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Executive Summary

The population of Southland has experienced modest growth since 2001. However, this
growth is below the national average and is well below the population of the region in 1991.
A key issue facing the region is mine closures and there is ongoirsipriebetween

economic development and environmental concerns.

A

{2dziKfF yRQa SGKyAO RAGSNERAGE Aa fSaa JF NASR
dominant ethnic group are New Zealand Europedanh { 5K ¥2f f 246SR 068& an?2
ethnicities and PacifiPeoples. In terms dhternationalY 2 0 Af Al ez {2dziKfl yRQA
people born overseas is far below the national rate. People born in tied/Kingdomand

Ireland are the largest group of overseas born residents, though recent immigrants are
predomnantly Asian. Within this group, the population born in the Philippines has

experienced the most significant increase in Southland.

In terms of agestructure, the region has seeignificant decreases in population growth for
those aged betwee0 and 19 years and thoseaged betweerB80 and 49 years. Within the

later age groups, there has also been a marked decrease in the male population compared
to the female population; this is a particularly significant trend because the population
reduction occurs witin reproductive and working age groups. Starting from580years,

the population of all subsequent age groups have increased.

With these population changes andevelopments in mind, weeport on the findings of

three research projects carried out in ttf@outhland areahousehold interviews; employer

surveys; and focus groups with school leavdf®usehold interviews with 26 people

resident in Southland revealed three doramt viewpointsabout life in the regiorwhich we

RSa ONJOO/NA IOXK A P 3 OnitkeSMojeR O WhR is#eNS s b Sg %SH f I YRS
W9 y NRA OK A y Fefers KoSthoge 2p@rlicipa@dts who can be characterised by their
commitment to the local community and their belief that new migrants will add to the
richness of the regioriThe viewpd Yy ¢S Ol f f SR Why (KS a2@SQ N

who were concerned primarily with mobility and their belief that leaving the region to

N>

pursue education and employment opportunities was vital. The final viewgois K2 A & (K



bSé bSg %S lrefels yoRHe Mpethess of those participants who recognise that

both national and regional identities are changing.

A survey of employers in the Dairying and Education sectors revealed that employers in
general use similar strategies for recruiting aredarning employees, particularly increased
training and professional development, as well as identifying internal career pathways.
Employers generally agreed that providing support for newly arrived immigrants,
coordinating discussions and action plans agdkey stakeholders in the labour market,
locally promoting regional employment needs and providing support from economic
development agencies were ways in which the central government could help with
recruitment. The large majority of employers reportdtht their companies did not employ
immigrants, though those who did perceived them as @gng more benefits than
challenges, especially the different perspectives and diversity they brought, as well as a
better work ethic. Employers in general perceivedraater number of future challenges
than current ones, thougloss of young talent, general population movement and balancing

supply and demand/rapid growth were cited as important current challenges.

Focus groups with students at a local high schootatdthat ethnic diversity was not as
LINEYAYSYG | GKSYS Ay {2dziKflyR &adGddzZRSydaqQ f A
(particularly Auckland and Wellington). Despite this, students displayed a reasonably
positive viewpoint regardingthnic diversity in their communities, though they described
considerable resistance from older generations. There was a general consensus among the
students that they would spend the majority of their adult lives in the Southland region. As

with focus groupsith studerts in other regions across New Zealafaimnily was cited as a

key reason for stayingn the area This was partly out of a sense of obligation to stay and

help their parents by working for them.



Introduction to the NTOM Project: Household Interviews,
Employer Surveys, School Focus Groups

The Nga Tangata Oho Mairangi (NTOM) research programme is funded by the Ministry of
Business, Innovation and Employment (MBIE). The programme of research is broad and
involves both Massey and Waikato Uarisities. This report focuses on the Massey

contribution which examines how people make sense of the demographic changes occurring

within their local region.

Questions relating to migration, mobility and a sense of community were asked across five
regions Auckland and Wellington in the North Island; and Canterbury, West Coast and
Southland in the South Islandihese are all regions experiencing different kinds of
population change: high population growth (Auckland and Christchurch); new patterns of
immigration (West Coast and Southland); and steady growth in the context of a
LINBR2YAYFy(dfeé 9dz2NPLISFYk tn{1SKn 6171720 LI2 Lz |

In each of these five regions, using an iterative mixed method approach, we completed
three projects in order to better mderstand how people, (household members, employers
and school leavers) were responding to the changes happening in their communities (Figure
1). In the first project, which focused on households, a Q sort followed fepth
interviews with household mebers was undertaken in order to identify different
viewpoints on regional population change. The second project focused on employers, and a
survey was used to collect information about the opportunities and challenges faced by
those in business. The fingroject was focus groups with school leavers who were
identified as a significant demographic cohort because they face important decisions with
respect to labour market engagement and mobility. The focus groups were designed to
NBEGSHt & dzRS drnid airatiorsfias @ell ash dhybeunities and obstacles they

face.

10



Figure 1 - Three Inter-Related Stagesof the Southland-BasedResearch

Househol Employer Focus
Interviews Surveys Groups
interviews Education; Dairyin in one school
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Demographic Trends : Southland Region

Population Change in Southland Region

SouthlandA & YIFAYyfl YR bSg %SIftlyRQa &a2dziKSNyvYz2ali
Knf, which is 12.percent2 ¥ b Sg %S| £ yRQ& (i thé fedion BodNaF | OS =
population of 93,342 inhabitants, equivalentto D8rcent2 ¥ (1 KS O2 dzy @@ Qa {2 1
(Figure 2). Southland region includes two districts (Southland and Gore) and one city
(Invercargill) which are administered by their respective councils. The Southland Regional
Council (Environment Southland) handles regional responsibi{lEegirmment Southland,

2014)

¢KS NBIA2YyQa LRLMzZA FGA2Yy A& dzyS@Syte RA&AGNRO
S5AA0GNAOGQa | NBIF Sy 02 YL ai%percent2f2 WilKES tNByAR 2lyNE
land area), followed by Gore District with 1,252 K@®.8 percentii KS NBIA 2y Qa (2
area) and Invercargill District with 491 K@d.5percent2 ¥ (G KS NBIA2y Qa (20Gl
O2YyUNI 4G {2dz0Kf I yYRQA&A3LLjRrcddr? F i KNKYES MBENERY A0 4.
D2 NB Q fercentl dydgR L y @ S NIpérded (Sduthleénd DigtrigCouancil, 2014Gore

Distric Council, 2014; Invenzall City Council, 2014fEconomic activities such agriculture

fishing forestry and energy resources likal and hydropowercomprise a resource based

industrial economy (Grant, 2013).

{ 2dzi Kf I YR NI 3 A dogafich had esulEdllinLaK vel@tively honogenous

LJ2 LJdzf  GA2y® ¢KS wHWnmo OSyadza aK2gSR GKIFGO {2
proportion of peoplewho selfidentify as European/New Zealand European (g#9cent

compared to 74percentnationally) and a smaller proportion of oversebsrn people (9.7
percentcompared to 23.¢ercentfor New Zealand as a whgld?eople born in the UK and

Ireland are the largest group of erseasborn people in Southlandthey make up 32.3

percentof the total overgasborn population of the region.

12
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Figure 2 z Southland Region Populatioh
2001, 2006 and 2013 Censuses

325,000 32.5%
275,000 27.5%
225,000 22.5%
5 175,000 — 17.5%
8
S 125,000 — 12.5%
&
o 75,000 — 7.5%
*
25,000 =1 ma
-25,000 -2.5%
-75,000 -7.5%
2001 Census 2006 Census 2013 Census
i Region 91,002 90,876 93,342
i Region Growth -6,096 -126 2,466
i NZ Growth 118,974 290,670 214,101
wr— Region as % of NZ 2.4% 2.3% 2.2%
—— Region Growth Rate -6.3% -0.1% 2.7%
= NZ Growth Rate 3.3% 7.8% 5.3%
—4— Region Growth as % of NZ Growth -5.1% -0.04% 1.2%

! Information based on Statistics New Zealand. (2001). 2001 Census Regional Summary Rettieged from
http://www.stats.govt.nz/Census/200tensusdata/2001-censusregionatsummary.aspx Statistics New Zealand.
(2006). 2006 Census Regiorimmary Tables. Retrieved fronhttp://www.stats.govt.nz/Census/abou?006
census/regionabummarytables.aspx Statistics New Zealand. (2013c). 2013 Census Ré@ammary TablesPart

1. Retrieved frontttp://www.stats.govt.nz/Census/201-8ensus/datatables/regionalsummarytablespart-1.aspx

Southland? population has experienced modest growth from 91,002 in 2@093,342 in
2013. However, this is well below the 99,951 inhabitants that the region had in 1991. In
addition, the region hagxperiencedpopulation growth that is below the nationdé¢vel.
While the population growth experienced in New Zealand in the 2001, 2006 and 2013
censusyears was 3.3percent 7.8 percent and 5.3percent respectively the Southland

regionsaw growth/decline of 6.3 percent - 0.1 percentand 2.7percentrespectively.

In 2013, Southland had slightly more fensmthan males, with 50.5percent females and
49.5percentof males. In 2013, the female population made upp@@cent(1476 people) of
the total population increase dhe Southland region (2466 pete).

Figure3 shows Southland region's population pyramid floe 2006 and 2013 census years,
and Figure4 presents the changein age structure. In 2013, the base of the pyramie(0

13
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year age group) shows an increase of 405 people compared with 200&veQg there was

a significant decrease in the population growth for the age groups 10 to 19 y&ds (
people) andanincrease in the age groups between 20 to 29 years (+612 people). The most
significant drop, between 2006 and 2013, occurs in the agapyr &0 and 49 years2@04);
within this age group, the male population decreasE2@0 people) was well above that of

the female population decreasel(20 people). This igarticularly significant because the

population reduction occurs within reprodue#g and working age groups.

Starting from 5664 years, all subsequent age groups increased during the-2008

period. Accounting for a growth of593 people, this is well above thetal population

increase of Southland region (2466 people). A greatewtr in the male population iseen

in the 7579 age groups and abovd 68 people compared with 2#r females. These trends
NEFfSOG GKS |3SAy3 LINRPOS&daa 2F U KN péreentzaf Kt | y R
the population was aged between 0 add, which is lowethan the 20.4 percentfor New
%SlIfFYyR® LY FRRAGAZ2Y S { 2 @GbKhhve yhReadwditbh 23804 2 f
percentin 2006 to 16ercentin 2013, abovehe 14.3percentobserved nationdy.

14



12013 Census

85 years +
80¢84 Years
75¢79 Years
70¢74 Years

Figure 3 zPopulation Pyramid?!

2006 and 2013 Census

2013 Census 02006 Census 02006 Census

Male

Female

65¢69 Years | id
60¢64 Years | el
55¢59 Years i 1d
50¢54 Years { 1
45¢49 Years |
40c44 Years |
35¢39 Years | |
30¢34 Years | 'l
25¢29 Years |
20¢24 Years |
15¢19 Years | i |
10c14 Years | -
5¢9 Years |
0c4 Years i

10.0% 7.5% 5.0% 25% 0.0% 25% 5.0% 7.5% 10.0%
Percentage by gender at each eage group

Age Group

!Information based on Statistics New Zealand. (2006). 2006 Census R&giomahryTables.
Retrieved from http://www.stats.govt.nz/Census/abou2006 census/regionasummary
tables.aspx Statistics New Zealand. (2013c). 2013 Census Regional SummaryqTrRénfes.
Retrieved fromhttp://www.stats.govt.nz/Census/201-8ensus/datatables/regionalsummary

tablespart-1.aspx

To analyse the net population growth by age group between the intercensal periods 2001
2006 five years) and 2008013 6evenyears}, Figure 3 presents the Annual Intercensal
Population Change by Age Groups and Figure 4 shows the Annual Intercensal Growth Rate
by Age Group. The graphs show the average net annual growth and annual growth rate for

the years of each period.

Between 2006 ad 2013 the population in the 1619 and 30-49 year age groups had a
negative annual growth, with a growth rate o2.1 percentand- 4.9 percent, respectively.

The people in the 489 age group experienced the most significant drop in their annual
growthrate, from 1.8percentin 20012006 to - 0.9 percentin 20062013. The people in the
70-74 age group experienced the most significant jump in their annual growth rate, from a

growth of- 0.8 percentto 2.4percent(see Figur®).

1 Every five years Statistics New Zealand takes an official count of the population and dwellings in New Zealand.
However, due to the Christchurch earthquake on 22 February 2011 the 2011 Census was not held on 8 March 2011
as planned and wagescheduled for 5 March 2013 (for more details see http://www.stats.govt.nz/Census/2011-
census.aspx and http://www.stats.govt.nz/Census/2013census.aspx). As a result of this, the census temporal series
of 5 years waddisrupted. To allow comparison betwea the 2001-2006 and 20062013 intercensal periodsan annual
analysis was introduced.

