
 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

  



 

1. Responses 
 
Submitter information – please tell us about yourself 
Question 1.  
 

Would you prefer your submission, either in part or in full, to be withheld 
from public release? 
 
(Personal information such as your name and contact details would not be 
released without consulting you). 
 
☒ No, the content of my submission is able to be publicly released in full. 
 
☐Yes, please withhold my entire submission from any public release of 
submissions. 
 
☐Yes, please withhold private or confidential information as indicated in my 
submission. I do not need to be consulted further regarding public release of 
submissions. 
 
☐Yes, private or confidential information has been indicated in my submission. 
Please consult me before releasing my submission as part of a public release. 

 
In order to make sure that the views of different groups, sectors, and regions are properly 
shown in any analysis, please provide some preliminary information about your 
submission. 
 
Question 2:  What is the name of the person completing this submission?* 

 
Michaela Blacklock (General Manager) 
 

Question 3.  
 

If you are submitting on behalf of an organisation, what is the name of that 
organisation? 
 
The Canterbury Employers’ Chamber of Commerce 
 

Question 4.  Please provide us with at least one method of contacting you, in case we 
need to discuss your submission further. 
 
Michaela Blacklock (General Manager) 
03 353 0309 
michaelab@cecc.org.nz 
 

Question 5.  What sector(s) does your submission most closely relate to? 
☒General submission - no specific sector 
☐Aged care 
☐Construction 
☐Finance 
☐Education 
☐Energy 
☐ Forestry 

mailto:michaelab@cecc.org.nz
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☐ Healthcare (other than aged care) 
☐ ICT 
☐ Labour hire 
☐ Manufacturing 
☐ Natural resources 
☐ Petroleum and minerals 
☐ Retail 
☐ Tourism and hospitality 
☐ Transport and freight 
☐ Viticulture and horticulture 
☐ Other – please indicate: 
 

Question 6.  Which regions(s) does your submission most closely relate to? 
☐ All regions 
☐ Auckland 
☐ Bay of Plenty 
☒ Canterbury 
☐ Gisborne 
☐ Hawke’s Bay 
☐ Manawatu-Whanganui 
☐ Marlborough 
☐ Northland 
☐ Nelson 
☐ Otago (Other than Queenstown lakes) 
☐ Queenstown lakes 
☐ Southland 
☐ Taranaki 
☐ Tasman 

☐ Waikato 
☐ Wellington 
☐ West Coast 
☐ Other (please specify) 
 

Question 7.  Which of the following most closely Describes your perspective as a 
submitter?* 
☐ Employer (Continue from question 8) 
☐ Employee (New Zealander/permanent resident) (Continue from question 12) 
☐ Employee (temporary migrant visa holder) (Continue from question 12) 
☐ Industry organisation (Continue from question 12) 
☐ Economic development agency (Continue from question 12) 
☐ Licenced immigration advisor (Continue from question 12) 
☐ Union (Continue from question 12) 
☐ Non-Governmental Organisation (NGO)/Social services provider (Continue 



 

from question 12) 
☐ Local Government (Continue from question 12) 
☒ Other – please indicate: Business support membership organisation (Continue 
from question 12) 

 

Substantive questions – Section 1 
There are two broad areas of proposals in this consultation: 

• A set of proposals to reform employer supported – temporary work visa settings; 
and 

• Early thinking on aligning the immigration, welfare/employment, and 
skills/education systems on a regional basis. 

You are welcome to submit on either or both areas of consultation. 
The first section of questions relate to temporary work visa settings and include:  

• Shifting to an employer-led process - The 'gateway framework' (Section 3 of the 
consultation document). 

• The details of an employer accreditation framework  - the employer gateway (Section 4 of 
the Consultation Document). 

• Testing of the labour market for specific jobs - the job gateway (Section 5 of the 
consultation document). 

o A highly paid threshold for exemption from current Labour Market Testing. 
o The development of Regional skill shortage lists. 
o The development of sector agreements. 
o Regionally differentiated labour market testing based on indicators of the local 

labour market. 

• Situations where INZ may not need to assess a migrants ability to do a job (Section 7 of 
the consultation document) 

• Transitional arrangements (Section 9 of the consultation document): 
o Increasing the mid skilled remuneration threshold. 
o More facilitative settings for the partners and children of lower-skilled migrants. 
o Reviewing the stand down periods for lower skilled temporary migrants. 

Proposal 1 (Section 3 of the consultation document) 

It is proposed that the current range of employer-assisted temporary work visa categories 
are unified under one category called the ‘employer-assisted temporary work visa.’ All 
applications for this visa would be processed through a new gateway framework comprised of 
three distinct gates where checks are complete by INZ on employers, the job offer, and the 
migrant applying: 

• The employer gate where employers are accredited to employ temporary migrant workers; 

• The job gate where checks are made to make sure no New Zealander is able to fill the job 
the employer is recruiting for; and 



 

• The migrant gate where checks are made on a migrant worker’s identity, health, character 
and qualifications to do a job. 

Central to the new framework is that it is employer-led rather than migrant-led. This reflects that 
the temporary work visa settings should be designed around employers, the main beneficiary of 
the system, rather than migrants. 
 
Question 13.  Do you support moving to an employer led process for temporary 

migrant workers? 

☐ Yes, I support this proposal in full 
☒ Yes, we support parts of this proposal 
☐ No, I do not support this proposal  
☐ Unsure 
☐ No opinion on this proposal 
 

Question 14. With reference to Question 13, please tell us why you agree, why you 
don’t agree or why you are unsure.  
 
In principle, we agree with the concept of the employer becoming the customer and 
leading this process. 
 
Simplifying the temporary work visa categories will be a positive move for businesses, 
many of whom struggle with laborious immigration processes that can result in 
additional costs, compliance and delays.  
 
The ‘three gate’ model has the potential to make the immigration process more 
transparent and efficient for employers, and will lower the cost for migrants who 
choose to settle in New Zealand. This new approach will only work, however, with 
straightforward and realistic compliance measures for employers that do not over 
burden the employers and move all the onus to them versus INZ or the migrants as 
may have previously been the situation, and an INZ service model that is responsive 
and flexible in what is a rapidly changing labour market due to regional variances of 
employment and the changing nature of work.  
 
Engagement with industry and employer groups (national and regional) to design the 
processes in collaboration, will enable a smoother transition process. 
 
