australia, U

niversity of Tasm
ania leading provider of aquaculture courses

o
Prim

ary ITO
 are currently updating the Seafood unit standards for aquaculture.  Level 2, 3, 4 &

 5 unit standards are 
currently w

ith N
ZQ

A for approval (August 2021) w
ith strands in Finfish, Shellfish and Hatchery.  Collectively these 

U
nit Standards are anticipated be Aquacutlure Apprenticeships

•
N

ew
 jobs w

ill require high levels of skill and specialisation and vocational training w
ill be required in the region to support 

the expansion 
•

O
pportunity to develop specific salm

on school in term
s of offshore farm

ing here in Southland.  O
pportunity to develop 

centre of excellence in offshore salm
on farm

ing
•

Lim
ited skills/experience of new

 farm
ing practices and technology in N

ew
 Zealand.  W

ill need to attract from
 Europe and 

Australia for high skilled level jobs in the short/m
edium

 term
 w

hile w
e build the capability

•
Train on the job &

 professional developm
ent required, im

prove the skills using top quality and close by educational 
facilities such as the SIT &

 Prim
ary ITO

 aquaculture apprenticeships w
ith approved assessors of unit standards
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Salm
on Farm

ing 
Resources other than 
staff

Consented w
ater space &

 require a high level of capital investm
ent.  It is im

portant to note that the ongoing 
critical w

orkforce shortages and specialized skills in offshore farm
ing are a likely barrier to grow

th

W
hat’s needed to m

ake 
it happen

Consented w
ater space

Expected construction 
date

RAS Salm
on Hatchery –

expected construction 2021 –
com

pletion 2022.  Aw
aiting variation on discharge consent

Expected start date
U

ntil w
ater space consented, can’t put a date on it

Likelihood happening
High –

N
ew

 Zealand Governm
ent Aquaculture Strategy aligns w

ith regional and industry aspirations

O
ther aquaculture 

opportunities 
•

Ch4 Global –
global com

pany trialing farm
ing the seaw

eed species Asparagopis Arm
ata w

hich m
ay help reduce 

m
ethane em

issions from
 livestock

•
O

cean Beach –
Bluff Ltd -vision for this rejuvenated site to becom

e an aquaculture park w
ith a hatchery, grow

 
out, processing, education, R&

D and sustainable tourism
.  N

Z Abalone Com
pany is in the early stages of re-

establishing the form
er Southern M

arine Paua farm
 on site

N
atural linkages to 

other sectors
Grow

th in jobs w
ill include an ongoing need for a range of skills, including m

aintenance w
orkforce engineers, 

electricians, and other trades.   Links w
ith the w

ider seafood sector given sim
ilar transferable skills. For exam

ple, 
seagoing com

m
ercial fishing experience m

ight be relevant in term
s of open ocean aquaculture

Key com
m

ercial players
N

gai Tahu –
open ocean farm

ing consent applicant &
 w

orking w
ith Crow

n on statutory aquaculture settlem
ent 

obligations.  Sanford existing operator and open ocean farm
ing consent applicant.  N

Z King Salm
on, largest salm

on 
farm

ing producer has applied for consent for m
onitoring off Stew

art Island.  Aquaculture N
ew

 Zealand and N
Z 

Salm
on Farm

ers Industry Association are key national industry bodies
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Data
Centres

Info
from

:
Dave

Sim
pson

T4
Group,Steve

Canny
GreatSouth,Prue

Halstead
InvestSouth

Industry 
background

Alldata
centresare

essentially
buildingsthatprovide

space,pow
erand

cooling
fornetw

ork
infrastructure.They

centralise
a

business’s
IT

operations
orequipm

ent,asw
ellasstore,share

and
m

anage
data.

Data
centresare

significantusers
ofpow

er
and

N
ew

Zealand’s
renew

able
energy

status
m

akes
the

region’s
pow

erprofile
very

attractive
for

service
providers

w
anting

cleaner
em

issions.They
also

thrive
in

cooler
clim

ates
and

som
e

are
increasingly

using
cold

w
ater

to
cooltheir

system
s.

A
data

centre
w

ill
not

provide
m

any
long-term

jobs,
although

construction
w

ould
create

a
short-term

boost
in

em
ploym

ent.There
are

otherdow
nstream

digitalindustries
thatare

likely
to

grow
offthe

back
ofitasw

ell,such
asdealing

w
ith

e-w
aste.