15
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Population

Figure 4 zAnnual Intercensal Population Changéy Age Group
2001, 2006and 2013 Censuses

w2001 -2006 Censuses @ 2006 - 2013 Censuses
225
175
125
75
25
-25
-75
-125
-175
-225
S < S S < S S < S < < S < S S < S x
*z%\ *zfé @»\ *éé *zé *zé @é @q} *Qrz} *99‘ @é @z‘ *eé @»\ *zq;\ *@ *zé &
\\Q/
Q,v o,/‘” N A D N D e R @ S o
I AR A A R I A A A A A

Age Group

Ynformation based on Statistics New Zealand. (2001). 2001 Census Regional Summary Tables. Retrieved from
http://www.stats.govt.nz/Census/200£ensusdata/2001-censusregionatsummary.aspx Statistics New
Zealand. (2006). 2006 Census RegionalSummary  Tables. Reieved from
http://www.stats.govt.nz/Census/abou?006-census/regionasummarytables.aspx Statistics New Zealand.
(2013c). 2013 Census Regional Summary Tgtiest 1. Retrieved frorhttp://www.stats.govt.nz/Census/201-3

census/datatables/regionalsummarytablespart-1.aspx

Figure 5 zAnnual Intercensal Population Growth Rateoy Age Groupg

Population Growth Rate

2001, 2006and 2013 Censuses

5% —a—2001-2006
Censuses
4% hd

3% /\/"\ @
2% X \‘\k /'r/\\\
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QA0 v ‘?’:\\a%e

Age Group

YInformation based on Statistics New Zealand. (2001). 2001 Census Regional Summary Tables. Retrieved from
http://www.stats.govt.nz/Census/200tensusdata/2001-censusregionatsummary.aspx Statistics New Zealand.
(2006). 2006 Census Regiorlimmary Tables. Reieved from http://www.stats.govt.nz/Census/abou?006
census/regionasummarytables.aspx Statistics New Zealand. (2013c). 2013 Census Regional Summan Rabtes

1. Retrieved fronfttp://www.stats.govt.nz/Census/201-8ensus/datatables/regionalsummarytablespart-1.aspx
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Cultural Diversity in Southlath

In terms of ethnic identification, Southland isdominated by those who seiflentify as

European; its ethnic composition shows that in 2013, European is the largest ethnic group in

the region (89percentor 79,731 people, up from 78ercentA Y Hnnco0 F2ff 26SR

(13 percentor 11,610 people, up from 11,8ercentin 2006). Other ethnic groups with
growingpresence in the Southland region are Asian (®Bcentor 2841 people, up from

1.3 percen) and Pacifideoples(2.1 percentor 1917 people up from 1.percentin 2006)
(seeTable 1 and Figur@).

Table 1 - Percentageof Population by Ethnic Group
2001, 2006and 2013 Censuses

Europeaf Mnori Asiart New Pacific MELA

Zealander
2001Census 93.4% 11.3% 1.0% 1.4% 0.1%
2006Census 78.6% 11.8% 1.3% 15.3% 1.7% 0.2%
2013Census 89% 13% 3.2% 2.2% 2.1% 0.4%

YInformation based on Statistics New Zealand. (2001). 2001 Census Regional Summary Tables. Retrieved from
http://www.stats.govt.nz/Census/200tensusdata/2001-censusregionatsummary.aspx Statistics New Zealand. (2006). 2006
Census Regiongbummary Tables. Reteved from http://www.stats.govt.nz/Census/abou?006-census/regionasummary
tables.aspx Statistics New Zealand. (2013c). 2013 Census Regional Summary Tallest 1. Retrieved from
http://www.stats.govt.nz/Census/201-8ensus/datatables/regionalsummarytablespart-1.aspx

Includes people selflentified as New Zealar@ dzZN2 LIS ykt n{1 SKn ®

% KS RSTFAYAGAZY 2F 1l airly SGUKyAOA(le dzASR Ay (GKA& NBLIZaBI Aa azdNDSR
Chinese, Indian and other peoples from East, South and Southeast Asia, but no furtheromwesirth than

I TAKFYA&GEY 6t NFYOTFE SO FEdX wammI LI yo

“Includes people selfientified asMiddle Eastern, Latin American or African.
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Figure 6 zPopulation by Ethnic Group!
2001, 2006and 2013 Censuses
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Ethnic Group

"Information based on Statistics New Zealand. (2001). 2001 Census Regional Summary Tables. Retrieved from
http://www.stats.govt.nz/Census/200tensusdata/2001-censusregionatsummary.aspx Statistics New Zealand. (2006). 2006
Census Region&ummaryTables. Retrieved fromttp://www.stats.govt.nz/Census/abou006-census/regionasummary
tables.aspx Statistics New Zealand. (2013c). 2013 Census Regional Summary Talflest 1. Retrieved from
http://www.stats.govt.nz/Census/2018ensus/datatables/regionalsummarytablespart-1.aspx

Includes people seltlentified as New Zealarf@l dzN.2 LSl yktn|SKno

% KS RSTAVYAGAZY 2F 1 aAly SOKyAOA(Ge dASR Ay GKAAWNBLIZ NI A& &2 dzh
identify as Chinese, Indian and other peoples from East, South and Southeast Asia, but no further west or north than

I FAKFYAAGEY 6t FNFOTFE SG fdZX wammI LId yo

“Includes people selfientified asMiddle Eastern, Latin American or African.

Figure 7 zAnnual Intercensal Population Growthby Ethnic Groupt
2001, 2006And 2013 Censuses
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YInformation based on Statistcs New Zealand. (2001). 2001 Census Regional Summary Tables. Retrieved from
http://www.stats.govt.nz/Census/200tensusdata/2001-censusregionatsummary.aspx Statistics New Zealand. (2006). 2006
Census RegiongbummaryTables. Reieved from http://www.stats.govt.nz/Census/abou?006-census/regionasummary
tables.aspx Statistics New Zealand. (2013c). 2013 Census Regional Summary ¢alitest 1. Retrieved from
http://www.stats.govt.nz/Census/201-8ensus/datatables/regionalsummarytablespart-1.aspx

Includes people seltlentified as New Zealar@l dzN.2 LIS | yktnl SKn o

%KS RSFAYAlGAZY 2F | aAALY SuKYAO}\ue dzaSR Ay (GKAA& NBLRNI Aa azdzNd
identify as Chinese, Indian and other peoples from East, South and Southeast Asia, but no further meett than

I FAKFIYA&GEY 6t NFOTFHE SO FEdXI wammI LI yo

4Includes people selflentified asMiddle Eastern, Latin American or African.
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Figure7 shows the Annual Intercensal Population Growth by Ethnic Group for eachnyear

the 2001-2006 and 200013 perods. In terms of annual growth, the most significant

change was experienced lifie population who seltidentified as European. Thgroup
experienceda negative annual growth of727 peoplein the period 20012006 and an

annual growth of 453 peoplein the 20062013 intercensal periadOne of he reasoms
0SKAYR GKAAa OKIy3aS ¢gla GKS AYUNRBRdAzOOUAZ2Y 27
and the media campaign thaencouraged people to write in a New Zealander respdnse

0KS OStyfsaleizi18,860 pgae from the Southland region to setfentify as New
%SlIfFYRSNWYW 2KAfS Ay (GKS Hnmo [/ Syadzas GKS ab
there was no media campaign and the number of 'Newl&®der' responses dropped to

2nmMmo LIS2LX S . & O2y i NIPadplesas wallladifddle Easteth,NAtin Yy Rt

American or African ethnigroupshad a higher annual growth.

Mobility in Southland Region

In 2013 the populationwho wereoverseasborn increasedrom 7.4 percento 9.4 percent

in 2006up from6.3percentAyY Hannm® CNRBY {4d3n pbdbl@ianz32Qa 23S
percent (2916) were born inthe UK and Ireland, 24¢ercent (2163 people) in an Asian

country and 13ercent(1173 people) in Australia (see Fig@e

The Southland region's Asltzorn population lkas experienced an increase o42R people
since 2006, when 741 people or p&rcentof overseasorn Southlanders werfom Asia
This is the most significant increase among all overbeas groups in the Southhal region.

The most significant increase since 2086n the population born in the Philippines (+825

people).
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Figure 8 zPopulation OverseasBorn by Birthplacel
2001, 2006and 2013 Censuses
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12006 Census 2,793 741 1,065 879 459 420 285
42013 Census 2,916 2,163 1,173 912 705 651 327
Birthplace

YInformation based on Statistics New Zealand. (2001). 2001 Census Regional Summary Tables. Retrieved from
http://www.stats.govt.nz/Census/200tensusdata/2001-censusregionalsummary.aspx Statistics New Zealand.
(2006). 2006 Census Regionaummary Tables. Retrieved fronhttp://www.stats.govt.nz/Census/abou006
census/regionabummarytables.aspx Statistics New Zealand. (2013c). 2013 Census Regional Summary Rabies.

Retrieved fromhttp://www.stats.govt.nz/Census/201-8ensus/datatables/regionalsummarytablespart-1.aspx

In general, the birthplace ofhe overseasborn population in the Southland region has
experienced little variationbetween the censusegsee Figur 9). The most significant
changewas observed in the Asthaorn population, which in 2013 went up to 2g&rcent
(from 0.8percentin 2006 and 0.fpercentin 200J). In terms of overseaborn population
annual growth in the Southland gen, people born in Asian countries are the group that
increased the most between 20813, with an annual population growth of 203 and an
annual growth rate of 38.4¢ercent The people from Middle EgsAfrica andthe Pacific
were the second and third group that experienced significant growth (annual growth rate of
11 percentand 10.7percentrespectively), whereasesidentsborn in the UK and Ireland,
Australia, North America and other European countries had modestthr(see Figure10

and 11).
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Figure 9 zPopulation OverseasBorn by Birthplace as Percentage
Southland RA C E T Popul@tion?
2001, 2006 and 2013 Censuses
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YInformation based on Statistics New Zealand. (2001). 2001 CeRsg®onal Summary Tables.

Retrieved from

http://www.stats.govt.nz/Census/200tensusdata/2001-censusregionatsummary.aspx Statistics New Zealand. (2006).

2006 Census Region8ummaryTables.

Retrieved frorttp://www.stats.govt.nz/Census/abou2006-census/regional

summarytables.aspx Statistics New Zealand. (28c). 2013 Census Regional Summary Tableart 1. Retrieved from
http://www.stats.govt.nz/Census/201-8ensus/datatables/regionalsummarytablespart-1.aspx

Figure 10 zAnnual Population Growthfor OverseasBorn by Birthplacel
2001, 2006 and 2013 Censuses
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Information based on Statistics New Zealand. (2001). 2001 Census Regional Summary Tables.
http://www.stats.govt.nz/Census/200tensusdata/2001-censusregionatsummary.aspx Statistics New Zealand.

(2006). 2006 Census Regionaummary Tables.

Retrieved from

Reteved from http://www.stats.govt.nz/Census/abou2006

census/regionabummarytables.aspx Statistics New Zealand. (2013c). 2013 Census Regional Summang Rates.

Retrieved fromhttp://www.stats.govt.nz/Census/201-8ensus/datatables/regionalsummarytablespart-1.aspx
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Figure 11 zAnnual Population Growth Ratefor OverseasBorn by Birthplacel
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Information based on Statistics New Zealand. (2001). 2001 Census Re&jiomakary Tables. Retrieved from
http://www.stats.govt.nz/Census/200tensusdata/2001-censusregionatsummary.aspx Statistics New
Zealand. (2006). 2006 Cars RegiongbummaryTables. Retrieved frommtp://www.stats.govt.nz/Census/about
2006-census/regionabummarytables.aspx Statistics New Zealand. (2013c). 30Census Regional Summary
Tables¢ Part 1. Retrieved fromhttp://www.stats.govt.nz/Census/201-8ensus/datatables/regionalsummary
tablespart-1.aspx.
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Household Interviews

Methodology

Household Q Methodology Interviews

The interviewswith household members who were residenh Southland and the
surrounding areas employed both Q Methodology andepth interview techniques. The Q
Methodology, or byperson factor analysis, offered a method for the systematic study of
LJ- NI A Gshbigktiyeliedp@rience (van Exel & de Graaf, 2005; Shinebourne &sAda
2007). It provided a way for the researchers to find out adedi & A Rieyeiit &i€@vpoints

on population change. The data was collected through a standard Q sorting process where
participants were asked to consider statements (printed on cards) rané order them
FAFrAyad GkKk2as8S kKSe F2dzyR WwWyz2ad FOOSLIitrofSQ |
participants had completed the Q sort process they were invited to participate in-an in
depth interview about population change. As issues had beendht to light in the Gsort
process, the interviews were able to pick up and develop a number of these ideas and

provide complementary information.
Creating a @Sort

A Qsort process involves asking participants to sort a set of statements to besttréfeir

views about a given topic. In the present study, 35 statements on the possible effects of
population change were created. These statements were generated from a range -of text
based sources including: national and regional media; regional refants local body
councils; academic writing about population change, diversity and mobility more generally;
school newsletters; and the blogosphere. In the first instance, over 350 possible statements
about the effects of regional populatiochangewere colected. Each of the statements
NELINS&ASYUSR GKS aFASEIR 2F &aKINBR (y2¢ft SR3AS
2003, p.33).