The large majority of the businesses in our region that hire migrants are excellent 
employers and have a genuine and ongoing need for this group to supplement their 
New Zealand workforce. While INZ has rightly indicated that employers are a 
beneficiary of the migrant workforce, so too is the local and national economy. 
Without access to the migrant workforce, there would be limited growth in some 
sectors due to tight labour markets and not being able to access the right skills for 
specific industries.  
 
We would like it recognised that the migrant also benefits greatly from access to a 
working visa, a stable and fulfilling job, and the opportunity to settle successfully in 
New Zealand, and in our region. The employer should not carry all of the cost (and 
responsibility) of what is a mutually-beneficial relationship. That said, The Chamber 
supports strengthened (fair and realistic) compliance measures from INZ and supports 
any measures to eliminate migrant exploitation – taking into account there is 



 

employment legislation to oversee this. Our focus is working alongside INZ to enable 
good employers to successfully recruit and retain valuable migrant workers in our 
region through ensuring they are well inducted and settled into both the workplace 
and the region. 
 
We appreciate the opportunity to engage in a more productive way with INZ and 
endorse the BusinessNZ view of a partnership approach: 
 

With the demand for better labour market information high, a partnership 
approach can play an important part in ensuring there is a strong feedback 
loop between parties to quickly address any red flag issues, ensure that parties 
are connected and clear on implementation and delivery of new initiatives, 
and that policy and operational aspects stay well connected and continue to 
adapt to the changing global and business environment. 
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We also need to take into account the changing nature of work and with new 
industries and businesses establishing themselves or relocating to New Zealand, we 
simply may not immediately have the skills needed. 
 
In addition, in some industries, the skills that are required are simply not available in 
New Zealand and are not currently being taught at our tertiary institutions (or where 
they are, the young people are not through the other side yet). In some instances, the 
skills required are also so specialised that New Zealand would never have the critical 
mass of demand required to make an education provision in those fields viable and 
we are likely to be reliant on migrant labour for these roles for the foreseeable future. 
 

Question 15. What impacts do you expect this proposal to have? Please provide 
evidence where possible. 

The proposed changes have the potential to be significant. Some of the initial impacts 
we expect to see include: 

- Increased pressure on businesses to satisfy labour market tests – challenging 
in a region with very low unemployment; 

- Increased pressure on SMEs to prove compliance – potentially resulting in 
additional time and administrative costs; 

- Challenges for national organisations to negotiate the regional model of 
labour market tests; 

- A risk that delays will occur at one gate and have a domino effect – such as 
slow accreditation renewal or migrant visa application processing at INZ; and, 

- The prospect of positive outcomes from a strong regional approach; 
- An improved relationship between employers and local INZ offices leading to 

more effective communication and collaboration 
- More clarity for those in sector agreements around skill classifications 

(ANZSCO) 
- A simpler model for employers to navigate  
- With the emphasis being on ‘employer led’ processes, with the right 

implementation model, industry will be more focused on their future 
workforce planning. 

 
While we support the idea of the ‘employer-assisted temporary work visa’, the 
transition process should create as little disruption as possible for employer and 



 

migrant. Compliance costs must be kept to a minimum for smaller businesses or those 
hiring only small numbers of migrants.  
 
Many small and medium enterprises (SMEs) already struggle to understand and 
negotiate the immigration process, so clear rationale and instruction around any new 
policy is essential. Businesses that fall into the standard accreditation stream should 
not have to incur additional expenses such as contracting immigration lawyers to 
ensure they are compliant.  
 
The positive impacts of the proposed model will only be realised with an improved 
service model from INZ. Employers will respond well to an INZ system that is 
responsive and transparent. If the employer is now to be viewed as the ‘customer’, 
there must be a significant improvement in processing times and a focus on 
consistent decision-making. We can see the potential for good outcomes for our 
employers if the service levels at INZ are of a high standard. 
 
We hold some concerns about INZ having the capacity to roll this out in an efficient 
and timely manner. Any further delays in the processing of work visa applications 
could increase frustration among both employers and migrants. The overarching 
impact of increased frustration over time is to delay or reduce recruitment of migrant 
workers reducing our ability to increase our overall working age population and 
ultimately stifling growth of companies. If we make is too difficult for employers or 
migrants – or both – New Zealand becomes less of a country of choice for talent.  
 
The additional resource needed to process employer accreditations also has the 
potential to hold up this new model. Our concern stems from what seems to be a 
relatively fast roll-out of significant new policy. We would expect that a dedicated INZ 
team would be well-trained and fully prepared to take on what will be a substantial 
increase in workload. 
 
There may be unintended consequences of these proposed changes, as noted by 
BusinessNZ:  
 

There is a risk that immigration policies and reducing the flow, particularly of 
lower-skilled workers, will have the unintended consequence of worsening 
working conditions for both migrant and New Zealand workers. With a 
shortage of available labour, particularly in service-based industries, the 
system will be essentially incentivising behaviour such as extended work hours 
with an associated increased risk to worker wellness and health and safety.  
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Proposal 2 - (Section 4 of the consultation document) 
It is proposed that employer accreditation is introduced for all employers who want to 
recruit temporary migrant workers.   
Strengthening the minimum standards, the incentives employers receive, and compliance is 
intended to encourage employers to recruit and train New Zealanders, and reduce the risk of 
exploitation when migrants are employed.  
 
Accreditation would require employers to demonstrate that their business practices: 



 

• Incentivise training and up-skilling of New Zealanders 
• Put upward pressure on wages and conditions 
• Meet minimum immigration and employment regulatory standards to minimise the 

exploitation of migrant workers 
• Maintain the integrity of the immigration system 

It is proposed that there are three different accreditation types with different standards, incentives 
and duration. 

• Standard accreditation 
• Labour Hire accreditation 
• Premium accreditation 

The accreditation type will depend on the employer, and for some employers, will depend on their 
preference for additional incentives that come with premium accreditation.   
 
Question 16. Do you support moving to an employer led process for temporary 

migrant workers? 
☐ Yes, I support this proposal in full 
☒ Yes, we support parts of this proposal 
☐ No, I do not support this proposal  
☐ Unsure 
☐ No opinion on this proposal 
 

Question 17. Do you have any comments to make on the different accreditation groups 
for employers with particular reference to accreditation types, standards, 
duration and incentives? Please indicate if you think there are any 
particular impacts for smaller businesses. 
 