Data
centresare

a
huge

grow
th

area
w

orldw
ide,w

ith
a

forecastexpenditure
of$200

billion
on

infrastructure
nextyear

Proposed 
industry

The opportunity for Southland is to build a value proposition around carbon-neutral centres in a politically stable 
environm

ent.  There are tw
o data centres that are currently being proposed in Southland: DataGrid and T4.  These 

developm
ents are not m

utually exclusive and serve different parts of the m
arket

Proposed 
opportunities

DataG
rid In January 2021 announced a N

Z$700m
 data Centre proposed for Southland

w
ith the aim

 of taking up the spare 
energy load from

 Tiw
ai on its proposed closure in August 2021.  DataGrid has acquired an option on land in M

akarew
a (7km

 
north of Invercargill) and if it com

es to fruition, w
ill be N

ew
 Zealand’s first hyperscale data Centre.  N

orth M
akarew

a w
as 

selected because it has an existing Transpow
er substation connected by three pow

er lines, and tw
o Chorus fibre cables 

passing through it w
hich –

w
ith the new

 subsea cables –
w

ould give it a total of four fibre links.  A data Centre is defined as 
hyperscale w

hen it has in excess of 5,000 servers and 1000 sq. m
etres linked w

ith an ultra-high speed, high-fibre count 
netw

ork.    Com
panies that generally ow

n and operate hyperscale data Centres are AW
S, M

icrosoft, Google and Apple.  Key 
to the viability of this project is a subm

arine cable that w
ill connect Invercargill to the east coast of Australia.  This w

ill 
enable hyperscalers such as Am

azon, Google, Facebook and Apple to directly serve around 20 m
illion people across 

Australia and N
Z.  There is also talk of the Chilean governm

ent building a subsea cable linking Chile, Sydney and N
Z w

hich 
w

ould further enhance the proposal.  This w
ould also allow

 Invercargill and Antarctica connectivity
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Data Centres
Proposed 
opportunities

T4 G
roup: A second data Centre is being explored by a Southland group of interested parties.  Proposing the developm

ent 
of a Tier 4 data Centre w

hich refers to the m
ost resilient level of storage.  This offering w

ill deliver the highest levels of 
reliability and resilience as an econom

ically viable option for N
Z businesses. This is currently unavailable in N

Z. To be defined 
as a Tier 4 data centre, the operation m

ust be able to ensure:

Zero single points of failure:
•

99.995%
 uptim

e per annum
 

•
N

o m
ore than 26.3 m

inutes of dow
ntim

e per annum
•

96-hour pow
er outage protection

Southland is considered the only viable location for a Tier 4 data centre for the follow
ing reasons:

•
O

nly N
Z location w

ith existing infrastructure suitable for a T4 level Data Centre
•

Low
er cost renew

able pow
er

•
Cooler clim

ate w
ill result in significantly low

er pow
er consum

ption
•

Low
 risk backup location, geographically rem

oved from
 the m

ain centres

A prelim
inary feasibility study involving custom

er validation has been com
pleted and is progressing to the next level of 

detailed capital expenditure projections.  This is a less com
plex m

odel w
hich could, at its initial stages, co-exist alongside 

Tiw
ai and not require any additional pow

er.  If funding is secured (local investm
ent w

ill be sought), it is likely to be developed 
in advance of the DataGrid proposal as it does not require any additional infrastructure, such as a subsea cable, to proceed

Job creation
T4 group: Direct -expect 5-6 FTEs locally grow

ing to 8-10 FTE’s over tim
e. Approx. 50%

 security personnel, grow
th in future 

services add-ons.  Indirect –expect due to having the facilities available, encourage further local investm
ent in technology 

related innovation 
DataGrid: Direct –

40 FTE including security
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Data Centres 

Skills &
 training

Skills required: 
• Planning, engineering and technical 
• Inform

ation technology 
• Pow

er m
anagem

ent and supply 
• Data and facility security 
• Air conditioning and environm

ental control system
s

T4 Group identified Certified Data Centre Technician Professional  Course w
ould be a good start for any courses / 

qualification for people to aim
 for. Excel in a highly skilled and efficient technical team

 charged w
ith optim

ising the 
operational capability and productivity of the data centre to m

eet the evolving dem
ands of the business.  This is 

offered overseas and indicated nothing available in N
Z.  This study should be done as part of w

orking in a DC, having 
hands on experience is proven to have better results than having only theory