The final 35 statements were chosen to best represent the breadth of possible effects of a

changing population and were chesed around three key themes. The themes included:

23



diversity (more people arriving in a region means more ethnic, religious, language, cultural
diversity is likely); the economy (people moving in or out of a region can have an effect on

the local economyand labour market opportunities); and mobility (people are influenced to

move in and out of a region for a range of reasons). The final statements were also chosen

G2 NBLNBaSyild GKNBS wisS@gStaqQy GKS AYRAGDARAZ |
regional level; and the national level. The matrix below (see FigRyerbvides examples of

the statements that represented each category. The full list of 35 statements can be found

in Appendix 1.
Figure 12: Q Sort Matrix
Diversity Individual or household
More ethnically diverse neighbourhoods Different foods are available in my community

Economic Community or region

Changing employment opportunities Local schools merge or close
Mobility National

Young people leave for tertiary study The idea of New Zealander changes

From theQ data, the most prominent viewpoints, or factors, were extracted using Principal
Components Analysis and Varimax Rotation. Three dominant factors were generated. The
research team worked collaboratively to interpret the resulting factors which involved
oSYSNFrGAY3 | WONROG aKSSGQ OGKFG RAaLIX @SR (K
captured the relationships between the three factors. The crib sheet also identified the

most salient contributing statements, the statements that differentiated ometdr from

another, those statements where there was consensus between one factor and another,

and those statements that were held most strongly. In addition, the full transcripts from the
follow-up interviews were used to help interpret the factors. Thésascripts also served

as an internal validity check ensuring that factor interpretations were a good fit with the

conversations shared with the participants.
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The Participants

The participants were selected using a combination of purposive and conwensampling
with the express aim of capturing a range of ethnic backgrounds as wathragrant,
employment and occupational statuses. The selection was not intended to be
representative of the general population of households $outhland® Prospective
participants responded to invitations to take part in the research that appeared in human
interest stories in regional newspapers, strategically placed advertisemanisersonal

communication with a local community development agency.

Q and n-depth interviews were carried out witB6 Southlandresidents {5 women and11
men) from 16 householdsacrossSouthland.The participants livegrimarily in the most
denselypopulated parts ofSouthland Invercargill (15) anore (7) Two participantsived

in Te Anawand two participants lived i@tautau

Of the 26 participants,15were born in New Zealan@he remaining participants were born

in England §); Samoa (1); Argentina (1and Turkey (1)The participants ranged in age
between their early twenties and their late sixties. With regard to employment stdtis,
were in paid employment while the remaining participants were retir2g gtay at home
parents (2), ortertiary students (3) The occupations cited were varied araclude
education and training; professional, scientific and technical services; health care and social
assistance; public administration and safety; administrative and support services; retail; and

construction4

Key Findingaind Discussion

This sectiondescribes thethree most dominant viewpoints that emerged from the
household interviewsn Southland:Enriching the Loc®®n the Mov&® =  WhDORs the!
WS6Q bSé RSt YyRSNI

2 Representativenessas it is commonly understood, is aither a requirement in Q Methodological studiesqdeevan
Exel, de Graaf, & Brouwer, 2007nor qualitative in-depth interviews (Babbie 2013).

3 All of the participants were required to be aged 18 or over.

4 These categorisations are aligned with the Australia and New Zealand Standard Industrial Classification (ANZSIC)
2006 categories.
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Factor OneEnriching the Local

Nine of the 26 participants (two men and seven women) loaded significantlytbattactor

we have called®nriching the Locak In sum, those who share this viewpoint can be
characterised by their commitment to the local community and an understandingthies

and their families contribute to this community. They are concerned about people leaving

the area but are also welcoming of newcomers and the diversity new arrivals can bring.

Those who share this viewpoint are typically very opeméw arrivalsn the community,
irrespective of where they arrive fronMoreover, they feel thatnew arrivals should be
helped to settle into the communityThis is evident in the highly positive rankings that

contributors gave statements such as:
23. Newcomers bring newdeas (+4compared with +2 and +3);
8. Living alongside people who are different (+2 compared with +1 arah@);
17. Newcomers are helped to settle (+3)

Overall, especially when compared with others who participated from Southland, there was
a greatr openness to the prospect of living in a diverse commuaityong those who
contributed to this factorFor some, the prospect wagry differentfrom where they had

grown upwhile others sought to reclaim the diversity they had experienced overseas.

d like cultural diversity principally with an understanding of other cultures and vice
GSNRBRLFE¢ 6{[nno. 0

dhyS 2F GKS GKAy3a L NBIFffé YAda FTNRY 9y-=
up in a very culturally diverse environment. | miss interactimty people who have

320 RAFFSNBYyU OASgar RAFTFSNBYG o6 O 3INER dy
OKNRdzZAK2dzi {2dziKflFyR Ay GKS NHzN}If O2YYdzy.

S4EA 101 ARO ET AOAAEAOO OAEAOO OI OEA OOCOAT COE 1T &£ OEAxDPI ET.
Ol ARAAPOAAI Ao EOCOOCET AEAABGERAAOARI PI AGAT U AAAADPOAAI A6 EO OEC
contributing participant s were neutral about a given statement.

6 This statement statistically distinguished this factor from the other two factors.
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GK2asS LIS2LXS X L NBlrftfe YAriaa GKSan®2y JSNE
mingle and talk with people froRA F FSNBy G o6F O1 ANRdzy Ra¢ o{[ n

Some of the participants specificallappreciated the personal benefits thatdiversity
brought such as different foods being available in the community and cultural festivals,
ranking boh of these statements higher than dee who contributed to theother two

factors or viewpoints.

4. Different foods being available in my community (+4 compared with +2 and +1);

and
12. Cultural festivia (+3 compared with 0 and +1)

Appreciation for diffeent and diverse ways of life was also reflected in the interviews. Food

was often a common feature, as was cooking.

G2SQ@S 3A20 + CA2ALY LYRAILY @g2NJAy3 6AGK
and with an Indian Fijian, she caok O dzNNE X mnylity wadtsizbl knn2

K2g @2dz 0221 OdzaNNE GKS ¢l & aAKS RAR 0SOl dz
KSIR& FYR NI'¢ FAAK | yR @&2dz OKdz01 + 322R (

82dz R2 Adé¢ o6{[nmc. 0

G2 KSy S FANRG OF YS K S NXHythiiglotheg than jugiS NE K
conservative English and Scottish food. That was ten years ago and now you can get

amad FyedKAyd KSNBE X (KSeQ@gS aidlNISR G2
GKS NRIFIR (KSeQ@S 320G Iy ! &AL Yy odedrltt8WNI | NJ S
CtKS2 Q@S 320 y22RfS YR {Solo akKz2Lla X (0KSe
supermarket now has an aisle of Asian foodstuffs thattthe RA Ry Qi dza SR

(SLOOSA)

When explaining the reasons why they had ranked the statements invéne they had,
d2YS LI NIOAOALIYyGa 6SNBE SYOFNNIaaSR GKFG GKS:
festivals and food ovemore serious issues such as income inequalitié®wvever, what

quickly became apparein the interviews was thatultural festials and diverse foods were
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seen as a vehicle for creating and strengthertieg in an increasingly diverse community.
Rather than being shallow, these things offeregportunities for learning about and
experiencing other culturesFor some, a diverse rga of food and cultural festivals also

offered opportunities to teach their children about diversity and inclusion.

That said, thenterviews certainly revealed concernsabout the potential exploitation of
newly arrivedmigrants. This was evident in theAdaoanking(meaning it was unacceptable to

them) given to the statement referencing underpayilogv-skillednewcomers.
33. Lowskilled newcomers paid below the minimum wag@) (

It was also evident in the interview held immediately after theSQt activity as the

following attests.

A

GOoSAYy3d alFNR2yA08 ¢S KIFI@GS G2 3SG LIS2L) S
(SL016B)

G¢KS CAf A LIA-hagdawvhat HappéngTBey areFchleNE Gf | 6 2 dzNJ F YR K
GKS 0201@eQa vSNB 3ISGiAy3a GKSY Ay FyR (K.
g2dzf RyQi t A0S Ay X GKS@& &aK2dAZ R 0S LI AR (K
GCKSNBE IINBE CAfALAY2 ¢2N]JSNAR YR geteeKSy 6
replacement person, not the employer. So the employer ends up without any
NEONHzA GYSy (i O2aiGa o06SOlIdzasS GKS 2ydza Aad LI
IKS8 Q@S NGBS IOEIR KK || g2NJ SNE o6{[nnp!' o

(0p))

Theinterviews also revealed a potential tension aroundreasingethnic diversity for this
group of participants, specifically aroural n 2 N3 ranking of the 35 statements revealed
that, for this group, acknowledgirg n 2 NA  AwAsingpotdani. The fdbwing statement

was ranked as one of the most unacceptable possible outcomes of the population

distributionin Southlandchanging.

Hnd an2NR AY 0 ANGBnpaied with-XNand-2) Iy 2 NSR 0
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One participant explaineéh detail his concern that n 2 N&restanyfght be ignoredand
the importance of recognising the Treaty of Waitangi and acknowledging the privileged

place ofa n 2ddJangata whenua.

GLFT GKS@QNB wiKS 3I20CAMBYBKIIBE oAk S AQGNES (@A |
F'ye SiKyts Obelieeenan mNAHEW a special place in New Zealand and

that, with the Treaty, they might not like it but they need to ensure that their
GASGLRAYG YR (GKS alFFfSte 2F GKSANI LIS2LI S
acknowledge that we have wrgeda n 2 NA  dri$ ipwatasa people are willing

G2 F2NHSG GKSANI NAIKGA GKSYy 6S IINB gAffA
2y NAIKGaAE o{[nmc. 0

Concern about a potential failure to acknowledgen 2 BIJ respect the bicultural

foundation of Atearoa New Zealand was not placed at the feet of migrant newcomers. In
fact, a number of participants discussed the positive efforts made by migrants and the level
of understanding demonstrated by many new arrivals when arriving in Southland, as

illustrated in the quote below.

G L T A yuerseassothataff@t her place of workembrace the culture way more
XA0Q&a 1ljdzZAdS FYIFITAYy3 K2g (GKSe € SFiNgus.GKS f 1
LiQa NBIFff@KMYIWUSNBQIA A FEBY A OKB e A BdX i 2 ted
themselvesinwhol€ S NI SRf @ ® LG Qa 3ANBIGE o{[ nmc! O
In addition to openness towards diversity in the community, this viewpoint is also
characterised by belief thatpeople leaving the area to seek opportunities elsewhere is not
good for the community more widelyrthose who shared this viewpoitypicallyranked the
following statementsas unacceptabler neutral. Although these rankings are fairly neutral,

they are gynificant when compared with the positive ranking of the statements from the

other two viewpoints.
10. Young people leave to find wort compared with +3 and +2)

13. Young people leave for tertiary education (O compared with +4 and +2)
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26. People leavéor Australia {1 compared with +2 and +1)

For those who share this viewpoint, the emphasis is placed on enriching the local
community and the possibility that residents might leave to go elsewhere is thought to have
negative implications for SouthlanBarticipants were concerned about: the implications for
local industry and the economy (and the impact of a struggling local industry); the impact of
increasingly mobile migrants who come into the area tempordafywork but do not stay

and settle and the implicationsfor a sense of community when large numbers of people

leave the areaThese sentiments are captured in the following quotes.

o{Company name]closed and there are some big plans or big employment
opportunities that they had, they were closethd it makes the people think they
[should]leawe, they want to leave their regich(SLO04A)

dWhat seems to happen is migrants are here for a while and then they leave. What

KFELIWISya GKSYy A& @2dz2Q@S 320G ySg LIS2kf S 0O2Y
a2 Ay oy IINBlF @&2dz R2y Qi KI @S &2dzy3d LIS2LJ

actually putting their roots down and staying and building the community here. That

KFra 0SSy I o0A3 amdtgeds ¥ 9S{ 268204081 Yy RESBSRYNE

GThe youngpeople should be nurturefto stay]to grow a community, to endeavour

to get them as a part of the community because this is how you keep the coityn
J2AYIDDNBLYF G GKS Y2YSyld @2dz2QNB 3ISGGAY3
some of the othergroups X ub the young people should be able to make a
survivable income and have a quality of kéhin the 100 I f | NBBnk & lot Xf
people leave because they want to see something other than what they have
experienced SLO12A)

FactorTwo: On theMove

The second factoor viewpoint that emerged irsouthland we have calleé®n the Move&

Those who shared this viewpoint had little in common with those who shared the first
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viewpoint ¢ enriching the local. Eight of the 26 participants 4 men and 4 women)
contributed to this factoe. In contrast to those participants discussed above who were
concerned about the flow of people, especially young people, out of Southland, those who
shared this viewpoint thought being able to move out of the area to taldvantage of
economic and social opportunities was important and a good thing for individihis.is
evident in the high rankings given to a range of statements focused on resident mobility; the

following two statements were ranked as most acceptablelloB% statements.
13. Young people leave for tertiary education (+4 compavitd 0 and +2)
15. People leave because thiegve lost their job (+4 compad with-2 and-2)

Although not ranked highest, those who shdrthis viewpointalso ranked the folloving
statements higher (i.e. more acceptable to them) than those who shared the other two

viewpoints.

2. Older people relocate to get closer to heatilwe facilities (+3 compared witi
and-1)

10.Youngpeople leave to find work (+3 compared withand+2)
13. Young people leave for tertiary education (+3 compared with 0 and +2)
26. People leave for Australia (+2 compared withand +1)

The commonality among these statements is mobiihd being ableto leave the area to
pursue 2y SQa 24y Afgliovs bidpaitindies ivas Rconsidered unacceptable.
Interestingly, not all of the statements focus on employment lalgo traverse health,

education and sociapportunities.