The Chamber supports the proposed different ‘levels’ of accreditation but holds 
reservations about the costs and time burden on employers to prove compliance.  
 
Standard accreditation should be a simple process with efficient response rates from 
a dedicated INZ team – preferably with regional knowledge. Employers should be able 
to use existing data from other regulatory bodies to prove adherence (e.g. Worksafe 
certification for health and safety compliance), which is in line with the Government’s 
view of making it easier to connect and interact across Government (e.g. New Zealand 
Business Number).  
 
Premium accreditation should ideally be for a longer time than proposed – we would 
suggest an initial period of at least three years to allow businesses to better plan and 
implement training, and reduce compliance costs. Some businesses should be fast-
tracked, such as those already accredited (or in the process of applying for 
accreditation) and those identified and already vetted by government agencies (for 
example universities and identified growth companies). This level of accreditation 
must also have enough flexibility built in to allow smaller businesses to reach the 
standards without prohibitive costs or excessive compliance. 
 
We hear from employers that it is not just the direct costs associated with hiring, 
inducting and settling migrants that can be challenging, but also the time it takes to 
prepare and follow up visa and accreditation applications and renewals. This pain is 
particularly felt among our smaller businesses that lack the HR capacity and capability 
to spend hours on immigration administration. We would anticipate that the 



 

proposed standard accreditation would have limited bureaucratic barriers for SMEs, 
and an INZ point of contact for troubleshooting issues with applications and renewals. 
 
Demonstrating the training and upskilling of New Zealanders can be challenging for 
many employers – particularly those in isolated rural areas with few locals with the 
skills, ability and experience required for specific roles. Despite exhaustive attempts 
by employers to attract and retain New Zealanders, the reality is that there are 
geographical areas and particular industries that will always struggle to meet this 
compliance requirement. We would encourage a more flexible approach from INZ 
where there is proven and sustained labour shortage. 
 
The proposed induction process within the standard accreditation is welcomed by The 
Chamber, to assist in the settlement of newcomers. There is a risk of this becoming a 
tick-box exercise, however, and we know that simply providing new migrant 
employees with a booklet or website link is ineffective. There are existing 
programmes and skills in place that are effective ways of ensuring that employers are 
given the expertise and practical assistance to delivering this information – 
communication and engagement with these agencies will be an important part of this 
process.  
 
Enhanced pastoral care support and workplace programmes for premium accredited 
employers would also be welcomed by The Chamber. It will be important that there is 
strong support provided to businesses for this process and using the proven existing 
networks and programmes working in this space will be important, rather than 
assuming businesses have existing in-house capability or capacity.  
 
It will also be important to ensure that organisations providing this service are in 
some way approved to deliver to a set standard to avoid unsuitable organisations 
from entering the market. To mitigate this risk, and to avoid it becoming a box-ticking 
exercise, it is essential that these programmes are delivered by reputable providers 
within the region. There are organisations (including The Chamber) that have 
extensive experience in the field of pastoral care and cultural diversity training that 
should be considered as part of this provision.  
 
Consistency in accreditation application decisions is essential to avoid variable 
decisions dependent on the discretion of the INZ officers that could cause frustration 
and erode employer confidence in the process.  
 

Question 18.  What other evidence or employer activities should we consider as 
alternatives or additions to the proposed employer accreditation 
standards? 
(For example, how would you demonstrate in house training and development, 
or are there programmes you participate in that should be considered as 
evidence for meeting these standards?) 
 
There is risk in over-complicating the criteria for accreditation. Gaining standard 
accreditation should not be overly complex for the employer or INZ. Having large lists 
of compliance options could potentially risk a slow-down in decision-making. We 
believe that complying with New Zealand employment laws should be the minimum 
standard.  
 



 

The Chamber fully supports rewarding good businesses with proven track records. If 
an employer, for example, is particularly proactive in supporting both their New 
Zealand and migrant workers they should be rewarded with fast-tracking of 
applications and renewals.  
 
This may include having the following in their workplace: 

• Proactive and innovative recruitment practices to encourage New Zealanders 
into work 

• Evidence of training and development of their workforce taking into account 
that training occurs through multiple channels and methods in today’s 
modern workplace 

• Provision of diversity training for all staff 
• Active and genuine engagement in collaborative activity in the region – for 

example, supporting workplace initiatives and community projects that 
enhance settlement opportunities for newcomers. 

Proposal 3 - (Section 5 of the consultation document) 
It is proposed that there are four job pathways available to employers to recruit temporary 
migrant workers in the future. 

• High levels of remuneration 
• Regional Skills Shortage Lists 
• Sector agreements 
• Regionalised labour market testing 

Three of these pathways (the highly-paid threshold, regional skills list and regional labour market 
test) are enhancements of the status quo. One of these pathways (sector agreements) is a new 
pathway. 
Question 19.  Do you agree that a sufficiently high rate of pay should exempt a job 

offer from needing a labour market test? 

☒ Yes  
☐ No 
☐ Unsure 
☐ No opinion 

 
Questions 20. With reference to Question 19, please tell us why you agree, why you 

don’t agree or why you are unsure. 

We recognise the need to attract migrants at all levels of skill and remuneration.  
According to ChristchurchNZ, the aging population in Canterbury will create 73,500 
job vacancies by 2031 which cannot be filled by natural population growth 
(ChristchurchNZ Economic Development Strategy). 
 
If employers have the ability to offer this higher rate of pay, which in general is in 
relation to the need for a highly specialised skillset that is not available within New 
Zealand, then they should not face any additional labour market test barriers. 
 

Question 21. Based on a 40 hour week, what would you consider to be a highly paid 
annual income threshold for your industry or region? 
 



 

It is essential that individual regional thresholds are taken into account, given the 
cost of living across New Zealand. This would also provide an opportunity for 
unique characteristics of each region to be considered and for this to be used as 
one lever to encourage settlement into regions with the greatest need for skills. 
This does depend greatly however on how the regions are carved up. For a 
regionally based system to be effective in addressing these differences, subregions 
would need to be considered separately. We reference this further in question 23 
below. 
 
We support the commentary from the Mayoral Forum submission below which we 
believe forms a sensible data driven approach that would enable a more targeted 
method of achieving the desired outcome. 
 