Expected 
construction date

T4 Group –
likely 2022

Expected start date
T4 Group –

anticipate 2023

Likelihood 
happening

T4 Group –
m

edium
/high
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G
reen Hydrogen

Info from
:  Consultant, G

reat South &
 The N

ew
 Zealand Hydrogen O

pportunity Report July 2021 (M
eridian &

 Contact), Invest South, HW
R

Proposed 
industry

•
Green hydrogen is regarded as the m

ost prom
ising energy source to de-carbonise sectors such as heavy transportation 

and industrial processes that currently rely on fossil fuels.  It is produced by using renew
able electricity to split w

ater 
into hydrogen and oxygen  

•
The M

cKinsey &
 Co report w

as com
m

issioned by M
eridian and Contact, w

ho are investigating the use of renew
able 

energy in Southland to produce green hydrogen at scale once the supply agreem
ent w

ith N
ew

 Zealand Alum
inium

 
Sm

elter finishes at the end of 2024  
•

The report estim
ates global dem

and could
increase m

ore than sevenfold to 553 m
illion tonnes by 2050. Southland has 

the potential to be at the forefront of this grow
th opportunity.  Supply is ram

ping up to m
eet dem

and, but there are 
challenges to achieving a large-scale hydrogen econom

y
•

Econom
ic benefits outlined in the report for a 600 m

egaw
att green hydrogen export facility include a one-off addition 

of up to $800 m
illion to N

ew
 Zealand’s GDP and the creation of thousands of jobs in construction, as w

ell as up to $450 
m

illion and hundreds of additional jobs on an ongoing basis
•

Key conclusions of The N
ew

 Zealand Hydrogen O
pportunity Report:

•
International m

arkets for green hydrogen are im
m

inent
•

N
ew

 Zealand could becom
e the w

orld’s first large-scale producer of green hydrogen 
•

Liquid green hydrogen or green am
m

onia –
a decision to m

ake
•

Focus required to support a hydrogen future 
•

Bridging the econom
ic gap w

ill require governm
ent support 

•
A hydrogen production facility can support a dry-year solution 

•
The potential for transform

ational econom
ic change to N

ew
 Zealand’s com

petitive advantage 
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G
reen Hydrogen 

Key Com
m

ercial Players &
 

Status
•

Contact Energy and M
eridian Energy are seeking registrations of interest to develop the w

orld’s largest 
green hydrogen plant

•
The Southern Green Hydrogen feasibility study is ongoing, w

ith tw
o further reports to be produced 

later in 2021
•

Fortescue Future Industries (FFI) has signed a collaboration agreem
ent w

ith M
urihiku Hapu of N

gāi 
Tahu, that w

ill see them
 w

orking together to assess and potentially develop a large scale, renew
able 

green hydrogen production project in Southland.  The project proposes construction of a large-scale 
hydrogen plant in Southland w

hich aim
s to achieve first production in early 2025, w

ith potential for 
m

ultiple stages of expansion in future

Job creation
Large scale plant –

direct jobs 350-400 –
likely to be scaled over tim

e.
M

edium
 scale plant –

direct jobs 30-40
Skills required (sim

ilar to Sm
elter): 

•
Process and chem

ical engineering 
•

Civil / m
echanical engineering 

•
W

ater engineers 
•

Logistics and export planning 
•

Environm
ental specialists 

•
Shipping / transport 

•
Construction -approx. 600 w

orkers over 3-4 years 
•

O
n-going FTE w

orkforce 350-400 w
orkers 

•
Service industry w

orkforce involving up to 50 com
panies

Expected start date
FFI targeting to achieve first production in early 2025
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O
at M

ilk Processing Industry
Proposed 
industry

Plant based beverage contract m
anufacturer N

Z Functional Foods Ltd (N
ZFF) that w

ill produce 12,000 litres/hour w
ith 

annual capacity of 40 m
il litres/year.  W

ith further investm
ent, the plant could be scaled to 120 m

il litres/year and w
ith 

further technology w
ould produce a w

ider range of products

Job creation
25 jobs in 2023, rising to 50 jobs over a 3 year period as throughput approaches 40m

il litres

Skilled w
orkers  -Food Technology, Q

uality, O
perations M

anagem
ent, Engineering, O

perations, Sales, M
arketing, 

Accounting, IT 

M
edian salary approx. $80,000

Projected 
earnings over 
tim

e

Revenue figures are com
m

ercially sensitive, but in the order of $40-$60m
 once design capacity for the factory is reached.  