The interviews provided an opportunity for participants to explain why they felt the way
they did. Perhaps unsurprisingly, many talked about the limited employment opportunities

available in Southland, especially in light of recent closures.

7The correlation between Factors One and Two was 0.4650.

8 Of the 35 statements included in the Q Set, 14 distinguished thitof from the other two factors. Six of these were
statistically significant at P<.01 while the others were significant at P<.05.
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& think changing employment opportunitieso | NE O 2 Y @& hbadeio/addpt X
with it X Thea YSt 0SNJ 62y Qi 06S KSNB Ay negdtyS X {

actuallyadapg o { [ nnam. 0

Given this limited economic environment, being able to leave the area was consid&ied v

andaninexorable reality.

G, A&lG G2 I LRAYG 6KSNB 21le&x GKSNBQa o06SS:
YR GKSNBQa 2yfteé a2 Ylyeé 220a3x @&2dz2QNB 32
SALISOALfte AT @&2dz KI @S 7 lforvotkdodall intd yur O y Q

lapt 6 { [ nnc. ¥
AF GKSNBQa y2 62N)] oKIG Stéa SO {Qlnymng20dz R2 K

GThey leave to go to other job opportunities in other regions and for me thatemak
ASYAarST XiKS 220 AayQil K &dwgo sonielvhiere dlsedean S f 2 2
Australia, go to Christchurch, do whatever you need to do to maké®su G K I G @& 2 dzC
211e& FAYLYOAlLttee o6{[nnT! O

A minority of participants also shared their own plans to move away from the area in order
to better support themselgs andtheir families financially and to take advantage of a

multiplicity of opportunities available elsewhere. The following quotes are illustrative.

@ SNaAz2ylFffe LQY \itthe Ry IQASR DXSI KSdNE 2 6y
where we wantto be ilfF A @S &SI NBQ GAYS FyR GKIFIG R2Sa
gNRY3 Ay GKAYlAYy3a (KIFIGK ¢KS G286y FyR (KS
3848 yR &adF3Sad |, 2dz OF yQi 2dzaireditofe KSNE
20KSNJ FI OBPNE) a oStf¢

A can imagingpeople]going to Australia to make bigger money. Working in general

over there is very good money and honestly, me and my husband have akidd

are older nowg 6 SQ@S (It 1 SR fodf®eaziearsdrBake/sBme 2y@b8 NJ
money,LJ- &8 GKS K2dzAS 2FF yR O02YS o601 {2 @&
ddzNB 282dzNJ FlI&AdQAanBN O & NBIffe
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Some participants also felt that it was very natural for young people to want to move away
from home and forge a life elsewhere. Alongside this was a recognition and
acknowledgement that Southland had provided a nurturing environment from which to take

suc a step.
G2 KSy GKS {AR&a INB SAIKGSSY 2N dgSyides (K
glrea L GKAYy]l 6Stftz GKFIGQa 6KIFIG LY@D@SNDOI NZ
YdzNI dzZNRAy 3 LINRPOS&da X La (KFG GKS SyR 27F (K
Certanly, mobility was the primary element that united those who shared this viewpoint.
However, in addition to concerns around mobility and local people being able to leave the
area as necessary, some thoughts abaoivard migration also emerged in the way
contributing participants ranked the collection &5 statements. Although the following
statements are ranked fairly neutrally (typically between +1 &ljd thosewho shared this

viewpoint ranked a range of statements about migrants and migratiene broally lower

(i.e. more unacceptable) than the other two viewpoints.
12. Cultural festivals (0 compared with +3 and +1)
16. Visible signage of ndenglish languagel( compared with 0 and +2)
17. Newcomers are helped to settle (+1 compared with +3 and +2)
19. New Zealand residency is a stepping stehedmpared with+1 and 0)

27. Migrants are valued for thegconomiccontribution (+1 compared with+3 and

+3)
28.Xhools acknowledge culturdifferences(0 compared with+2 and +4)
29. Number of newcomers anease (0 compared withl and +1)

When compared with other participan® @A S gthele kafikings are suggestive of less
2L8yySaa (2 YAINI Y aAthougNibe Stghdefis ravdaledigofe | NB I

ambivalence about the arrival of migrantparticLJ- y Go&c@rns often centred on the

9 Statements 19 and 28 statistically distinguished Factor Two from Factors One and Three.

33



labour market and perceptions of equity. Some participants expressed concern that
migrants were being offered jobs that locally born people were availabi@ willing to

perform.

AiQa y2i (KS ®D20hyd Ay2062 ES&8QBBoAX 06 dzi
ONAY3IAYI GKSY Ay OKSILISN GKIFyYy &RBIBGRNE 4Af

A R2 (GKAY]l GKSNBQa Iy A&daadsS 6A0K (GKS YA
dairy farming because I thinkR2 y Qi KIF @S +ye@& FIFOota 2N lFyei
O2y@SNEI GA2ya LQ@S KIFIRX odzi L GKAY] 322R
miss out because the Filipinos and other migrants as well, they come from
everywhere but | think they come and thegaept a lower wage and will accept

f SAaSN) 62NJAYy3a O2yRAGAZ2Y A O2YLI NBR (2 4KI
FNB SELX2AG4SR + ¢SS oAl YR L GKAYy|l @K
dzy SYLJX 28 SR 0S0OFdzaS GKS& 62y Qi elwo®yLi §KS
conditiong SLO11A

The quotes also capture concerns about equitable outcomes with respect to remuneration.
In some cases, thizvas expressed as concern for migrants who they felt were being

exploited.

d feel for the migrant$< 1ot of themthat are going onto farms andtK S&@ QNBE 06 SA Y
GF 1Sy | R@lputtiag ti@@ in Actiseskthat are mouldy on the inside but the

2N SNE FNBy Qi R2Ay3 FyeidKAY3d I X2éhh R 0 S
NBIffe alFR 0SSOl dzA S theSephdple that greApjeldng upRvBrk v G I 3 ¢
GKFGO bSg %Sl yRRBENEVAR2Y QU ¢l yi G2

FactorThree2 K2 ABS aiK Sb S %St f I yRSNXK

We called thdinal factor that emerged in Southlan®ho is the Mw New ZealandefFour

of the 26 participants (3 women and one magntributed significantlyto this factoro

10 Of the 35 statements included e Q Set, 7 statistically distinguish this factor from the other two factors, three of
which were statistically significant at P<.@he other four were statistically significant atP<.05.

34



There weremany similarities betweethis factor (or viewpoint) and Factoi®ne andTwo:
That saidthere was a key difference that set this viewpoint apart frtime other two andit

primarily concernedone statement:
op® ¢KS ARSI 2F WbSyg w%SIftlFIyRSNR OKIFy3Sa o

Those who contributed to this viewpoint ranked this statement as most acceptable to them.
Importantly, thisstatement statisticallyistinguished thigactor from the other twofactors.

The ranking of other statemenia the Q Sesuggest that openness to a changing national
identity had much to do with their thoughts about an increasingly ethnic diverse region and

their belief that amulticultural society enhanced New Zealand, including Southland.

For example, lthough not a statistically distinguishing statement, the other highest ranking

(i.e. most acceptable) statement by those participants who shared this viewpoint was:
28. Schots acknowledge cultural difference (+4 compared with +2 and 0)
Other statements of note include the following:
16. Visible signage of ndenglish language (+2 compared with 0 ahd
oM® bSHEO02YSNEQ OKAf RNBY | OKAS@S2&&d®GS adl

The comparatively high ranking of these statements suggests that those who share this
viewpoint are comfortable with an increasingly visible presence of migrants in the
communityand the inevitability that everyday life might change, includibdpaal schools.
Those who shared this viewpoint typically felt thisew Zealanders ought to embrace

diversity more, as illustrated in the following.

oNew Zealanders should be encouraged to learn a different language or just be
around people of differentulturesjust to educate them a bit more because people

R2 (KAy3&a RAFFSNByidte yR AdQa 2dzaid 322
(SLO06B)

11 The correlation between Factors Three and One was 0.6667 anidet correlation between Factors Three and Two
was 0.5340.
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Thepositiveranking of the following statementsirther reinforces contributor€beliefsthat

newcomers introduce new ways of thinking to a community and that they should be valued.
23. Newcomers bring new ideas (+3 compared with +4 and +2)

27. Migrants are valued for their economic contribution (+3 compared with +3 and
+1)

The rankings of th following statements also shows thabntributors are aware that
migrating to a new country can be lonely and tmaigrants should be supported to settle

into the community on arrival.
7. Newcomers are often isolategd(compared with2 and-2)
17. Newcomers are helped to settle (+2 compared with +3 and +1)

The interviews provided an opportunity for participants to explain why they ranked the
statements in the way they hads noted, theresponse®verall oftenfocused on migration
and the extent to whah new arrivals shaped national identity. However, the way these ideas
were articulated took very different forms. The first was positive understanding of
multiculturalism and the benefits that migration bringé/hile some hinted at a sense of
inevitabilty, this was framed positively and an increasingly multicultural New Zealand
society wasembraced andrecognisedas generating multiple opportunities he positive

impact of a changing New Zealand (and New Zealanders) is captured below.

A 3 dzS At&xhangingwith tBedtitnes. Growing. The person that wants that one
GKAY3 0KFGQa 3F2Ay3a G2 o0daAfR | O2YYdzyAide
ySs ARSIA Ay YR aidzFF¥ GKFGQa 3I2Ay3a (2

definitele ¢ o6 { [ nnc! 0

d think [New Zealandhas to[change].| think by the time we get to 2050 New

Ny

LS I yRQA -UBNK yADOA W 1 B2 04 TK &28F & 2RAT 7 IINK y;

demographics from ten years ago or twenty years ago, in terms of ethnic-oyake
we have say tenfifteen percenta n 2 Mdd the rest tick the European box. Now

82dzQ@3S LINR O | 6 f @ercehdvduld O tizkinga\doxiitat sdidSAgian, the
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number of dairy workersi KI i 02YS KSNB L) dza 2G§KSNJ 2y
%St yRé o{[nny. 0

The second waa G KI G LIS2LX S Gl f1SR Fo62dzi LRaaiot s
identity wasaround a unifiedunderstandingof national identity that was in keeping with
Wne New2SEHEFYRQ 2NJ WgS Irhetic. £t bSé »%SFflFYRSNAQ

A GKAY{1 AGQa YIdIONRI Re (&KIYYISJR 2 dA R 6S NB
this will everhappen but everybody that lived in New Zealand thought they were a

New ZealandeX L 3 dzS & wish™e WéreYalbjbist one ani K SNBE 4 ay Qi

1 A YR 2IThin@ifwielcoXld lok at having the idea of New Zealander changing

hope it would change for the better, not for the woksgSL0O09A)

A KFER y2 LINRPOfSY 6AGK | CAfALAY2 GKIFGQa
calling themselves a New Zealandd@ihe Census isfereotyping everybody into this

little list of people WK G SGOKyAOA(G& @&2dzt h NE@opdak, ¢St €
& 2 dzCeNI2NAE 2 dzZOQNBE | / KAy SaSeo 2 KSNBEQa bSg %S|
into differentgroupg 6t F NIy SNJ 2F {[ nnd! 0

A small number oparticipantsalsoreferenceda n 2 X Treaty of Waitangi and a desire

to move beyond bcultural New Zealand.
AdQa 3A22R F2N) bSg %SIHflyRd tS2LXS NBEFSNJ
0dzi NBIftfe ¢SQuKsS NGy 0SytairdrhimieiSdnly, I y R
Y26 A0Qa& 0SO2&3ymB)Ydzf (A Odzf  dzNJ f

Overall, this group appear to be grappling with a new New Zealand that is considerably

different from the one they might have been raised in.

Summary

This section has presented three dominant viewpoints that emerged during interviews with
household members resident in Southland. On the one hand, the thee viewpoints (Enriching

the Local, On the Move, and Who is the New New Zealander?) paint very diffaceures
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of Southland2 KA f S WOYNAROKAY3I GKS [20FfQ Aa OKINF O

Why { K Briviegedn8idlity and the capacity tonove in and out of the region in order
to better respond to2 y Se@anomic or social need#\nd n light of increasingethnic
diversity in the regionW2 K2 A& GUKS bSé bSg %SIfl yRSENKQ

new understandings of what it ight mean to be a New Zealander.