We recommend using variable income thresholds to incentivise migrant 
workers to settle in regions outside Auckland – and calibrating income 
thresholds not against national income averages, but against income 
thresholds for each region against actual average wages by occupation, by 
skill level, in that region.  
 
(To do this well, it will be necessary to review ANZCO levels against 
occupations in consultation with industry and unions.) 
 
For example, average weekly income from paid employment (HLFS, year to 
June 2018) for Auckland, South Island regions and the country as a whole 
varies considerably: 
 

Region Individual Household 

Auckland $1,262 $1,745 

Nelson, Tasman, Marlborough, West Coast $1,016 $1,260 

Canterbury $1,140 $1,471 

Otago $1,074 $1,379 

Southland $920 $1,119 

New Zealand all regions $1,168 $1,524 

 

For farm workers, we think income thresholds should factor in the 
monetary value of rural employee benefits, particularly accommodation. 
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Question 22. Do you support transitioning to regional skill shortage lists? 
☒ Yes  
☐ No  
☐ Unsure 
☐ No opinion 



 

  
Question 23. How could the skills shortage lists be improved? 

 
Skills shortage lists need to be regionalised to both satisfy employer demands and 
create opportunities for migrant workers in the regions. Our experience with the 
Canterbury Skills Shortage list was generally positive (after an initial slow start), 
with employers appreciating the focus on the local labour market pressure points. 
There was also real benefit for employers in establishing productive relationships 
with Hub skills brokers, leading to consistent decision-making.   
 
Our region, however, is geographically large and diverse in its labour needs. While 
we understand that, at this stage, the regional list will not have sub-levels there 
must be some capacity for differentiated areas to benefit from this important 
channel. The needs of Hanmer Springs and Ashburton for example, are very 
different from those of Christchurch or Timaru. We propose having at least three 
sub-levels:  
 

• Christchurch 
• Mid/South Canterbury 
• North Canterbury 

 
There has to be effective consultation with relevant parties when compiling and 
updating these lists, including industry bodies, chambers of commerce, employers’ 
organisations, economic development agencies and so on. They also need to be 
more dynamic, reviewed regularly (preferably quarterly and implemented quickly 
to respond to changing labour market needs. Seasonality of many occupations will 
also need to be considered for many regions and industries. 
 
With respect to regional lists, it will be important to consider implications for 
national businesses with offices in more than one region, which may face 
additional compliance costs and burdens. 
 

Question 24. Do you agree that sector agreements should be introduced?  
☐ Yes  
☐ No  
☒ Unsure 
☐ No opinion 

Questions 25. With reference to Question 22, please tell us why you agree, why you 
don’t agree or why you are unsure. Please indicate any specific sector 
views, where relevant. 

The Chamber, in principle, supports the idea of sector agreements – particularly in 
industries that have issues with accessing a steady and ongoing labour supply. That 
said, it will be essential that there is a regional lens applied as sectors needs differ 
significantly between regions. There is a great opportunity here to build stronger, 
more collaborative relationships between industry and INZ.  
 
Sector agreements could also provide an excellent opportunity to address the 
persistent issue employers face with the correct alignment of occupations via the 
ANZSCO lists. We would support a sector agreement creating supplementary or 
clarifying details around occupations to assist employers. Employers currently have 



 

to match a position description with an occupation that is not clearly defined in 
ANZSCO or accept when there are large discrepancies between definitions within a 
sector – for example, dairy cattle farm worker (ANZSCO level 5) and dairy cattle 
farmer (ANZSCO level 1). 
 
The details of the proposed sector agreements in this submission paper, however, 
are vague and the negotiation and implementation period seems rushed. For this 
reason, we hold reservations about this proposal until we see more detail from 
INZ. We would also support the initial agreements being voluntary within a set 
time period (perhaps three years to align to the premium accreditation period). If 
the benefits to business are considered strong enough (such as addressing the 
ANZSCO limitations) then we expect that most employers would sign up.  
 
A number of our employers have signalled concern with the proposed sector 
agreements. One area of contention is the potential umbrella approach for a 
sector such as aged care. The disability support sector, for example, is currently 
included in the aged care industry, largely due to the titles of occupations within 
both sectors being similar, such as care worker. However, there are huge 
disparities between the skills, experience, and qualifications needed for a care 
worker in these sectors.  
 
The Chamber has been approached by several disability support providers in the 
region that feel as though their voice is not heard within the aged care sector. We 
would advocate for this group to be recognised as either a separate sector, or a 
sub-group of the aged care sector if negotiations proceed for the sector 
agreements. It is this type of anomaly that would likely need to be addressed 
across other sectors, and we would like assurances from INZ that there will be a 
willingness to be flexible with their approach to sector agreements.  
 

Question 26. Do you have any comments on what could be included or excluded 
from the sector agreements?  
 
The main inclusion should be supplementary or clarifying notes for ANZSCO (see 
Q.25). This will allow for more reasonable recruitment options and avoid 
employers having to manipulate the position description to fit a rigid ANZSCO 
code. 
 
There needs to be realistic expectations about commitments to employing and 
upskilling New Zealanders. This is an important aim but needs to be carefully 
considered with each sector in mind and by using real examples from employers 
about their genuine attempts to recruit and retain New Zealand workers.  
 
We support every effort to ‘put New Zealanders first’ but we are also 
overwhelmed with evidence from our employers about the difficulties in both 
attracting and keeping local workers. The unemployment levels in each region 
must be considered and acknowledgement given that the one-size-fits-all 
approach is not viable. 
 
The cap on the number of migrant workers to be employed in a sector is 
challenging both in terms of the raw number approach and the regional approach. 
That is, will the cap be applied as a proportion of the labour the market demands 



 

at any one time (which would be preferable than a raw number); and will the cap 
be split regionally as a proportion or will it be an overarching number for example.  
 

Proposal 4 - (Section 5 of the consultation document) 
It is proposed to review the labour market test  to make it easier or harder to recruit temporary 
migrant workers in a region depending on the dynamics of the local labour market in that region..  
 
Question 27. Do you agree the labour market test could be more responsive to 

better reflect the different needs of the regions?  

☒ Yes 
☐ No  
☐ Unsure 
☐ No opinion 

 
Questions 28. With reference to Question 27, please tell us why you agree, why you 

don’t agree or why you are unsure. 
 