Export estim
ated to be 60-80%

 of production

Regional value &
 

benefits 
O

ats perform
 a range of useful functions on farm

s including: 
•

Absorbing nitrogen left by stock, thus greatly reducing nitrogen leaching 
•

Providing an invaluable break crop betw
een other crops (e.g. barley and w

heat) literally breaking disease and pest 
cycles, m

eaning farm
ers can grow

 these higher value crops using less pesticides and fungicides
A range of dow

nstream
 benefits w

ould also be expected: 
•

A new
 Industry for Southland and indeed for N

Z –
specialist technical skills in plant-based beverages

•
Inbound interest from

 suppliers, custom
ers and related industries 

•
Support and grow

th of opportunities for arable farm
ing activity

•
Low

 clim
ate im

pact crop –
the sam

e volum
e of oat m

ilk uses significantly less land w
ater and carbon than dairy 

•
Funds for further investm

ent into cultivars and crops w
hich can provide com

petitive advantage
•

Flow
 on of em

ploym
ent opportunities for support businesses 

•
Potential spearhead for developing m

ore value-added food &
 beverage products in Southland and developm

ent of 
local training to support this
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O
at M

ilk Processing Industry

Skills &
 training 

U
niversity level food technology, food science and food processing degrees that include plant-

based food and beverage m
anufacture –

ideally available in Southland and com
bined w

ith 
business studies targeted at food entrepreneurs
Linkage betw

een new
 product developm

ent businesses and accelerator &
 business 

developm
ent services like Coin South &

 Great South 

Resources other than staff
W

ith initial annual capacity of 40 m
il litres, the plant w

ould require 816 hectares of planted oats

W
hat’s needed to m

ake it happen
N

ZFF says, “A stepping stone Innovation line of 2,000 litres /hour is fundam
ental. The shift to 

plant-based foods is a m
assive global trend.  N

Z derives a very large percentage of our export 
earnings from

 the sale of agricultural products, w
e sim

ply cannot afford to fall behind in the 
race tow

ard plant-based m
ilks. Investm

ent in this factory and an innovation line is not only 
significant for Southland, it’s an issue of national significance.”

M
ost consents are in place.  A renew

ed w
aste-w

ater discharge consent w
ill be required.

Expected construction date
Q

4, 2021

Expected start date
Q

4, 2022
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Space Industry
The industry

Southland has a natural advantage for m
onitoring, dow

nloading data from
 satellites and providing launch 

m
onitoring services.

There are opportunities to innovate in the area of earth observation data to enable 
efficiencies for Southland’s existing industries and to develop new

 data services.  In addition there are 
opportunities to support the developm

ent of technical support for businesses
Building, installing and m

aintaining satellite tracking stations for clients is currently the m
ain incom

e

Job creation
•

Em
ploying 5 people and w

orking on getting an international space engineer, subject to visa
•

Plus contractors for builds and servicing

Earnings over tim
e

•
Currently m

ore than self funding.  Form
ing separate stand alone com

pany w
hich w

ill pay only a 
dividend to Great South and then have retained earnings for developm

ent
•

Earnings are ‘w
eightless exports’ 

Regional value &
 

benefits 
•

Puts Southland on the m
ap 

•
Southland, as a result of sponsorship from

 the European Space Agency as w
ell as from

 Tiw
ai, has one of 

the highest rates of young people com
pleting physics at secondary school and going through to 

engineering program
m

es  
•

Helps youth see possibilities in science.  250 students through last year.  W
ork w

ith Youth Futures
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Anim
ation, G

am
ing and Film

W
hat SIT 

offers
Anim

ation, Gam
e Design, Film

 and Audio 
https://w

w
w

.sit.ac.nz/Courses/Film
-Anim

ation-Gam
e-Design?cam

pusId=1

N
um

bers of 
students

•
N

um
bers of students in 2021 are:  film

 20, anim
ation 45, gam

e design 10 
•

M
ax capacity w

hen the new
 centre is open w

ill be 40 in each year, but can increase this by double stream
ing,  and 

the blended option of people taking part by zoom
•

The departm
ent takes part in SIT’s Trades Academ

y in Schools.  From
 6 students in 2020,  there are 24 students in 

2021. all of w
hom

 have indicated they are likely to study full tim
e at SIT after leaving school

W
hy is SIT 

prioritizing 
these 
disciplines?  