On the other handhowever, there werealso similarities between the theeviewpoints.
Southland residents are undoubtedly concerned about poor economic growth in the region
and are open to opportunities that might boost a sluggish economy and labour market.
While some respond with increased mobility, others respond through ragibg the
opportunities brought by a new migrant economy and work force. A strong social
conscence,expressed as concern for the rights of new arrivals, appears to also be a thread

between each of the three viewpoints.
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Employer Surveys

Methodology

The second project, the employer survey, involved Computer Assisted Telephone Interviews
(CATI) with a range of employers Southland(see Babbie, 2011 for a discussion of CATI
validity and reliability)The surveysvere sequenced to follow the household @nviews The
survey was divided into discrete parts and included sections on: business characteristics;
employee turnover; recruitment and retention of employees; diversity in the workplace;
and the regiorspecific challenges that employers felt they fad®dh now and in the future

(see Appendix 3). Together, the survey sought to better understand the indspstaific

and regionspecific issues faced by employers. In particular, we sought to collect data on
labour demanekide factors, includingemployer perceptions of, attitudes towargl and
strategies relating to (population and cultural) diversitgbour or skill shortagesand
employee mobility or retention (including the role of migration in these processes), as well
as the implications for employers of diverse communities and population churn. The CATI
survey included a mix of closed questions (in order to permit raptimpmary analysis) and
openended questions (to allow for qualitatively different understandings to emerge). The
guantitative data was analysed using SPSS while the qualitative data was analysed

thematically to identify points of commonality and departireyy G KS SY.LJX 28 SNRE Q

The survey was administered by Research FirstWsee.researchfirst.co.nzacross the five

regions of interesfAuckland, Wellington, Christchurch, West Coast and Southlamthtal
168 employergarticipated in the research5 of whom ©%) were located isouthland
TheSouthlandbased employers were involved in one of the following two industries:

Education (&mployers) andairying (®mployers).
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Profile of Employers

Participart Demographics

Fifteen participantswere interviewed from Southland; 6@ercent (9) were male and 40
percent(6) were female.The participants ranged in age fro?b to 64although mostwere
agedbetween 45 and 64 years old; two were between56 years five between 4554

years and five between 564 years:
Business Demographics

¢CKS YFI22NAGe 2F LI NIGAOALI Yy(iaQ opeicanyosaasSa

participants). Figure3presents the percentage of participants by business sector.

Figure 13 z Percentageof Participants by Business Sector

: % _Education
40%

Dai rying_:\ %
60% Y %

The participants interviewed were also selected from a variety of positwitisin each

sector. These included Owner or Direct@7%or 10 participants, 8 from the dairying
sector) Chief Executive Officer (CEO) or Managing Dir¢2@or 3 participants from the
education sector) Administrator(1) and Share Milke 1). Table2 presents participant@

positions in thai companies by business sector.

12Three participants did not disclose their age.
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Table2z0 A OOE A PdBifidn ©6yOBlisiness Sector
Education Dairying Total

t I NIGAOALN Y
No | Column % Row % | No | Column % Row % | No | Column %

Owner/ Director 2 33% 20% | 8 89% 80% | 10 67%
CEO/ Managing Director| 3 50% 100% 3 20%
Administrator 1 17% 100%| 1 1 7%
Share Milker 11%| 100% 1 7%
Total 6 100% 40% | 9 100% 60% | 15 100%

Most businesses in this samgiad been operating for mor¢han fifteen years (7 out of 35
whereas only one company (in Educationdhseen operating forfewer than two years

Table3 presents further details on years of business operation by business sector.

Table 3 z Yearsof BusinessOperations by BusinessSector

Education Dairying Total
Years of Business Operation
No | Column % |Row % [No | Column % Row% | No |Column %

Over one year up to two years 1 17% | 100% 1 7%
Over two years up to five years 2 22% | 100% | 2 13%
Over five years up to ten years 1 17% 50% | 1 11% | 50% | 2 13%
Over ten years up to fifteenyears 1 17% 33% | 2 19% | 66% | 3 20%
More than fifteen years 3 50% 43% | 4 44% | 57% | 7 47%
Total 6 100% 35% | 9 100% 43% | 15 100%

Along with the number of years that the business had been operating, the structure of the
business is relevant characteristithat reflects business diversity Bouthland. The variety

of businesgs surveyed in this sample includegdrivate limited companies, &v Zealand
publicly listed limited liability companies, family business companiest-for-profit
organisationsand partneship companies. Tablé shows the distribution of the business

structures by business sector.
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Table 4 z BusinessStructure by BusinessSector

Education Dairying Total
Business structure
No Column %| Row % No Column % Row % No Column %

Private limited company 1 17% 25% 3 33% 75% 4 27%
New Zealandpublicly listed limited 1 11% 1 7%
liability company

Family business 1 17% 25% 3 33% 75% 4 27%
Not for profit organisation 2 33% 2 13%
Partnership 2 33% 50% 2 22% 50% 4 27%
Total 6 100% 40% 9 100% 60% 15 100%

Almost all businesses surveyed had-fuie employees (12 out of 15) and more than half (8
out of 15) had partime employees. All businesses in Dairying and half in Education had full
time employees. A loweproportion of businesses in Dairying (3 out of 9) had iant
employees, whereas in Educatiah was higher (5 out of 6). Figufel presents further
details on the number of employers that had full and péme employees by business

sector.

Figure 14 z Full-Time and Part-Time Employeesby Business Sector

@ Full-time employees u Part-time employees

Education u
5 4
(8]
()
n
7 | |
2] . .
_“:_’ Dairying .
2]
>
m
Total ‘ |
0 5 10 15

Number of Employers

Four employers had two or fewer fdlme employees and only one employer had two or
fewer pat-time employees (see Figufé below). The number of employers that had 3 to 5
employees was higher, in both faline (five employees) and patime (three employees)

positions.
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Figure 15 z Distribution of Employers by Number and Type of Employees

u Full-time employees u Part-time employees

Number of Employers
w

lto2 3to5 10to 19
Number of Employees

Therange of fulltime and parttime employees in both the education and dairying sestor
was between 1 and 19 employees. Education was the sector that had moteniilbnd
part-time employees in medium sidecompanies (10 to 19 employees). Tablshows the

number and proportion of fultime and parttime employees by business sector.

Table 5 z Number and Percentageof Full-Time and Part-Time Employeeshby
BusinessSector

Education Dairying Total
Fultime Parttime Fulitime Parttime Fulitime Parttime
Employees| No % No % No % No % No % No %

1to2 4| 44%| 1| 33% 4 33% 1| 13%
3t05 1| 33%| 1| 20%| 4| 44%| 2| 67%| 5| 42%| 3| 38%
6t09

10t0 19 2| 67%| 4| 80%| 1| 11% 3| 25%| 4| 50%
Total 31 100% 5| 100%| 9 100% 3 | 100% 12| 100% 8  100%
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Key Findings

EmployeeTurnover

t I NOAOALI yia oSNB a]SR Fo2dzi GKSANI 0dzAaAYy Sa&3
months prior.The majority of employers (11 out of 15) had an annual employee turnover of

10 percent or less in 2013Most of the employers (11) reportethe same employee

turnover as the previous 12 months whitevo employers agreed that this was higher and

two that it was lower (see Figurd§and17).

Figure 16 z Current Annual Figure 17 z Employee Turnover in
Employee Turnover Rate Percentage 2013 Compared To 12 Months Ago
0-10% Lower in
| 2013
13%
>40% "
| S
i H|gher_/ . Y%
21-30% J in 2013 | . 1
13% E— e ll
11-20% J
0 2 4 6 8 10 12 | \Same

Recruitment and Retention

Participants were asked about the methods they use to recruit employEggire 18)
Nearly half (47%lisedprint media (newspaper, technical/trade publications) and personal
networks Twenty percent usedotal recruitment agencies and websitgssich asSee
and/or TradeMe Jobw recruit staff.Other recruitment practicesncluded trade/profession
related websites and internal recruitmentINZ, cold callers, training institutions and
company websitesvere used least with just onparticipant reporting they used each of

these recruitment strategiefEmployers from the education sector were more likely to use
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personal referrals, whereas employers for the dairying sector were more likely to use print

media.

Figure 18 z Ways of Recruiting New Employees

Print media (Newspaper, Technical/ Trad
publications)

Personal referrals

Local recruitment agency

Seek/ TradeMe Jobs etﬁ
Trade/Profession related Websit;
Internal recruitment

WINZ 7

Cold CaIIersi

Training institutions

LLLLLL[L ’°

Company Website

0% 10% 20% 30% 40% 50%

Regarding the period of time jobs were typically advertised before being fllegercentof
participantsnoted that it took up to oneweek, anda further 27 percent reported it took
between one and twaveeks. Two participants said that tbok over two weeks and up to
one month to fill a position(see Figurel9). There was some difference between business
sectors. In the dairying sectdgur out of nine employersreported that positions mighonly
take up toone week before being filled. Employers from the education sedboryvever,

reported that it could takdonger to fill vacancieg possibly up tesixmonths.
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Figure 19 z Period Jobs are Typically Advertised before Being Filled

30%
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20%
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up to 2 weeksup to 1 month  up to 2 up to 6
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0%

We asked employers whether they advertif® staff overseas and if san which countries

or regions do they advertis&urprisingly, only one participant answered this question in the
affirmative. The main countries or regions that this employer advertised in were India,
European Union, Korea, the Philippines, China, South Africa, the United States, Australia,
and the Unied Kingdom. However, this employafso reported that he recruited staff

locally.

The strategies of employers to successfully recruit and retain staff were diverse. The most
successful stratgg for both staff recruitment and retention, wado increase
training/profesional development and offdime for training to staff This wasnentioned
by more than 80percent of participants (see Figur20). Paying for staff to underka
training, increasing wogdace training and flexible working arrangements weakso
relevant strategies for recruiting and retaining staff (mentioned by overp6&ent of
participants). Identifying internal career pathways was a strategy used byeB&nt of
employers to retain staff, but only by J#ercentof employesto recruit gaff. It is relevant
to observe that some strategies make more sense in the contestadf retention than

recruitment.

In the education sector, there were not significant differences between the strategies used
for recruiting and retaining staff. The gnlexception was in identifying internal career
pathways, which was a strategy more frequently used for retaining than recruiting

employees. In the dairying sector, there were differences in the strategies used by
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employers to recruit and retain staff, altigh the top strategies in both cases were related

to training followed by flexible working arrangements and increased wages (see E@fyure

A significant difference between the education and dairying sector was in the use of the
mentoring/buddy programras as incentives. This strategy waportant for recruiting and
retaining staff in the education sector. By contrast, in the dairying sector, only one
participant mentioned it as recruiting strategy and two astrategy for retaining staff
Other differences between sectors included sign bonuses to new employees (more
frequent in the dairying than the education sector) and share options/equity (only in the

dairying sector)

Figure 20 z Waysto SuccessfullyRecruit or Retain Employees

@ Recruit u Retain
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Education
@ Recruit u Retain
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Although the majority of employers could not think of additional strategies for recruiting
and retaining stafftwo participants fromthe dairy sectomentioned wordof-mouth while
another mentioned internships. @@ participant from theeducation sectoralso reported
cold calls. Additional strategies for retaining staff included growth within the organisation,

flexible working arrangements and annual conferencing/social ewsitisthe company.

When asked how easy or difficult it was keeping stadth in the organisation and the
region, a large majority of participantsperted it was easy or very eashhis wasspecially
the case for those employers in thgairy sector. None of theparticipants reported that it

was difficult toretain staffin the organisation (see Figugd).

Figure 21 z Retention of Staff
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Using a fivepoint agreement/disagreement scale (strongly agree, agresther agree nor
disagree, disagree and strongly disagree) employers were asked about a varikiggsf
that local government couldo to helprecruitment. The majority of participants agreé#that
local government coulato-ordinate discussion and action plans among key stakeholders in
the labour market 13 percent of participants supported this ideaproviding support for
newly arrivedimmigrants,promote regional development locel and providesupport from
economic development agencieShere was also some support for local government to
provide labour market researchprovide incentives for employing local staff armtovide
practicalhelp to recruitd K+ NR G2 FAEf LRaAdAz2yasé
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There was some ddrence between industry sectors; employers from Education showed a
greaterinterest inincentives for employing local staff. In fact, six participants from Dairying
disagreed with thisproposed initiative. All employers from Education agreed with the
prospect oflocal promotion of regional employment needs, whereas only three employers
from the dairyirg sector supported this measure. Employkmn Educatiorwere also more

likely toagreewith providing support fromeconomic development agencies.

Figure 22 z Ways Local Government Wuld Help Recruitment
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Employers that agreed or strongly agreed with the statem@mbvide help to recruit hard
G2 TFAEE LRaAAGAZ2YAEAQQ LINRPYARSR RSGFAf A& |06 2dzi
government (see Figurg3o @ t I NI AOA LI yiaQ NBalLkRyasSa AyOfoc

assistance with costs/monetary incentives and a dassfar employee matching.
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Participants were also asked about the ways in which central government could help
recruitment, using the saméve-point agreement/disagreement ate. A large number of
participants agreed with promoting New Zealand as a place to work overseag(@htof

participanty and the need to speed up visas for immigrants. There were also more
participants that agreed with liaisingiore closelywith the businesssectorto determine

GKAOK NRfSa akKz2dZ RimY¥@IAINYYy GRSt WKAEAIR2A) AYNAESE
sourcing staff locall incentives for sourcing staff nationally and help to recéuk  NR G2 FA

positions (see Figurd).