In Canterbury, we have experienced the benefits of both a regional skill shortage 
list and a regional hub. Our skill shortage list was reviewed regularly and was 
dynamic enough to satisfy most employers. Regular consultation with industry was 
crucial to the success of these regional solutions. A regionally-focused labour 
market test would reflect the reality of differing skill shortages throughout the 
country, although regular monitoring will be necessary to respond to the changing 
needs of each region. 
 
We have some concerns about how INZ will determine and assess the labour 
market demands for each region. Current tools may not adequately measure 
current, or accurately forecast future, regional labour needs – which is particularly 
true when considering sub-regional nuances.  
 

Question 29. How could the labour market test be redesigned to make it more 
responsive to regional needs? 

There are a few factors required to make a labour market test more responsive: 
• Effective channels for industry to provide feedback on labour market 

needs; 
• Regular monitoring and editing of lists in response to industry feedback (at 

least six-monthly); and, 
• Wider consultation with relevant national and local entities (BusinessNZ, 

chambers of commerce, economic development agencies, other 
government departments, education providers, social agencies and so on) 
to ensure the lists both reflect the employer needs and avoid limiting 
opportunities for New Zealand job-seekers  

 
Question 30. Are there any more general improvements that could be made to the 

labour market test to make it work better? 

The labour market tests do not always accurately reflect the different avenues that 
employers use to recruit New Zealanders. A range of new options (including more 
targeted social media recruitment that can separate out offshore applications) 
should be considered. 



 

 
Proposal 5 - (Section 5 of the consultation document) 
It is proposed that labour market testing should be differentiated based on a set of indicators 
which reflect the labour market dynamics and growth pressures of New Zealand’s sixteen regions. 
 
Question 31. Do you agree a set of indicators could be used to differentiate 

regions? 
☐ Yes  
☐ No  
☒ Unsure 
☐ No opinion 

 
Questions 32. With reference to Question 31, please tell us why you agree, why you 

don’t agree or why you are unsure. 
 
The regional approach proposed with respect to the indicators is a useful way to 
differentiate needs across the country. However, if a hard set of indicators as 
described in the Cabinet Paper becomes the main or only tool through which to 
inform a regionally-differentiated approach to the labour market test, this 
approach would be flawed.  
 
Data such as this coupled with on the ground intelligence would provide a much 
richer picture through which to form a view for labour market testing. The 
challenge is to balance the quantum of data required for decision making with the 
capacity to maintain an agile decision-making framework and implementation that 
follows this.  
 

Question 33. Of the below potential indicators, which ones do you think are most 
relevant to determining immigration settings for a region? 
 
All of the measures below could be useful and inclusion of a range of indicators 
would provide a rich picture on which to base decision-making. However, the 
combination of measures needs to be balanced, transparent and reviewed 
periodically to ensure that it remains fit for purpose in a fast-changing 
environment. In addition, overlaying sub-regional nuances using locally held data 
and information may provide an additional layer of useful information to inform 
this process. For example, the pipeline of residential building consents by 
Territorial Local Authority as an indicator of future housing supply. 
 
We also agree with the following from the Mayoral Forum submission: 
 

All of these measures would be useful. We particularly endorse the 
inclusion of demographic indicators – these go to the heart of our labour 
and skills shortages in Canterbury. In our region, demand for housing, 
pressure on road and rail and level of planned infrastructure investment 
are not significant issues, but they will be for some other regions. 
 
We agree that it is useful to monitor the level of dependency on 
immigration by region, but care must be taken to interpret this measure in 
relation to other indicators – and not to bolster an ideological assumption 
that continued positive net migration is undesirable. 
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☒ Unemployment volumes and rates (including splits for Māori, Pacific 
Peoples, and youth and disabled people) and by region/sub-region 
 
☒ Trend in unemployment volumes and rates 
 
☒ Employment rate by age, gender, ethnicity, disability status and 
region/sub-region 
 
☒ Trend in employment rate and volumes 
 
☒ Underutilisation rates by age, gender, ethnicity and region / sub-
region 
 
☒ Trend in underutilisation volumes and rates, by age, gender, ethnicity, 
disability status and region / sub-region 
 
☒ Wage levels and labour cost index projections for the next three 
years, by occupation, industry and region /sub-region 
 
☒ Forecast economic growth by region 
 
☒ Vacancy growth (job growth) 
 
☒ Projected annual volume of school-leavers by region/sub-region 
 
☒ Projected enrolments in tertiary education by level, field of study and 
by region/sub-region 
 
☒ Projected completions by level and field of study and by region/sub-
region 
 
☒ Projected net migration, by occupation and by visa type and by 
region/sub-region 
 
☒ Number of work-tested beneficiaries by region / sub-region 
 
☒ Projected volume of exits by beneficiaries to employment by 
region/sub-region 
 
☒ Working age population as a proportion of total population including 
those not in the labour force or employment, education or training and 
by gender, ethnicity and region/sub-region 
 
☒ Projected change in working age population and by gender, ethnicity 
and region/sub-region 
 
☒ Age distribution within key occupations for region 
 
☒ Demand for housing 



 

 

☒ Pressure on road and rail 
 
☒ Level of planned infrastructure investment over next 3-5 years 
 
☒ Level of dependency on immigration (Number of temporary migrants 
and their share of total employment) 
 

Question 32. Do you have any comments on the proposed regional indicators 
including how they could be applied to differentiate the regions and 
how the regions could be classified? 
 
Most of the regional indicators proposed have benefit with respect to determining 
regional needs. However, some care is required not to allow indicators that can be 
significantly impacted by the market to be too significant in this equation. For 
example, the demand for housing as an indicator needs to be placed alongside 
regional supply that is current but also regional supply that is in the pipeline. This 
can be done using residential consent data by Territorial Local Authority as an 
indicator of pipeline both in actual consents and in trends in consenting over time.  
 
In addition, the ‘level of dependency on immigration’ indicates that there might be 
a threshold that is desirable as a cap on the proportion of migrant workers to New 
Zealanders in a region. It will be important to consider the dynamics involved in 
how a workforce needs to change over time. An upswing in the number of migrant 
workers in a particular sector over time may simply be indicative of rapid growth 
together with a shortage of New Zealanders able to be trained in that sector within 
the timeframes required. In these instances, there may be a need for a temporary 
relief in the form of a migrant workforce while we develop local skills to 
complement and balance what might be a temporarily migrant heavy workforce. 
 