•
SIT is building a new

 cam
pus, costing $17m

il w
hich w

ill be ready for occupancy in 2022. It is the first in the public 
sector to m

ove into anim
ation, gam

ing and film
,  plus m

usic and audio
•

SIT already has a w
orld class recording studio –

a BBC replica and hosts som
e top recording artists 

•
There are linkages betw

een SIT courses and architecture, graphic design, 3D draw
ings, CAD design and engineering 

design.  Coding in particular is a crossover skill to other industries w
ith students covering a num

ber of fields
•

https://w
w

w
.stuff.co.nz/business/opinion-analysis/125123649/how

-diversity-could-fill-nzs-need-for-tech-
experts#com

m
ents

•
https://w

w
w

.stuff.co.nz/entertainm
ent/gam

es/125861918/w
orldclass-w

ellington-hom
egrow

n-video-gam
e-com

pany-
a44-hopes-to-deliver-second-blockbuster

•
The course contributes to attracting people to Southland.  Approx. 30%

 of students stay in Southland on graduation.  
O

f these, about 50%
 set up on their ow

n and about 50%
 enter paid jobs in com

panies

Constraints to 
retaining 
graduates in 
Southland?

•
Lack of night entertainm

ent 
•

Lack of housing 
•

Difficulty in finding out w
hat’s on.   Proposal that SIT could provide an I-Site function from

 its new
 cam

pus 
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M
urihiku Regenerate
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M
urihiku Regenerate

•
M

urihiku Regenerate (M
R) is a collaboration of the 4 Papatipu Runanga of M

urihiku.  M
urihiku Regeneration has been established to w

ork 
closely and collaboratively w

ith the crow
n, giving voice to the Treaty partnership, to ensure a clear, coherent plan for a prosperous Southland. 

This has been triggered by the uncertainty surrounding the future of Tiw
ai, CO

VID-19, and the im
pact these kaupapa have on the com

m
unity.  

Business cases for existing and new
 industries are being developed, w

hich includes vocational pathw
ays, research and innovation.Specific 

Kaupapa M
R are actively engaged in currently are: green hydrogen; aquaculture; data storage and property developm

ents in CentralO
tago

•
Puta I Tua is a M

āori Future Skills Strategy that is designed to effect system
 change

to im
prove equity in education, im

prove M
āori education 

achievem
ents and m

ove a m
uch greater percentage of M

āori into high skilled jobs.  This w
ork is supported by the 4 Papatipu Runanga of 

M
urihiku/Southland and M

urihiku Regenerate -given our current and future dem
ographic and given Iw

i engagem
ent in new

 Industriesin 
Southland; Iw

i are com
m

itted to enhancing career and w
ellbeing pathw

ays for M
āori 

•
That these plans are sorely needed is evidenced by the situation of M

āoriin education and the w
orkforce:

•
M

āori unem
ploym

ent is  tw
o to three tim

es that of Pākehā, 
•

The pay gap for M
āori is tw

ice that of the gender pay gap
•

M
āori are concentrated in low

-pay sectors, predom
inantly labourers (30%

)
•

M
āori youth have low

er rates of academ
ic achievem

ent in Southland.  Just 33%
 obtain Level 3 or above com

pared to 47%
 for pakeha and 

44.7%
 for the region overall. In addition M

āori youth in Southland are at least tw
ice as likely to experience education exclusion or 

disadvantage  
•

M
āori in Southland have a greater proportion of Rangatahi (0-24 years) in that age profile than in the older population w

hich suggests M
āori 

w
ill be a significant contributor to our future productive w

orkforce
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M
urihiku Regenerate

•
The plan for change, detailed in Puta I Tua (Future Skills Strategy), is to

re-orient M
āori pathw

ays tow
ards future focused careers w

hich pay 
better, offer opportunities for progression and protect w

hanau from
 future recessions. Puta I Tua has developed strategies and identified the 

actions needed to reach it’s targets of an additional 6000+ M
āori in high skilled jobs and additional 400+gaining Level 3 N

CEA (South Island 
w

ide).  In M
urihiku, it is forecasted 1000+ jobs w

ill be created betw
een 2023-2026 (Te M

atapae | Infom
etrics)

•
M

urihiku Regenerate and  M
urihiku Papatipu Rūnanga continue to gather data and evidence to support their regional econom

ic business 
cases.