There was some differensdetween employers inindustry sectors, notably in relation to

liaising with business to determine which roles should b@ KS WK A InktA& Na yAfQf § R
for immigrants; eight out of nine participants from the dairying sector supported this

initiative, whereas onlyhree out of sixparticipants from the education sectalid sa More

participants from the dairying than &éheducation sector also supported promoting New

Zealand as alace to work overseagoncerning the help to recruit K NR G2 FAf f LJ
there were no employers from the education sector that disagreed with this initiative,

whereas two employers frorthe dairying sector disagreed with it.
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Figure 24 z Ways Central Government Could Help Recruitment
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Employers that agreed or strongly agreed with the sva@y & NB I NRAYy 3 KSft LJ
G 2 positioris ggave further details about the kind of help they would like from central
government. The most frequent kind of help participants mentioned they would like was
flexibility, or simplifyjng immigration requirementsand easier registration or comphce
proceses Employers from the dairying sector also mentioned assistance with
costs/monetary incentives and assistance to apply for-Boglish speaking candidates.
Employers from the education sectafso mentioned a database for employee matching,
assistance with targeted advertising atite international promotion ofNew Zealandas a

destination
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Figure 25 7 Desire Help to RA A O ®i&ardto Bl Pi O E O Erorh Ceétral
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Qualifications

Using a fivgoint frequency scale (always, often, sometimes, seldom and never),
participants were asked to report on how often thaged particulammethods to facilitate
access to qualified stafSome employers responded thdahey always or often increased
salaries, provided professional development, and employee -skilling (see Figure26).
Other initiatives frequently used by small numbenf employers included changing existing

employeesS)Xoles and using short term contracts.
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Figure 26 z Frequencyof Methods Usedto Facilitate Accessto Qualified Staff
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Participants werealso asked abouttheir perceptions on a range dbpics related to

recruiting and retaining qualified staffsing thesamefive-point agreement/disagreement

scale6 8SS CAIdzNBE HTO® a2NB LI NIAOALI yGa | 3INBSR
2NBFYAAlLFGA2Y FTAOGQS GKFG §Adar fREFADBLARY & [IINWK
SELISOGFGA2yE 2F ljdzt t AFASR LRGSYGALl € SYLX 2@
LI NHAOALI yia RAAFAINBSR GKFYy FAINBSR GKFG WiK
lack of suitably qualified employe@st K | (i avaabHit$ of qualified staff is a barrier to

their company achieving its go§sandthat Wb S¢ %SFfFyR (NI AYAYy3 A\

GNF AYyAYy3a LIS2LX S 6AGK GKS ljdzZ t AFAOFGA2ya GKSA

Figure 27 z Perceptionson Qualifications, Recruitment, Salary and
Cl i AT Glowth
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Using a fivepoint likelihood/unlikelihood scale (very likely, likely, neutral, unlikely and very
unlikely), participants were asked how likely they were to recruit employees in the next 12
months (see Figure28). Slightly more employers reported that they were likely and very
likely to recuit a broad range of employees with the greatest emphasis on recruiting

professionals, apprentices and/or traineesd clerical and administrative workers.
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Figure 28 z Recruitment of Employeesin the Next 12 Months
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Diversity in the Workplace

Participants were asked about diversity in the workplace and whetiey had considered
employingimmigrants. For the purpose of this studyymigrants were defined as those who
have come to New Zealand within the last five years. Only one employer from the education
sectorand three employers from the dairying sector reported employimgigrants (see
Figure 29). The main reasomjiven by thosen the education sectorfor not employing
immigrantswas that they could find enough suitgtijualified New Zealand worker®ther
reasons included that overseas applicants had not applied for positions, andvbeteas
candidatesdid not have adequa qualifications. The reasons given by those in the dairying
sector were that no immigrant applicanthad applied, they haadot considered looking
overseas,they could find enough suitablyqualified New Zealand workers and past

experiencs with immigrant emplgees(see Figur&0).
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Figure 29 z Employing Immigrants Figure 30 z Reasonsfor Not
Employing Immigrants
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The four @rticipantswho employedimmigrants reportedthat their immigrant staff were
from the Philippinesgmployed adabourers and managers), the United Kingdoemfployed
as professionad), South Africagmployed asmanagers) anda range ofother countries

(employed variously amanagers and professional&ee Figure 31).

Figure 31 z Role of Immigrants Currently Employed by Country of Origin
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Participants were asked about the challenges and benefits they encountered regarding
employingimmigrants in their workplacel hreeof the fouremployers mentioned that

a considerable percentage of their staff (from a quarter of their workers through to all)
did not speak English as their first language. With this in mind it is not unsurprising
that language barriers werecited as the main issue. This was followed by
communication issues (other than language barriers). Regarding the benefits of
employingimmigrants, one employer mentionethe different perspective/diversity

that immigrants can bringand two employers mentioned a better work ethic

demonstrated by immigrant workers.
Current Challenges

Employers were asked about their perceptions on current and future challenges in
their community (see Figur&2) and the solutions to those challenge€urrent
challengesncludedS Y LJX 2 & SS & Q thelwéakhér ¢zBuShi, snow dRd floods
Employers from the education sector particularmentionedthe loss of young talent
from the area general population movement and balancing supply and demandafrap
growth in the region.Regardingfuture challengesemployersmentioned expansion
and/or sustainability of theircompany, housing affordabilityor lack of suitable

housing,and retaining/recruiting staff.

Some participantssaw several challengess both current and possibilities in the
future. These were accessing quality/affordable education/child care, cost of
living/economc climate, government policiegulations, lack of appropriate staff and
unemployment/difficulty in finding work Each of these wsamentioned by one
employer respectively. One participant perceived environment/environmental policies

as a challenge in both the present and future, though more prominent in the future.
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Figure 32 z Current and Future Challengesin SouthlandRegion
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Finally, @rticipants were asked about solutions to the current and future challenges
they mentioned. Employers from the dairying sector mentioned improving education,
making it easier formmigrants to work in Bw Zealand more marketing/advertising,
incentives for young talent to stay ithe region and community engagement.
Emplg/ers from the education sectanentioned government intervention, improving

government policies and internal changes
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Discussion

Consistent wih the four other regionsncluded in this project (Auckland, Wellington,
Christchurch and the West Coasthe majority of employers in Southland had an
annual employee turnover of 1@ercent or less in 2013 a trend similar to the
previous year. Unlikehe three regions with urban centres but likee West Coast, the
majority of employers reported primarily using personal referrals and print media for
the recruitment of new employees, followed by websites such as Seek and/or
TradeMe Jobs. Whereas in theban regions jobs are typically filled within two weeks

to one monthof being advertised, in Southland advertised jobs are typically filled
within one week. Somewhat surprisingly, advertising jobs overseas was not common

practice among the employers suneslacross the five regions.

In terms of the strategies employers used for recruiting and retaining employees,
increased training and professional development was the most successful. Identifying
internal career pathways was also a significant factorretaining staff, even more

than increased wages. The most significant difference between Dagy and
Education sectors when it comes to retaining employeegas in respect to
mentoring/buddy programs. These were much moraportant in the Education
sedor. Like the three urban regions and unlikee West Coast, the large majority of
employers claimed there was little difficulty in keeping staff in the organisation and
region. This was even more so for Dairying, suggesting an overall stable situation for

this sector.

Regarding questions around the ways in which the central government could help with
recruitment, the majority of employers agreethat providing support for newly
arrived immigrants, coordinating discussions and action plans among key std&eh
in the labour market, locally promoting regional employment needs and providing
support from economic development agenciess important.As inthe West Coast,
there was greater disagreement with providing incentives for employing local staff. In
terms of the ways in which the government could best assist with recruiting hard to fill

positions, the most frequent responses were through promoting the region and
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assising with monetary incentives. With regard to tiveays that central government
could asist with overall recruitment, the majority of participants agreed it was
through promoting New Zealand as a place to work overseas, followed by speeding up
visas for immigrants and liaising with businesgemteresting given the employers

typically did mot recruit staff from overseas.

When it came to the methods used to access qualified staff, most employers reported
that they seldom or never used any of the suggested options. The exception to this,
however, was through increasing salariesd offeringprofessional development and
employee upskilling. There was greater disagreemamiong employerdhat their
companies will need to rely increasingly on immigration for labour suppothe
future. There was relatively strong disagreement that New Zealand tertiary institutions
were not training people with the qualifications their companies need arahy felt
there was a lack of suitably qualifiegrospectiveemployees. Corresponding to this,
there was more agreement than disagreement around the relative ease of recruiting
for both speific qualifications and orgarational fit. In terms of projected recruitment

in the next12 months, professionals, apprentices and/or trainees and clerical and

adminigrative workers and were the most likely positions tofilked.

In contrast to the regions with urban centres and litee West Coast, the large
majority of employersin Southlandreported that their companies do not employ
immigrants. The primary reasengiven for this was that there are enough suitably
gualified Zealand workers available and that owerseas applicant@pplied for
positions.Where immigrants were employed, they were primarily from thi§€ South
Africa and the Philippines, the latter entgyed primarily as labourers in the dairy
industry. Language and cultural barriers were cited as the main challenges with
employing immigrants, while benefits were the different perspectives and diversity

immigrants brought, as well as a perceived betterkvethic.

The surveys showthat employers expect morehallenges in the future than they
experience in thepresent. Future challenges included issues associated with housing

including housing affordability and a lack of available or suitablehousing,

61



retaining/recruiting staff and potential expansion osustainability ofthe company.
Current challenges included losEyoung talentfrom the area,population movement
overall andbalancing supply and demand/rapid growtA number of issues were
expected to be as challenging in tipeesent as in the future, including government
policies/regulations, unemployment/difficulty finding work, lack of appropriate staff,
general population movement, access quality/affordable education/child care and the
cost of living/economic climate. In terms of solutions both future and current
challenges, employers from both the dairying and education sectors mentioned

government intervention and improving government policies.
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School Focus Groups

Thethird stageof the researchif 2 Odza SR 2y ., S| NJ M Hviewpgiits mo & OK
about andexperiences opopulation change. We were particularly interested in better
understanding howthose who were about to leave school and enter the next stage of

their life made sense of the changes occurring in thiegion and how they felt these

changes might impact them.

Two schools from the Southland region were invited to take part and one school

agreed. The participating schow adecile six,co-ed secondary schoand had a

school rollof 535 students at the tim this research was conducted. In terms of ethnic

diversity theschoolis largelyNew ZealandEuropeant n 1 $8&perceni. A further 15

percentt YR 2y S LISNOSy(d 2F &d0G§dzRSy (i dectweRSAYGATFeE |

further three percentof students identified with anotheunspecified etnic group.

Methodology

WSONHZA G YSYyd 2F LI NOAOALN yiGa schrders ¥dvigor 3SR LIN
after first making contact with the school rector. Students were invited to take part

and those whoexpressed an interest met with the researcher to hear more about

what taking part involved. Once fully informed and in agreement, students were

sorted in goups of five or six. Thretocus groups werecompleted wer a single

morning in May2014. They were carried out in a board room, near the reception

buildingat the school, duringlass time Eachparticipatingstudent was given a single

use movie vouchen appreciation otheir time and contribution.

Eachfocus group begamith the researcher briefly outlining the research aadking
participants tointroduce themselves with their nam&here they were born and the
plans after leaving schooDnce the mtroductions were completethe students were
asked toreflect on ethniadiversityin Southlandand what it meant to themA series of
introductory and follow up questions were used to keep the conversation on track (see

Appendix 4). The questions were framed around broad themes including diversity,
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change over time, opportunities, and challenges and obstacles. The overall ¢én
each focus group was conversational, encouraging students to expand on their
reflections as appropriateThe focus groups were audiecorded, transcribed and

later analysed around three dominant themes: diversity; mobility; and employment.

Key Finehgs

The following section is divided into thrdeey sections. The first sectiatescribes
participansQexperiences of and opinionabout ethnic diversity inthe Southland

region. The secondsection is focused on mobility and is primarily concerned with

si dzR Sigftatioy toeither stay or leavehe area and their reasons for doing so. The

FAYLE aSO0A2y O2yaARSNE SYLXt2eYSyid FyR NBT

for the future as well as thewriews on employment in theegion more broadly.
Diversity

Ethnic diversity was not describé&y the students aa majorconsideration in their life

in SouthlandDA @Sy GKS @Fad YI 22NAd@dnmGofthkS NBIA:;
students who participated in the focus groupslentified ast n { Sl&nZealand

Europeanthis is perhaps unsurprising. That said, participants recognised that ethnic
diversity was increasing in the area and students acknowledged an increasing presence

of people identifying with other thnic groups including FilipindChinese,Indian,

Tongan and Africah { 1 dzZRSy 4aQ O02YYSyidas K2gSOSNE 27Fi
and, for the most part, their talk offered little detaith one exception. A number of

students talked about (and got quite animated about) the new kinds of fquttbios

that were available to them since the arrival of families from overseas. Turkish kebabs,

Indian curries and Chinese food earned particular praise as the following excerpt from

an interview attests:
Student1ln ¢ KSNBX Qa a42YS YSI Yierdad A ySaS F22Ra R2.

{ GdZRSYVIR HIYY RA by &
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Student 3%ANnd Turkish kebaks

Although these new foods were enthusiastically received by the students, there did
not seem tobe agreat deal of interaction between the European majority and those
who identified with ethnc minority groups. For example, despite théurgeoning
Filipino community inSouthland, students reported that there were very few
interactions between them. Indeedmany sudents claimed that the Filipino
community was not fully integrated into Southland life and felt that they were
somewhat segregated. The following quotes illustrate ldek of interaction between

participating European studenendthe widerFilipinocommunity.
Gvoudy Qi NBKSY AW SBEB2NBEs tA1S Ay GKS (20y¢
GThey live out by their farms lots of dai@ ¢ 2 NJ] SNB f A GS 2y GKSAN

& have a Filipino living next doortomea KS Q& 0SSy G(K&NBE F2NJ |
.dzi 6S YSOSNI NBlLtte GFf¢

¢ KS a i dzR S yidin 3h& many &ipiNddworkers were absent from life in the
centre of town reflected the comments made by a participant in the Household
Interviews who had arrived from the Philippines. She descrhmrdrustration athow
isolated she was and how diffitut was to go to the city when she had no vehicle and

no accessiblg@ublic transportsystem.