Proposal 8 - (Section 5 of the consultation document)  
Migrant identity, health, character and capability checks will largely remain the same. 
 
Question 33. Are there situations where Immigration New Zealand should not need 

to review whether a migrant has the qualifications needed to do a job? 
☒ Yes  
☐ No  
☐ Unsure 
☐ No opinion 

 
Questions 34. With reference to Question 33, please tell us why you agree, don’t 

agree or why you are unsure. 
 
We expect there will be sufficient checks and balances in the gateway model. 
 

Proposal 9 - (Section 7 of the consultation document) 
 
Some other changes impacting lower-skilled temporary migrant workers will be made to support 
the move to the gateway framework: 
 



 

• The remuneration threshold for mid-skilled workers will be adjusted to reflect the remuneration 
thresholds for the Skilled Migrant Category 

• All lower-skilled migrant workers will have the ability to support partners and children for the 
length of their visa, with partners remaining subject to a labour market test should they seek 
paid employment  

• The stand down period for lower-skilled migrants could be changed or removed 
 
Question 35. Do you have any comment to make on increasing the remuneration 

threshold for mid-skilled work from 85 to 100 per cent of the median 
income?  
 
The Chamber has concerns about the implications of a significant increase in this 
proposed remuneration threshold. A large number of workers that are currently on 
mid-skilled talent visas will fall on visa renewal to the low-skilled category under the 
proposed minimum salary increase. With no prospect of residency these workers may 
leave New Zealand, thereby further exacerbating labour market pressures.  
 
We recognise that this is a correction and some movement was inevitable, but we 
would support a more realistic and reasonable adjustment to allow businesses to 
better plan for future workforce needs and support their affected migrant employees. 
In addition, it is essential that regional nuisances and wage and salary rates are taken 
into account versus a national approach.  
 

Question 36. Do you have any comment to make on allowing lower-skilled temporary 
migrant workers to bring their partners and dependent children to New 
Zealand for the duration of their visa? 
 
The Chamber supports the ability of migrant workers to bring their partners and 
children to New Zealand for the duration of their visa.  
 
We see the benefits that the communities in our region gain from having migrant 
settlement with businesses benefitting from the skills of partners of migrant workers 
also. Diversity in communities enhances economic prosperity and wellbeing in 
concrete terms by providing an additional source of skills for both the workforce and 
the volunteer and community sectors.  
 

Question 37. Do you have any comment to make on providing partners of lower-skilled 
temporary migrant workers with a work visa provided they meet the 
labour market test for a specific job? 
 
The Chamber would like to see a return to the policy of providing partners of lower-
skilled migrant workers with a work visa. As mentioned in Q.36, the economic and 
social contribution of these partners is significant in our region. Many areas, such as 
Hanmer Springs, struggle to attract New Zealanders into work in retail and 
hospitality.The partners of farm workers in Culverden have been an essential 
supplementary workforce to this town. Partners of Filipino construction and dairy 
workers in Cant erbury have also previously alleviated labour market shortages. 
Employers’ feedback suggests that the reduction in this labour pool since the policy 
change has had strong adverse effects on their businesses. 
 



 

We also know that migrant workers will settle more quickly and successfully if they 
have their partners in employment. This is an important factor in the retention of 
valuable migrant workers in our region. 
 

Question 38. Could the risks for lower-skilled migrants be managed through 
something other than a stand-down period? 
 
The Chamber supports balancing the needs of the employer and the opportunities for 
New Zealand workers with that of the rights of the migrant to have the chance to 
settle successfully in this region.  
 
We support the idea that these low-skilled workers come into the country under the 
explicit understanding that they are temporary workers and residency is not 
necessarily an option for them. Despite this, our employers tell us regularly how much 
they want to encourage these workers to stay here with their families and continue to 
contribute to our region.  
 
We know that the stand-down period is not working – for employers or migrants. As 
BusinessNZ notes: 
 

The stand-down directly affects existing and satisfactory employment 
relationships in areas with ongoing and growing labour shortages; it does not 
take into account the additional cost on business of sourcing and training new 
staff where there is a genuine and ongoing need for lower-skilled workers.  In 
addition to removing businesses’ autonomy to utilise trusted and trained 
employees, a stand-down negatively affects productivity, causes disruption and 
does not contribute to achieving better job outcomes for New Zealanders. Since 
the stand-down period was introduced, there has been no evidence of it doing 
anything other than cause significant harm to businesses and individuals.  And 
it has not disincentivised employers from recruiting New Zealand workers. 

BusinessNZ submission 2019 

Providing access to free or subsidised English language tuition is one practical step 
towards increasing their chances of being sufficiently upskilled in their work to reach a 
mid-skill level. Free literacy programmes (such as ACE and the Workplace Literacy and 
Numeracy Fund) are currently only accessible to permanent residents and the cost of 
tuition for temporary workers is prohibitively high. Competence in English language is 
critical to successful settlement and this barrier creates an unfair burden on both the 
migrant and the employer. 
 

 

  



 

Substantive questions – Section 2 
There are two broad areas of proposals in this consultation: 

• A set of proposals to reform employer supported – temporary work visa settings; 
and 

• Early thinking on aligning the immigration, welfare/employment, and 
skills/education systems on a regional basis. 

You are welcome to submit on either or both areas of consultation. 
The following section of questions relates to early thinking on aligning the immigration, 
welfare/employment, and skills/education systems on a regional basis. 

Proposal 6 - (Section 6 of the consultation document) 
The job pathways will trigger a signal from the immigration system to the broader labour market 
system to ensure there is an adequate domestic labour supply response.  
 
Question 39. Do you agree that demand for temporary migrant workers should 

trigger a response from the broader labour market system to optimise 
employment opportunities for New Zealanders? 

☒ Yes  
☐ No  
☐ Unsure 
☐ No opinion 

 
Questions 40. With reference to Question 39, please tell us why you agree, don’t 

agree or why you are unsure 
 
We are clear that demand for temporary migrant workers is an indicator of trends 
and changes in overall demand for labour. To this end it seems sensible that this 
be used to trigger a response. The challenge is in the timing of the expected 
response from the broader labour market and what form that is expected to take.  
 