For m
ore info. on Puta I Tua, see Puta-i-Tua-Strategy.pdf (m

aorifutures.co.nz)
and for m

ore detailed inform
ation on M

āori em
ploym

ent and 
education, see Statistical Report in Appendix 1, pgs. 16-20 &

 30-31 
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Transition of N
ZAS staff on plant closure 

Expected closure is Q
4 2024

Transition &
 retention of staff at Tiw

ai into businesses in Southland
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N
ZAS Transition

N
um

ber of em
ployees 

708 (excludes contractors)

Role types 
Trades -129
O

perations -365
Leadership/ Professional/ Technical –

214
Dem

ographics –
retirem

ent age 
16%

 current em
ployees at or over retirem

ent age in 2025

Individual future plans 
x

All em
ployees w

ill be given an opportunity to participate in M
y Future Plan program

 
x

W
ill include a support package and access to subject m

atter experts to assist w
ith preparing for their future 

endeavours –
w

hether that be future em
ploym

ent or otherw
ise

x
This w

ill include training/re-training/re-skill for other roles and include connection w
ith local businesses for future 

em
ploym

ent
x

W
ill com

m
ence next individual discussions to understand future desires in Q

4 2021 and progress through until 
operations cease (bulk of program

 to occur in 2023-2024)
x

N
ZAS w

ill encourage our contracting groups to offer a sim
ilar support program

 to contractors w
ho are regularly 

based at Tiw
ai 

Latest direct 
and

indirect num
bers

2020 N
ZAS em

ploym
ent contributions (N

ZAS 2020 sustainable developm
ent scorecard and socio econom

ic im
pact 

assessm
ent report)

x
738 direct em

ployees
x

257 contractors
x

1282 indirect and flow
 on im

pacts
Industry types included 
in indirect num

bers
x

M
anufacturing 

x
Construction 

x
Retail trade

x
Professional, scientific and technical services 
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Solution pathw
ays to consider

W
hat w

ould  the m
ain pathw

ays be to develop solutions for Southland, based 
on w

hat w
e’ve learned from

 our research?
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Solutions pathw
ays to consider

•
Enabling businesses &

 
organisations to increase 
efficiency, productivity and 
success by thinking and doing 
things differently –

m
indset, skills 

and process change

•
Doing m

ore w
ith w

hat w
e have. W

here 
are there pockets of labour, already 
here, that either aren’t in the 
w

orkforce or aren’t being fully utilized 

•
The changes w

e can m
ake through 

im
provem

ents in content and 
delivery and the addition of new

 
courses and m

odels of learning

•
W

ays to add to our w
orkforce in 

num
bers and skills:

•
Attracting and retaining new

 people 
and fam

ilies to live in Southland
•

Keeping young Southlanders here
•

Attracting returning Southlanders
Attraction &

 
retention

Education &
 

training

Continuous 
business 

im
provem

ent

Labour 
utilisation
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Solutions -project exam
ples

Attraction and retention
Education, skills and training

1.
The next Zero Fees idea –

interest free house deposits so 
‘everyone gets a house’ (t&

cs apply!)?
2.

A bold regional program
m

e positioning Southland as a leader in 
w

ork/life balance
3.

Develop regional narrative/stories
4.

Separate businesses like G
P’s, dentists, teachers to explore 

m
odel such as w

here high schools acted jointly to attract  
international students

5.
Housing issues m

ust be addressed –
quantity and quality 

6.
Partner em

ploym
ent assistance service 

7.
Incentivisation schem

es for staff as ‘recruiters’
8.

U
tilise dem

ographic inform
ation from

 Southland  W
orkforce 

Strategy
to understand target m

arket, and assist w
ith targeted 

m
arketing cam

paigns  

1.
Review

 offerings against the 3 E’s –
early, experiential and engaging 

2.
Farm

 4 Life m
odel

3.
W

ell defined vocational pathw
ays illustrating clear career progression w

ith 
real exam

ples 
4.

Establish local retail tertiary training 
5.

Roving cadetships for SM
E groupings 

6.
Em

ployer education –
change their approach/attitude so they aren’t 

expecting w
orking conditions to continue as they used to be

7.
Governance program

m
e that is accessible and builds strong pool of up and 

com
ing directors, w

ith a database for businesses to search for right skills set

Labour utilization
Continuous business Im

provem
ent

1.
Develop a  Southland Youth Strategy &

 understand w
hy w

e 
have so m

any youth not in the w
orkforce and how

 this can be 
changed

2.
W

ork w
ith others investigating a 12 m

onth job for seasonal 
w

orkers  (Taranaki, Beef &
 Lam

b N
Z &

 Prim
ary ITO, M

SD)
3.

M
ore flexible rostering/w

ork conditions to suit those w
ith 

lim
ited hours available (w

orking parents, retirees)
4.

U
pskilling aging w

orkforce in digital skills 
5.