Despite the relative homogeneity &outhland and comments made about the lack of
interaction, the studentsalso stated there was no animosity towan@cently arrived
ethnic minorities. They also reported that in terms of everyday life at school, migrant
students were welcomed and welintegrated into both school and extracurricular
activities with no discrimination.
éOne Tongan is on our rugby teami& Q& 2dzad (1 AYR 2F fA1S 2
GLQOQR al & ¢SQONB LINkewyadrived Qigrad&YAy 3 (2 GKSY

G ¢ Ki@wly arrived migrantsF A G Ay LINBGGe 4Sftf ¢
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With regard to therecent influx ofworkers and their families from the Philippines,
students were positive andiewed Filipinosas good for Southland. Filipinos were
G NRA2dzaf @ RSaONK mBIRveré tepeaiediyi @BrredLiS 2d X ISNR
g 2 NJ S tliEligy Bhat as highly valued amg the students.

The studentsalso said they wereopen to further increasesin the number of
immigrants in the resident populatiomnd also explained that the arrival of new

AYYAINIYyGa o1& aaAvYLIi e aqga2dzad Fy20KSNI LISNA2YE

A 3IdzSaa @& 2dz R2WXAUA QIF 16K Al Ki AYFdzOK2 dz aSS
2K @SIFK® /I dzaS AGQa 2dzad Fy2GKSNJ LISNR2Y

GLOGKNh K 2l D2R GKF Q& | CAfALAY2HQ

¢CKS 102@S ljdz2iSa AtfdzaGNIrdS adGddzRSydaqQ I O00S
comments were not heard in largerrban centres such as Auckland. While students in

Auckland were more likely to openly discuss the sacilbural benefits of increased

ethnic diversity, Southland students were more inclined to adopt a rather mafter

fact stance. These sentiments arksa expressed in the following quotes.

® SQOR LINRolofeée y20A0S GKS OKIy3aIS:T YAIKI(
KSNBE>X (KS@QNXB LINRPolofe y20 3F2Ay3a G2 S| ¢

Wwdza i LX & gKIG @2dzQ@S 320 Ay @&2dzNJ KIFyR®

Rather thanembracing ethnic diversity, collectively thesmmments perhaps better
reflect acceptance of the status quwith regard to ethnic diversity in theegion.
Interestingly, the students pointed out that their acceptance of people who identified
with different ethnicitiesfrom themwas not necessarily shared by all members of the
community. When considering the impact of an increase in ethnic minorities to the
region, students noted thatolder people (and in particular their parents and

grandparents)night have a dferent viewfrom them.
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d think some of thenpolder peoplewould see it as just people interfering with
how we do thingsMaybepeople are a little bit stuck in their ways, like view it

as people trying to come to our town and olge it, like ourniced SS (12 6y ¢

@aLISOALFffe Y& 3INYYRLINBylas G&KSe g2dzZ Ry

& reckon you look at my grandpares@ generaton @d® S@Sy Ye& 51

generation TKS&@ QNB | ff 1jdzZAGS &Gdz01 Ay GKSANI
back in their day andhey stilcY@ DNJ YRRIFRE KS R2SayQu f

0KSANI 3SYSNrdAz2y R2yQd tA1S OKFIy3aS I yR

GKIFIGQa 2dzali K2¢g (KSe 6SNEE oNRdAdZAKG dzZLJd

In each of these comments, the common thread ipagition to change. Many of the

6
AT

|
¢ K

didzRSyita ¢S a4L)21S 6AGK oSNB RSaAO0OSyRlIyta 27

way of life was understood by many of the older generation to be problematic. When
talking about their parents and grandparents there wagoad deal of laughter and it

gl a OftSINIUKFGO GKS &atdzRSyda RAR y20 F3INBS

While most of the conversation around ethnic diversity focused on immigrants arriving
from overseas, there was also some conversation alsout 2 iINJhe area.Again,
students reported that there was little interaction betwedfuropean students and

a n 2 Slddentsexplained thathe majority ofa n 2 lived in their particular town

in Southland lived inone particular suburh This was largelyattributed to the
employment opportunities and affordable housing available therg they raised

concerns about the lack of safety in the area

AiQa GKS FNBSTAy3I 62N] 62N]JSNAR FyR {KSN

dtaySftfa RAATdzZAGAVWIZ I6FR (& dide SRAYVINSB Sdilay &
AGQa 320 | ..¢nhnke of\gBngiamhlA G QAY NIXF I fyaR  HiGKISNNES Q 3

R23 FadroOlaoe SIFK akKS 3204 oAldGSYy o6& |

5
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Mobility

All but three of thestudents who participated in these focus groups wbwen in the
South Island, primarilynvercargill and Christchurchlhe remaining three students
were born in Tauranga (2) and Australia (1). More than thearters of the students

had moved to the areat some stage during their lives.

Nearlyhalf of the students interviewed had plans to leahe areaafter finishing high

schoolin order to attend Otago Universitylhere were twokey reasons given for

wanting to attend Otago Universityhe first wasthat it was the closest tertiary

education providefnotwithstanding Southern Institute of Technology) and the second

was that it provided an opportunitio experience a different way of lif&he following

j dz2 G S& AffdzZAGNF 0SS & lriaR&GwubiEeQtyRSAANB F2NJ | y &

GemB a2y sKe L slyid G2 tS8H@S Aa G2 384
odzi L 2dzAad ¢l yi GKS SELISNASYyOS 2F fAQAY:
g KSNE ¢S Q@8 so[unigersiyfis sontewhere differént

Gast2 T dza KIS f AOSR KSNJ F2NJ [ 3Sa FyR Al

going... go somewhere whergot everyone knows each ottier

Other students were not as concerned about going to universitywere alsoseeking

out opportunities to broaden their horans and experience a change in routine.

G, 8K AGQa | LINBGGe & Y[Bduthlandi® éwsyoney 2 i | ¢

5

glyda G2 3SG 2dzi FyR GNB d2YSUOKAYy3I 2N 32

o { 2 dzii Kikd thye Rdn@ éningf every single daiQ &  a@nfe Svhedeas in a
OrAlGe Al OKIy3aSa SOSNER RI&¢

A smaller number of students were uncertain about their future plJatswere going
to stay inthe areaand work for a year or sdthers alsantended toremain in the
area but had clear plans gointo farming For these students theraften appeared to
be a family commitment whicencouragedgsome of themto stay inthe region, at least
temporarily. Indeed, 8YS &G dzRSy(ia YSydiA2ySR GKIFIG GKSAI
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influenced their future planand it would seem from the following quotes that for a
minority of students there was distinct familial pressure to stay in the region. This

was especially the case for those with faralyned/managed farms.

GL ¢2dzZ R tA1S G2 Y20S I 61 & ydRdziL S5iFKRR Yyl A YLF
2N FT2NJI KAY FT2NJ I &S|k NE

GaBJl NByida NByQid NBFrffte GKFEG 1SSy F2N YS

A

5SaLIAGS Yz2aild aidzRSy (3 terervdsampddal dodsensuSthadS (G KS
they would returntodd KS  F NB I (2 aaSidGft S R2tieyakeabasal y& &
their home town and felt a strong connection withe regionoverall.

GL GKAY1l Y2ad 2F dza KI @S fAOBSR KSNB LINEX

A

GKSNBE @2dz2NJ NR2Ga | NB¢

G L G Q &ou &ridw liest, kind of thingou feel at home and youvadys come
601 YR SOSNBGKAY3 sAff atGAtf 08 (GKS at

Gvour fam@ Q&4 KSNB® | f 2lfiof S8FKEFdzWIST RIS S PRA s SR
Fff 32Ay3 G2 o6S G GKS alryYS dzyAzZ 6SQNB
of each other and then in the holidaysdg®@ NS 3I2 Ay 3 andjust@2 YS o O
togetherandstuft Yy R ¢ KSy @&2dzQNBS FTAYA&aKSR @&2dz 02Y

AGQa @2dz2NJ K2YSl26ys: @2dzQ@S 320 G2 0O02YS

Interestingly, these students did NG ELINB &a | 0 dzNJY A yhBredoB.a A NB (2
¢ KSaS & dzRS yjuite differéhizi®ra the vieNSSexpressed by many of the

other students participating in focus groups from Auckland, Wellington, Christchurch

and the West Coast. In these regions it was not uncommon for students to talk about

leaving the area as soon asgstble¢ and many of them made no commitment to

returning. In contrast, Southlanstudents seemed to feel a strong connection to the

region and this sense of connectioshaped their future intentionsTheir general

appreciation of the areand belief thatit had all that was requiredlso appeared to be

a strong pull

69
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Employment

Employment opportunities ithe wider Southland region were describday students

as being largelyimited to the farming industry andn particular dairy farming.For
some, this was a positive factor. Those who were interested in a career in farming
stated they could find a job in the area witlase, and that there would always be work

available for them.

Gjustwanti 2 R2 &A2YSUOUKAY 3 | INA OdzA Yowesd getd L R2 )
I 2206 2y | FI N)¥Y 2 dza goind baghirk) evedgwhérebbutt K S NB Q &
RSLISYRa ¢gKI(i @2dz2QNB AYy(iSNBadiSR Ay

However, for othersthe region was consideretimiting as there wasot a wide
selection ofemployment choices outside of farming. This meant moving outside the

areawas necessary, as outlined in more detail in the previous section.

GC2NJ a2YS2yS Ay O02YVYY pbhapfortunifies Ndiddere/ 2 G | f

S0 you want t@go somewhere bigger

This was true even for those students who did m@nt to attend university but were
interested in gaining a trade, or owning their own busin&sse to the small size de
local population, however,there are relatively few tradspeople requiredmeaning it
is often difficult to acquire an apprenticeshipn the first instance and|ater, to

establisha new business
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of them[the same business]

Those students who were interested in attending university and gaining a qualification
in an area not related to agriculture or a trade were in a quandary, as even if they

wanted to return they were aware that itnight be unlikely for them to find work.

AF GKSNB ¢gla I ySSR FT2NJ 02 YLzl gudt] aOA Sy O
0SO0lFdzasS Yeée FHazYAOGBOQABKENBMROlIote& y23G 3A2A
g2dZ Ry Qi .@®8 BLIDRENIdzyAGASa GKIFEG ¢2dz R G

There were at least two exceptions to this; one student was intending to study nursing
and return to work in the hospital in Gore, and another planned to become a teacher

and also return to work ithe local area.

The students stated thabaving a good reputation as a hard worker was extremely
important for finding workin Southland. Some students argued this was even more

important than having the appropriatgualifications

GadzyQa Fftglea 2y dit«&taldbawsrk haidzaddiget B A Y

name out there as a hard worker and that w&dypeople see a familiar name
FYRSWKIZ L Qf {Q3 pkifaKie 8zdz BO8¥OoOKSaAGlGAya W
reputation for being a hard worker and that makes upifoify2 dz R2y Qi (y 2 ¢
gKIFEG 82dzQNB R2Ay3 G tSFad &2dz2QNB | KI NF

Adwell, they kind of care about your schooling but not to an extent like if you

LI @ F2NJ F 2206 2y | FIFENY | yRehaeldz R2y Qi
aslongasyazQNB | K| NR ¢ 2heywdl Rihployyeéi NBf Al 6f SQ3X
Discussion

Ethnic diversity was not a significant paftthe life of theseSouthland studerd. There

was little contact or interaction between students who identified with different
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ethnicities.Indeed, despite thdurgeoningFilipinocommunityin Southland students

had little communication and awareness of the presence of the Filipino community.
That said, most ofhe students viewed tis recent populatiorchangeas positivefor

the wider commuity, especially given theeputation of Filipinos as being hard

workers.

Reflecting severabf the other focus groupgarried out across New Zealanihese

students thought that older generationsof Southlanderswere less positive about
ethnic diversity in their regionTheyfelt that their parents and grandparents were
largely resistant tany form of significant change and, therefoveould consider new

people with newbeliefsand practices aa potential threat to their familiar way ofife.

Overall, thestudents themselves appeared to be reasonably acceptingtbhic

diversity. Unlike most of the other focus groupsirrespective of where they were

carried out,these students did not discusshnic tensionsin any detail. Given the

St FOAGS K2Y23SySAGe 2F {2dziKfFyRQA LJ Lz | (.

Southland students also did not identdgveral of theother issuespertaining to ethnic
diversity which arose in other regionSor example, the economic belits associated
with an increased migration population (mentioned by students in Auckland and
Christchurch) was not discussed. SimilarlyWellington and Christchurcktudents
talked aboutthe struggles immigrants facehen settling in New Zealand but these

concerns wee not raised by the Southland students.

Most of the students expected to spend timeajority of their adult lives in Southland
even though manystudents wanted to leave temporarilyA smaller number had no
desire to leavahe areaas they were interested in pursuing careers in farming which
they couldreadilydo within the regionFamily was cited as one of the primary reasons
for these studentsremaining committed to the regiorg a tendency shared with

students from other regionsaioss New Zealand.

Unlike students in the larger cities of Auckland, Wellington and Christchurch who

discussed the importance of academic grades to enter into university programas or
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qualify for scholarships, some students Bouthland considered buildig their
reputation as a hard worker amore important than receiving good grades in high
school This was largely because of their career choice but it also refl¢cgdizi Kt I Y RQA&

values with regard to work ethic and community.