Notwithstanding the proposed upcoming changes to education, it seems unlikely 
that there would be the ability to turn on a dime to respond through changes in 
education provision. Equally, changes to the welfare system without adequate lead 
in time would only exacerbate any shortfall in supply. 
 
In addition, we are mindful that as mentioned in question Q.14 there will be 
instances where the skills required are so niche that to expect a response from our 
education system to fill the need at least until a critical mass of demand is built up 
would be prohibitive to businesses accessing the skills they need when they need 
them.  
 
With these things in mind, flexibility needs to be built into the system to recognise 
some of the niche pockets of industry and in particular those that are innovative 
and cutting edge and therefore potentially small. For more mainstream areas of 
labour market demand, it is vital that flow on change using the combination of 
levers of immigration, education and the welfare system need careful coordination 
to avoid increasing pressure on business that would ultimately result in a 
slowdown.  
 



 

Equally, business needs to be kept adequately informed of changes and in a timely 
way so that they too can respond appropriately. 
 

Question 41. Do you agree that closer alignment of the immigration, education, 
skills, welfare and employment systems will optimise employment 
opportunities for New Zealanders? 

☐ Yes 
☐ No 
☒ Unsure 
☐ No opinion 

 
Questions 42. With reference to Question 41, please tell us why you agree, don’t 

agree or are unsure. 
 
In some areas this may well be true for individuals seeking employment, 
particularly in more high-volume skills areas. However, the opportunity for 
business that lies with the diversity of workforce that comes from employing 
migrant labour can’t be underestimated.  
 
We support closer alignment between immigration education, skills and welfare to 
ensure we maximise opportunities for New Zealanders and at the same time 
ensure that businesses have access to the right skills and labour to grow their 
businesses and contribute to the New Zealand economy. 
 

Proposal 7 -- (Section 6 of the consultation document) 
How regions are differentiated will influence the domestic labour market response. This would be 
a collaborative response led by Government which considers education, skills, welfare, employer 
and other local mechanisms. This could be supported by a new regional governance framework 
including a regional body, strategy, information capability, and skills and job hub.  
 
Question 36. Do you agree that a regional response is the right approach to improve 

domestic labour market outcomes for new Zealanders? 
☒ Yes  
☐ No  
☐ Unsure 
☐ No opinion 

 
Questions 37. With reference to Question 36, please tell us why you agree, don’t 

agree or are unsure. 
 
In principle a regional approach is right. The challenge in this is catering for the 
nuances of sub-regions. Appreciating that it could be seen as a law of diminishing 
returns situation, the level of granularity that can be achieved in analysing the 
needs of sub-regions will be key to the provision of a system that delivers the 
results being sought. Within Canterbury, this could be the difference between 
South Canterbury and Christchurch, for example, which at present have very 
different needs according to their sectoral strengths, their education provision and 
the population make-up. 
 
It will also be important that the collaborative response (as indicated above to be 
led by Government) is done in collaboration with regional organisations such as 



 

Chambers of Commerce, employers’ organisations, industry associations and so 
on, which generally understand both their regions and the businesses within them. 
 

Question 38. Do you agree that a regional labour market strategy and plan would be 
a useful mechanism to improve domestic labour market outcomes? 

☒ Yes 
☐ No 
☒ Unsure 
☐ No opinion 

 
Questions 39. With reference to Question 38, please tell us why you agree, don’t 

agree or are unsure. 
 
Again, the principle of this is sound, but sub-regional nuances must be kept front 
of mind. The effectiveness of such a strategy and plan will depend on the 
availability of data, true collaboration between Government and business and the 
ability of those on the ground to analyse and use the data to inform their planning 
and the availability of capable resources with the capacity to execute on the plan. 
 

Question 40. What purpose might a labour market strategy and plan serve in your 
region? What would its focus be and what would it need to contain in 
order to work well? 
 
There needs to be a clear tie back to the economic development strategy for the 
region and to identified key areas of need for industry considering short term 
through to long term planning implications. 
 
We also agree with the Mayoral Forum submission: 
 

It needs to be informed by the indicators proposed at Q. 33, by truth-testing 
on the ground, urban development strategies and district plans. Its focus 
should be on reviewing regional and sub-regional skills shortage lists, and 
alignment of the immigration, education, skills, welfare and employment 
systems at regional level. 

Mayoral Forum submission 2019 
 

Question 41. Who do you think should be responsible for developing and 
implementing a regional labour market strategy and plan? 
 
This should be a collective responsibility between central and local Government 
working in collaboration with economic development agencies, Chambers of 
Commerce, employers’ organisations, industry associations and education 
providers. 
 

Question 42. Do you agree with the concept of a regional skills body to support 
improved regional labour market outcomes?  

☒ Yes  
☐ No  
☒ Unsure 
☐ No opinion 

 



 

Questions 43. With reference to Question 42, please tell us why you agree, don’t 
agree or are unsure. 
 
The success of regional skills bodies will depend in large part on the level of 
coordination with central agencies and their ability and credibility to connect with 
and carry the voice of local business. In addition, striking a good balance between 
the level of autonomy of these organisations to do what’s required in the best 
interests of each region and aligning this with national imperatives will be key. If 
this balance is not able to be struck, improved regional labour market outcomes 
are unlikely.  
 

Question 44. What useful functions would a regional skills body serve in your 
region?  
 
This could include the following: 

- Provision of on-the-ground support and coordination for the system, 
including businesses and agencies 

- Coordination of and contribution to the development, execution and 
monitoring of a regional labour marketing strategy and plan 

- Communication mechanism on behalf of the region to and from central 
agencies and with other regions as required working in partnership with 
central Government and in collaboration with other regions. 

 
Question 45. How might such a body work and what powers/abilities would it need 

to have (e.g. decision-making or powers to recommend or direct)?  
 
The autonomy to work within the framework agreed with Central Government to 
plan and deliver according to the identified and agreed needs of the region.  
 

Question 46. Do you think that regional jobs and skills hubs could be a useful way 
to support labour market coordination in the regions?   

☒ Yes  
☐ No  
☐ Unsure 
☐ No opinion 

 
Questions 47. With reference to Question 46, please tell us why you agree, don’t 

agree or why you are unsure. 
 
The Canterbury Skills and Employment Hub proved to be an efficient and practical 
way to coordinate labour market issues for local employers. Despite a slow start 
(see Q.49), once the Hub was running efficiently it was a useful tool for employers 
and led to better outcomes for migrants that may otherwise get lost in the 
national system. The regional approach allowed for more focused labour market 
solutions. 
 