Investigate potential in refugee com
m

unity

1.
Clusters like SO

REC –
businesses, industry and the region w

orking on key 
initiatives for change

2.
Supporting SM

Es to m
ake the shift in thinking and acting differently through 

success stories, m
odelling, peer persuasion, incentives.  Its not a one-off 

w
orkshop or sem

inar.  Requires ongoing coaching and quality m
entorship in 

areas including:
•

Governance –
create database for new

 aspiring directors/skillset
•

Strategy
•

Succession planning
•

O
perational excellence
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HIGHIMPORTANCE/IMPACT SOLUTION      LOW

LO
W

                                                  SPEED/EASE TO
 ACHIEVE 

HIGH

Youth Strategy &
 

im
plem

entation

‘Zero fees’ housing

Farm
4Life

Partner Em
ploym

ent 
Program

m
e

Seasonal Passport

Flexible w
ork 

program
m

e

Aspiring 
Directors 
Program

m
e

SM
E support 

program
m

e

M
atrix for assessing solution ideas

Vocational 
pathw

ay 
m

apping



Regional business engagem
ent

Insights gathered from
 in-depth interview

s, focus groups, and surveys
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G
eneral 

business 
O

rganisation
Topic

N
eil M

cAra
Chair, Southland Cham

ber of 
Com

m
erce

Econom
ic developm

ent

M
ike Shatford

M
urihiku Regenerate

Regional developm
ent

Aim
ee Kaio

Regional Investm
ent, N

gai Tahu
Regional developm

ent

Prue Halstead
M

anager, Invest South
Econom

ic developm
ent

Anna Huffstutler
E Tū U

nion
W

orker perspectives

Anna Stevens
Southland Housing Cham

pion, 
Cham

ber
Housing supply 

Ben Lew
is

Great South
Econom

ic reports

Future 
industries
Dave Sim

pson
T4 Group 

Data Centre

Dave Taylor
Technical Director, Aquaculture N

ew
 

Zealand 
Aquaculture

Ted Culley
Sanford

Aquaculture

Steph Hopkins
Policy M

anager, Aquaculture N
ew

 
Zealand

Aquaculture

Sarah Brow
n

Consultant
Hydrogen

Steve Canny
Great South

Hydrogen, O
ats, Space

Ham
ish Sm

all
SIT

Anim
ation &

gam
ing 

Aged Care

M
argaret Brow

n
M

anager, Calvary Hospital
Aged Care

Sharron Adler
M

anager, SDHB O
lder Persons Contracts

Aged Care

Accom
m

odation &
  

Hospitality 

Chris Ram
say

CEO
, ILT

Accom
m

odation &
 hospitality

Kate French
O

w
ner, The Batch Cafe

Hospitality 

G
eoff Thom

son
M

anaging Director, Distinction Hotels
Accom

m
odation

Prim
ary Sector

Daryl Thom
pson

Chair Rural Contractors Association N
Z

O
w

ner, Daryl Thom
pson Contractors

Rural contracting

Andrew
 M

orrison
Chair, Beef &

 Lam
b N

ew
 Zealand

Sheef &
 Beef Farm

ing

Sim
on Hopcroft

Fonterra Co-operative Council

Dairy Farm
er (W

estern Southland)

Dairy Farm
ing

Richard Kyte
M

anager, Thriving Southland
Environm

ent
Rob Phillips

CEO
, Environm

ent Southland
Environm

ent/Regulatory

Bernadette Hunt
Vice president, Federated Farm

ers 
Southland

Farm
ing

M
atthew

 Richards
CEO

, Fortuna G
roup

Dairy Farm
ing

Paul M
arshall 

Chair, iRSLG
Dairy Farm

ing
W

arw
ick Low

M
arketing M

anager, Vet South

Tangaroa W
alker

Farm
 4 Life

Dairy / Education 
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Transport

Elliott M
itchell

GM
 Hum

an Resources, HW
R

Transport &
 

Infrastructure

Kim
 Hill

Business Im
provem

ent, HW
R

Business im
provem

ent 

John Stevens
Business Im

provem
ent, HW

R
Business Im

provem
ent

Education

Ivan Hodgetts
M

inistry of Education
School education 

O
nno M

ulder
CEO

, SIT
Tertiary education

M
aree How

den
SIT

Health/N
ursing

Ham
ish Sm

all
SIT

Tertiary education

Jarlath Kelly
Principal, Verdon College

Secondary education

Doug Rodgers
Trades Faculty, SIT

Tertiary education

Sim
on M

andal-
Johnson

Teacher Supply &
 Strategy Design, 

M
inistry of Education

School education 
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Local Council