For those students who didot want a career in agriculture (primarily dairy farming)
employment opportunites were somewhat of an issu€hey felt that there were not
enough jobs available for thiocal population and there were very few specialised
areas for students to returnot once qualifiedThis raised concern for some students
who felt they would be unable to returand settle in the regiompon completing their

studies,despite their desire to do so.
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Summary

This report has presented the results of three research projects carried out in the
wider Southland region: interviews with household members about population
change; a survey of employers the Dairying andeducation sectorsand focus groups
with schod leavers about their understandings of population chaneganic diversity

and their hopes for the future.

Interviews with household members revealed three dominant viewpoints towards
population change, including increasing ethnic diversitjpouthland The majority of
residents sharedhe belief thatethnic diversityenriched the local community and was
intrinsically valuable for the region more broadlyOthers were not particularly
concerned about ethnic diversity or population change but were moreeored with

the capacity of local Southlanders being free to move in order to follow educanad
employment opportunities.The final viewpoint was primarily interested in the
changing nature of what it means to be a New Zealander. These participants were
opentob Sg %Sttt yRQa ylIidA2ylf ARSyOGAdé& OKIFy3IAYy.

The survey ofSouthlandbased employers revealed thaklatively few of them
employed immigrants or sought to fill available positions with oversbased
candidatesRecruiting and retaining staff was not a serious concern for employers and
positions were often filled in a matter of week#/ord of mouth appears to be an
important recruitment strategy for employers which is in line with the comments
made by students, sne of whom are about to start looking for work. In terms of
retaining staff, retraining andor professional developmentappears to be more
common than theoffer of more moneyDespite few issues arourstaff recruitment

and retention, many employers exped this to be a future challenge and raised
concerns about outward migration from the regioQverall, the survey of employers

painted afairly positive picture othe regional labour market.

Interviews with groups of students whwere about to leave sabol and begin their
adult lives reveals that young people are largemaware of increasingthnic diversity

in their community but also view a changing population as faipgsitive for the
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region. Students were strongly committed to Southland and althoonginy wanted to
leave in order to attend tertiary education and gain new experiences, most also
wanted to return and settle in Southland. The pull of family was a key reason for this.
Despite this desire, concerns were also raised about employment prsspredhe
region ¢ especially from those who were gaining a university qualification and who

might return overqualified for the kind of work available.

Southlandundoubtedly has its challenges as it responds telanging ethnic mix of
residents Not only is it important that locally born residents understand the economic
and social benefits that migrants bring, it is also important that new arrivals are
supported to settle and integrate well into the wider community. Additional challenges
include the outward migration of residents, especially young peometentially
leading tooverall population decline. A sense of community and a deep connection to
the wider Southland region is evident, however, and is likely to underpin future

understanding®f citizenship

75



Appendix 1: The Q Sort

1.

2.

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

More ethnically diverse neighbourhoods
Older people relocate to get closer to healtkare facilities
Reduced sense of safety

Different foods are available in my community
Not everyone speaks Englis well

Auckland grows faster than elsewhere
Newcomers are often isolated

Living alongside people who are different
Changing employment opportunities

Young people leave to find work

Local schools merge or close

Cultural festivals

Young people leave for tertiary education
Non-English speaking children in schools
People leave because they have lost their job
Visible signage of norEnglish language
Newcomers are helped to settle

Restricted housing options

New Zealand residency is a stepping stone

"AD AAOxAAT OEA OOEAEG AT A OEA
Unemployment in the community increases
Expression of many religious beliefs

Newcomers bring new ideas

-al OE ET OAOAOOO AOA ECGI T OAA

Opii O
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25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

Businesses rewuit skilled workers from overseas
People leave for Australia

Migrants are valued for their economic contribution

Schools acknowledge cultural differences

Numbers of newcomers increase

Newcomers increase requirements for healthcare, haing and welfare
Newcomer children achieve elite status in schools

Government sets migration targets

Low-skilled newcomers paid below the minimum wage

Economic strain in some regional areas

4EA EAAA T &£ 6. Ax : AA1T AT AAOS AEAT GCAO
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Appendix 2: The Conditions of Instruction

1 Populations change when people move in or out of an area; or when the
families in an area change; or when opportunities for employment, access to
services, shopping or other activities change; or even when the climates
changes. These kinds of changes can have a big effect on how we feel about
belonging in our local communities. And these changes can affect us|as
individuals, families, neighbourhoods and wider communities.

1 The cards in the pack contain 35 statements abouhe possible effects of
these kinds of change. Some of the statements are things that might |be
happening in your region right now while other statements are things that

~

Al 61 A EADPDPAI E1 OEA EOODODOAB8 31

ITh
O
Qu

experienced all d these effects yourself.
1 We would like your opinions about how acceptable or unacceptable these
effects are to you.
1 Please sort the provided statements, placing one card in each of the
boxes, to best demonstrate that which is unacceptable to you and that

which is acceptable to you

78



Pl ease sort the 35 statements to best refl ect t hat whi ch

Completely Neutral Completely
Unacceptable (neitherunacceptable acceptable
to you nor acceptable) to you
1 2 3 4 5 6 7 8 9
10 11 12 13 14 15 16 17 18
19 20 21 22 23 24 25
26 27 28 29 30
31 32 33
34
35
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Appendix 3: Computer Assisted Telephone Survey of
Employers

Questionnaire Number: '__.l

[INTERVIEWER: Ask to spaak with the parson who is responsible for dealing with racruitment in the
organisation]

Good <<Time of day>>. My name Is <<namex>> from Research First, a market research company based in
Christchurch. Today we are conducting a survey on behall of Massey University.

This survey will take approximately 20 minutes to complete. |s now a convenient time to talk? (INTERVIEWER:
If not, make an appointment to call back, thank and terminate).

Please note: This research is being carried out on behalf of Massey University. It has been evaluated by peer
raview and judged to be low risk. Consequently, it has not been reviewed by one of the University's Human
Ethics Committees. Research First, together with the Massey University research team, are responsible for the
ethical conduct of this resaarch. Il you have any concemns aboul this ressarch that you wish to raise with
someone other than Research First or the University-basad research team, please let me know and I will
provide you with those contact details.

(INTERVIEWER NOTE CONTACT DETAILS]. John O'Neill, Director (Research Ethics), telephone: 06 350
5249, email: humansthics@massey.ac.nz

If proceeding: Please remember that:

+ There are no right or wrong answers to these questions.

+ You can withdraw from the research at any time.

+ The survey resulis will be treated in confidence, and no-cne will be able 1o identily you from the research.
+ This call may be recorded for training and auditing purposes

Interviewer. Please note region:
J Auckland ) Wellington _J Cheistchurch [} Southland [ ) Wesl Coast

Seaction A; Business Characleristics

1. What sector does your business operate in? Interviewer; If none of the loliowing, thank & close

J Dairying (Southiand)

J ICT (Akl, Wgton, Cheh)

- Construction {Cheh)

J Tourism {West Coast)

- Exiraclion (West Coast)

J Education (Akl, Wgton, Southland)
21 Health (AKL, Wgton, Cheh)

Section B: Employee Turnover

2. What is your current employes turnover percentage?

1 0:5% 1 26:30%
o 6-10% - 31-35%
0 11-15% 2 38-40%
0 16-20% 2 >40%
2 21-25%

3. Compared to 12 months ago, how would you describe your employee turnover in 20137

J Higher in 2013
-4 Same
J Lowerin 2013



tion C: Recruit R

4. How do you generally recruit new employees? (fick as many as apply)

| Print media (Newspaper. Technical/ Trade

puthcatons)
- Seek/ TradeMe Jobs etc
J Company Website
J Local recruitment agency
] Overseas recrultment agency
J Internal recryltment
- Other (spacity):

J Employee referral programme

[J Parsonal referrals

'J Social media {e.g. Facsbook, LinkedIn, Twitler
etc}

- Seconding employees

J Internship

5. How long are jobs typically advertising for before being filled?

J Upto one week

4 Ovar one week up to two weeks
J Over two weeks up to one month
I Over one month up 1o two months
I Cver two months up to six months
J More than 6 months

. Not successiully filled (and have stopped advertising)

iJ Don't know
6. Do you actively advertise overseas?

J Yes
1 No(go to Q9)

if Yes: 7. Where?

J Australia

J United States
(J United Kingdom
J India

[ China

J Other (specily):

8. Where do you tend to recruit your staff from?

J Locally (i.e. same reglon as employer)
J Nationally

J Austraiia

1 United States

1 United Kingdom

J Ingia

- Other (specify):

European Unlon
South Africa
Korea
Philippines

oooc

China
European Union
South Africa
Korea

) Philippines

Uoud
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9. What of the following have you used to successfully recruit or retain employees? Read out options and
clarify whether used for recruiting, retaining or both?

Recruiting Retaining

Increased wages

Incentives for employee referrals

Sign on bonuses 1o new employees

Flexible work arrangements

On site sarvices (e.g. childcare/ gym)

Offer of phased retirament or contracts to employees
Health care benefits

Share options/ equity

Increased training/ professional development
Increased workptace fraining (2.g. foundation skills)
Pay far staff to underake training

Offer time for training fo staff

Mentoring/ Buddy programmes

Identity internal career pathways

10. What other metheds have you used to recrult new employees?

JECEe 008 0.

ceodono o ogon

I =y W 5y W

11, What other metheds have you used 1o retain current employees?

12. Please rate the following factor ragarding retantion of staff on a scale of 1 to 5, where 1 = very difficult and
5 = very easy:

Very Very

difficult Difficult Neutral Easy easy
Kesping staff in your region 1 2 a 4 5
Keeping staff in your organisation 1 2 3 4 5
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Please rate your agreement with the following statements on a scale of 1 to 5, whers 1 = strongly disagree and
5 = strongly agree:

g g
3 @
5 g
= >
[=3
2 g ft:
@ O = @
| R I e |
13. To help in recruitment, local government should..,
Pravide incentives for employing local staft t 2 ‘8 44 B8
Provida help to recruit hard to fill' positlons Yo 2L daN e s
Locally promote regional employment needs 1 2 3 4 5§
Provide support from Economic Development Agencies ) PR L S SE
Provide support for nawly arrived migrants (including services and events) i1 2 3 4 5
Provide labour market research TR 28 4T E
1 2 3. 4 B

Coordinate discussion and action plans among key stakeholders in the labour
market {e.g. education providers, community organisations etc)

14, INTERVIEWER: ASK ONLY IF BATED 'AGREE" OR 'STRONGLY AGREE' TO 'PROVIDE HELFP TO
RECRUIT HARD TO FILL POSITIONS'

Please specify what kind of help you would like:

| |

Please rate your agreement with the following statements on a scale of 1 to 5, where 1 « strongly disagree and
5 = strongly agree:

8
> B =
g 5 B 2
5 § 3 8 3
& 6 2 & &
N
15, To help in recruitment, central govermment should..,

Speed up visas for immigrants 1 "2 3

Pravide help to recruit 'hard to fill' positions ) g S
¥ & 3 5

Liaise with businesses to determine which roles should be on the 'highly
skilled' list for immigrants

Provide incentives for sourcing staff locally
Provide incentives for sourcing staff nationally
Promote NZ as a place to work, overseas

16. INTERVIEWER: ASK ONLY IF RATED 'AGREE' OR 'STRONGLY AGREE' TO 'PROVIDE HELP TO
RECRUIT HARD TO FILL POSITIONS'

f 2 ‘4 ¢
) SRR Fr< I R

Please specify what kind of help you would like:
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tion D; Qualifications

| would now liks to talk about the qualification levels of your stall, can you please tell me...

17. How much do you agree or disagree thal the availability of qualified stalf is a barrler 1o your company
achieving its goals?

- Strongly disagree

(] Disagree

J Neutral

- Agree

J Strongly agree
18. Please rate how often you would use the follewing methods to facilitate access to qualified staff on a scale
ol 1to 5, where 1 = always, 2 = often, 3 = sometimes, 4 = seldom and 5 = never:

g
§ s F 5 b
28535
| [ |
Cuisourcing of work P A K e L
Using short term contractors t 2 3 4 5
Encouraging employee overtime LS R E
Recruiting from overseas 1 2 3 4 5
Changing existing employees roles ) 208 45
Offering phased retirement or contracls te retiring employees 1T 2 3 4 5
Increasing professional development and employee upskilling e S SRR e U
Increasing salaries 1 2 3 4 5
Increasing recrultment efforts at educational institutes ISRl DI S
Using recruitment agencies 1t 2 3 4 5
Seeking to attract emplayees from other organisations )RR MR [ (SR
Sharing employaes with other organisations 1 2 3 4 5
Promoling employees belora they ara ready s et B
19. Please rate your agreement with the following statemenis on a scale of 1 to 5, where 1 = strongly
disagree, 3 = neutral, and 5 = strongly agree:
g @
b e
T s _ &
SN
il il
The greatest challenge facing my company is a lack of sultably qualified " 2 3 & 5
employees
New Zealand tertiary institutions are nat training people with the qualifications 1 2 3 4 5
my company needs
Sallary expectations of qualified potential employeas are a barrier to filing 1.2 3 A &
roles
It is easy to recruit for organisational fit 1 2 3 4 5
itis sasy to recruit for specific qualifications | P L S
We will need to increasingly rely on immigration for labour support 1 2 3 4
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