Question 48. In what circumstances could jobs and skills hubs be most useful? If 
you are familiar with the examples in the discussion document, please 
reflect this in your comments. 
 
Regional Hubs, when well-resourced and organised have the ability to identify and 
target labour market pressure points. This is, of course, reliant on them receiving 



 

accurate and dynamic data from a national level. They become central points of 
contact for employers and over time have the ability to be trusted partners for 
employers.  
 
In areas and industries that rely on seasonal labour, regional hubs could be a 
dynamic source of problem-solving, unrestrained from rigid national-level policy. 
 

Question 49. What do you think would be critical to making the hubs work 
effectively? 
 
To be effective the hubs must: 

- Be business-friendly: open to engagement and feedback from employers 
- Work closely with industry and training providers to plan for the labour 

needs of the region 
- Have the capacity and capability to respond to labour market testing and 

requests in a timely, accurate, and consistent manner 
- Maintain a regional focus while staying alert to trends in other regions that 

could have a local impact  
- Be well-resourced and have dedicated staff with the capability to organise 

and respond to labour market issues (at a regional and national level) 
- Build genuine collaborative relationships with local agencies (at all levels) 

involved in industry, migrant employment, vocational training and so on 
- Have access to relevant and up-to-date national data to inform decision-

making. 
 

The Chamber followed the progress of the Canterbury Hub closely during its 
implementation and tenure. Employers gave us feedback on the performance of 
the Hub during this time. We estimate that it took over two years to successfully 
bed-in efficient processes at this Hub, largely due to a high turnover of staff, 
leading to inconsistent decision-making. This was hugely frustrating for employers 
– and also for migrant workers relying on the ‘Hub letter’ to start or continue 
working in the region. We would expect that lessons have been learnt from this, 
and regional hubs set up elsewhere in the country would not have these start-up 
issues. 
 
After the initial period, employers found that the ability to build relationships with 
designated skills brokers was hugely beneficial. We received feedback that the 
brokers were responsive and open to dialogue about the challenges faced by 
employers. Trusted relationships also allowed employers to become more open to 
employing and investing in New Zealanders. Hub management understood the 
Canterbury labour market pressure points and engaged in collaborative initiatives 
with other agencies.  
 

Question 50. What other ways are there to get regional labour markets working 
better to ensure employers are placing more New Zealanders into 
better jobs and to reduce our reliance on temporary migrant workers? 
 
As above, we support a mix of migrant workforce alongside enhanced 
opportunities for New Zealanders where the opportunity for both. New Zealand’s 
complete labour market demand will not be met by New Zealanders alone and the 
benefits offered by the diversity brought by a partially migrant labour force are 
well known.  



 

 
If New Zealand ceased to need temporary migrant labour, this may well be an 
indicator that growth has slowed significantly – not a situation that will help us to 
attain our economic development objectives.  
 

Question 51. What do you think the costs and benefits of a regional approach would 
be? 
 
Having rolled out a regional approach of sorts in Canterbury in the past, there is 
likely to be some quality data that can be sourced and analysed to provide some of 
these metrics at least as a starting measure. The actual costs and benefits will 
depend on exactly what the nature of the approach is and what the coordination 
of a regional approach is with central agencies and across regions. However, some 
considerations might include: 
 

- The ability to be agile using information from real businesses in real 
communities 

- An opportunity for regions to share information and resources as they 
discover different ways to plan their regional approach and in measuring 
the achievement of their objectives. 

 
Question 52. At a more general level, what other ways are there to improve labour 

market outcomes for New Zealanders? 
 
Other ways to improve labour market outcomes could be to better align education 
provision with business need to enable shorter bursts of education, such as micro-
credentialing. This will help workers demonstrate relevant skills and knowledge 
acquisition over time while still being able to access employment.  
It would also be beneficial for SMEs to taking a more active approach to workforce 
planning. 
 

Question 53. What aspects of overseas approaches to improving labour market 
outcomes do you think would work in New Zealand? 
 
 
 

 

  



 

 

Proposal 10 - (Section 10 of the consultation document) 
 
Decisions will be announced in mid-2019 with implementation occurring over the following 12 to 
18 months. 
 
Question 61. What information and tools would be useful to help you transition to the 

new gateway framework? 
 
Providing employers with clear and timely information and guidelines will be the most 
important factor in this transition. Employers also need to hear directly from the 
source about such significant changes, so a local face-to-face seminar by Ministry 
representatives would be appreciated. There is risk of misinterpretation if details 
around the gateway framework are simply released via document. This could be 
augmented with some face to face time between agencies in region and MBIE 
officials. 
 
Employers will inevitably have questions about how the changes will affect them 
personally. A dedicated phone number or online advice channel with real time 
answers would be useful – at least during the initial period of implementation. 
 
With respect to the implementation of a regional skills body / bodies, these will need 
resource to get set up and established with appropriate Terms of Reference and the 
right people. Some assistance to develop their initial regional labour market strategy 
and plan may also be required to expedite this process. 
 

General comments 
 
Question 62. Do you have any comments to make on the costs and benefits to the 

overall proposed changes? 
 
The cost of doing regional engagement poorly could be enormous in terms of lost 
productivity for businesses and for our national economy – not to mention in the flow 
on impact to international relationships and perception that could occur.  
 

Question 63. Do you have any other general comments you would like to make? 
 
The Chamber welcomes the opportunity to provide feedback on these proposed 
changes. We represent close to 3000 members in the Canterbury region, and 
advocate for hundreds more non-member employers of migrants via our INZ-funded 
programme SkillsConnect Canterbury.  
 
We experience first-hand the frustrations that employers currently have in our region 
in attracting and retaining workers. Employers tell us that, where possible, they hire 
and train New Zealanders as an ideal first option. However, with the ongoing prospect 
of low unemployment and an insufficient population base, immigration is an 
important part of the ongoing success of their business.  
 
It must not be underestimated that the level of change currently flowing through 
from this Government, taken as a potential collective business impact is enormous. 
Changes to immigration are only one piece of this picture and taken in isolation might 



 

seem manageable. However, coupled with significant proposed changes to the tax 
regime, vocational education and training, these immigration proposals add another 
layer of complexity that requires resource from business to understand and respond 
to.  
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