Rhiannon Suter
Strategy M

anager, Invercargill City 
Council

Council projects &
 staffing

Cam
eron M

acintosh
CEO

, Southland District Council
Council overview

M
ichelle Stevenson

Policy M
anager, Southland District 

Council
Council projects 

Rachel M
iller

Environm
ent Southland

Council projects &
 staffing

Am
y Kubrycht

Hum
an Resource M

anager, 
Environm

ent Southland
Staffing

M
atthew

 Bayliss
Gore District Council

Council projects

Construction

Scott O
’Donnell

M
anaging Director, HW

R
Com

m
ercial

Geoff Cotton
Invercargill Central Project M

anager
Com

m
ercial

N
ick Ham

lin
Southland District Council 

Com
m

ercial 

Kerry Archer
President N

Z M
aster Builders 

Association
Building

Brent Knight
M

cCulloch Architects
Com

m
ercial &

 Residential 

Boyd W
ilson

CEO
, Bonisch Consultants

Com
m

ercial &
 Residential



Professional 
Services
Jam

es Harvey
Partner, M

cCulloch &
 Partners

Accounting

Paul Row
e

W
ell South

GPs
Jayne Jepson &

 
M

ichelle M
cClim

ont
SDHB

Hospital 

Kelvin Khoo
Southland Dentists Association

Dentists

Ham
ish M

cKenzie
GM

 Hum
an Resources, SBS 

Bank 
Banking

M
ark M

cLean 
GM

 M
em

ber Experience, SBS 
Bank

Banking 

M
anufacturing &

 
Engineering
Jessica Robinson

HR M
anager, Rio Tinto

Tiw
ai &

 transition staff

Joe O
’Connell

Finance Director, KG 
Richardson Group, Chair, SBS 
Bank 

Forestry processing 

Banking

Ceri M
cLeod

M
anager, SO

REC
M

anufacturing Engineering 
N

igel Reaney
M

anaging Director, LM
AC

Richard Grey
O

perations M
anager, Fonterra

Dairy M
anufacturing 

Shashank Pande
Plant M

anager, Alliance
M

eat Processing

M
ary-Ann W

ebber
N

Z Functional Foods
Food Processing

Ross Sm
ith 

CEO
, Blue Sky 

M
eat Processing 

Steve Lindsay
GM

, Southland Real Estate
Real Estate

Retail
Bradley Patton 

O
w

ner N
ew

 W
orld, Elles Road

Superm
arkets

Kelvin M
ooney

General M
anager, W

arehouse Invercargill
Retail

John Green 
M

anaging Director, H &
 J Sm

ith  
General retail 

Tracy Key
M

itre 10
Hardw

are retail 

HRN
Z

Tracey W
hyte

HR Consultant, HR South
Janet Ellis

GM
 Hum

an Resources, Southland District Council
Rebecca Faithful

GM
 Hum

an Resources, Stabicraft
Katherine Frost

GM
 Hum

an Resources, EIS
Helen Young

GM
 Hum

an Resources, South Port 
Dave Stevens

Gm
 Hum

an Resources, Pow
ernet

Advanced Engineering 
W

orkshop (2)
Chris Hughes

CEO
, M

cLeays Precision Engineering
N

athan Barker
CEO

, Sheet M
etalcraft

Gareth Dykes
CEO

, Fi Innovations
David Glen 

CEO
, Stabicraft

Dean Addie
CEO

, EIS
N

igel Davy
CEO

, JKS
Ceri M

cCleod
M

anager SO
REC

Focus G
roups

O
nline Surveys

Business survey via Cham
ber &

 Great South
58 responses
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Appendices

Supporting data &
 inform

ation
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Appendix 1

Southland M
urihiku W

orkforce Dem
and Study

Supporting Docum
ent –

Data

[This report has been produced by the RSLG
 Southland 

M
urihiku Advisor –

M
BIE, and is supplied as a separate 

report]
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Appendix 2
O

nline business survey results and analysis
[Supplied as separate report]
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Appendix 3:  G
reat South Job Listing Data 
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Appendix 3:  G
reat South Job Listing Data 
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Appendix 4
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Source:  Article by Em
m

a Fitz, From
 1992 to 2021, here’s how

 m
uch you needed to earn to afford a N

Z house, w
w

w
.spinoff.co.nz–

illustrates Southland 2
ndm

ost affordable region in N
Z to buy a house


