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nga huarahi
Creating pathways
Workforce Development Plan 2021

Rau Tipu Rau Ora

Tairawhiti’s opportunity
is to bring together the significant
job vacancies with the high number
of those living in region who would
like to work. Building effective
employment, training and retention
practices will support growing
workforce capability and capacity.
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Tairawhiti
working together
CARE (Commitment, Action and Reciprocity
resulting in Employment) is a Regional Forum
overseeing workforce capacity and capability
development in Tairāwhiti.
We have come together to support our employers,
who are growing jobs, and our community, who
can benefit from those jobs, so that we can grow
our local prosperity and wellbeing. The Forum
is made up of industry representative leads,
Iwi and public sector agencies to secure better
local outcomes.

A Tribute to Annie Aranui
1966 – 2021
Regional Commissioner(East Coast)
Ministry of Social Development
Co-chair CARE Forum

Ko te kai ote Rangatira, he korero.
The sustenance of leaders is dialogue.
Ko te mahi o te Rangatira, ko te tira.
The role of leaders, is to serve the people.
Ko te tohu o te Rangatira ko te manaaki.
The mark of a good leader is measured by
the care and support they provide to people.
E te Mareikura, takoto i runga
i te rangimarie, kia au to moe.

Representation in CARE will change over time
as the Plan is implemented and developed and
more business sectors are supported.
This Workforce Development Plan is the first
step of a more coordinated approach to growing
the skills and capabilities of our local talent
and matching them to the work and career
opportunities available in our region. It will evolve
as more engagement and participation occurs,

other sectors are engaged and more of our
community benefit from the joined up approach
being taken.
The timing of this Workforce Development Plan
could not be better for our region as we respond
to the Covid-19 pandemic and seek to turn
potential adversity into opportunity. We face
a shared challenge which gives us a common
purpose to work together to maximise our
economic resilience in uncertain times and look
to the future with confidence.
It is the ambition of this Plan and the members
of the CARE Forum to support the “Growing Our
People” actions within the Tairāwhiti Economic
Development Plan.
We look forward to working with our employers,
our talent and our partners and stakeholders in
delivering this Workforce Development Plan as
part of a wider effort to invest in our people and
see our region prosper.

Annie Aranui

Gavin Murphy

Regional Commissioner(East Coast)
Ministry of Social Development

CEO Trust Tairāwhiti

Co-chair CARE Forum

Co-chair CARE Forum
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Tairawhiti Development
Framework
Private and
Community
Sector Chairs

GDC
Mayor

Rau Tipu Rau Ora provides a framework for
recovery in Tairāwhiti in response to the Covid-19
pandemic, with united leadership, collaborative
planning and inclusive operations that will drive
and support key actions and opportunities to
get the best possible results.

Tairawhiti
Iwi Chairs

Rau Tipu Rau Ora
Governance

Government
Ministers

Governance
Operations
Government
Agencies

Rau Tipu Rau Ora
Operations Group

Manaaki
Tairawhiti
Group

Tairawhiti
Economic Action
Plan Operations
Group

Taiao
Operations
Group

Rau Tipu Rau Ora

This recovery includes a clear set of objectives
and agreed actions to re-establish confidence
and momentum and attract central and local
Government investment, along with Iwi, private
and philanthropic investment.

The Workforce Development Plan is one
of those enabling actions supported by
Rau Tipu Rau Ora.

The timely investment of funds, effective
coordination of effort, enabling Government
policy and devolved local decision-making is
essential for achieving the successful social,
economic, cultural and environmental recovery
Tairāwhiti requires.

Whanau
and community

Lead Regional
Official(s)

CARE
(RSLG and
Kaimahi mo te Taiao)

Workforce
Economy

Regional Development Programmes,
Projects, Services

Rau Tipu Rau Ora brings together regional
leadership under a common plan to support
delivery of key actions including Economic
Recovery: investment and support to
businesses, workers, employment opportunities
and associated training pathways, reaching
out across industry groups to identify
opportunities for recovery and growth.

Environment
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Tairawhiti
Economic Action Plan
The Tairāwhiti Economic Action Plan (TEAP) is
the framework document for growth and
economic development in the region. The TEAP
is governed by a steering group made up of key
local stakeholders and is focused on three areas
of development:

Measures by 2022:

1. Sector actions

•	30 percent of jobs created through TEAP
actions above the Living Wage.

2. Enabling actions
3. Future-proofing actions
Within the Sector Actions, “Growing Our People”
is a key focus area given that the purpose of
TEAP is to benefit our local community.
TEAP ‘Growing Our People’ objectives:
•	Implement the C.A.R.E. (Commitment Action
Reciprocity Employment) framework to
support employers in filling their existing jobs
and future labour requirements.
•	Implement youth employment actions
that help young people meet their
potential, including:
– Training in entrepreneurial and
leadership skills.
– S
 upporting programmes for pathways
into employment.
– Employability skills training.
– School-leaver tracking and mentoring support.
•	Develop strong partnerships between industry,
education and training providers to meet
workforce development needs.
•	Invest in upskilling people pre, during
and post-employment.
•	Work with employers to access funding
to invest in employees.

• 1260 new jobs.
•	250 people off benefits and into permanent
employment.
• Annual average growth in labour productivity.

•	20 percent of jobs created through TEAP
actions above the national average wage.
•	Level of NEETs in region at or below the
national average.
Targets:
•	75 percent of available jobs are filled by local
talent, of whom 50 percent are Māori.

CARE
Regional Forum
Commitment, Action and Reciprocity
resulting in Employment, (CARE) is a regional
forum overseeing workforce capacity and
capability development.
The Co-chairs:
Trust Tairāwhiti and the Ministry of Social
Development, both have a mandate to drive
better business and employment outcomes
for the region. The wider membership of CARE
currently includes Iwi CEO’s, MBIE via the Senior
Regional Official for Government (SRO), the
Provincial Development Unit (PDU) and industry
representatives from forestry, horticulture,
tourism and civil construction.

CARE is focussed on meeting job demands
in Tairāwhiti’s high-growth sectors, forestry,
horticulture, tourism and civic infrastructure.
Forestry and horticulture remain the biggest
contributors to the Tairāwhiti economy, while
tourism, prior to Covid-19, presented the biggest
growth opportunity. Overall, due to our isolation,
all our high-growth sectors are reliant on
efficient road transport connections.
CARE is also focussed on both improving
employment outcomes for the unemployed
and underemployed, growing capacity and
improving productivity outcomes for employers,
through an appropriately-skilled workforce.

•	300 jobs prioritised for local job seekers as
Social Development Priority (SDP) roles.
• Social procurement outcomes are secured.
•	50 graduates of regional trade training,
including the Māori-Pasifika Trade Training
Programme, are placed into sustainable
employment per annum.
•	75 percent of the civic construction workforce
is local, half of which is drawn from Māori
job seekers.
The Workforce Development Plan has identified
current availability of up to 1,400 seasonal
jobs and up to 690 permanent jobs across
the five key sectors of horticulture, forestry,
civil construction, tourism and transport
and logistics with which to give effect to the
TEAP and to deliver the target outcomes under
the ‘Growing Our People’ actions.

CARE members and support staff (from left): Adam Hughes (Trust Tairāwhiti), Lyall Anania (MBIE), Gavin Murphy (Trust Tairāwhiti),
Harley Dibble (Trust Tairāwhiti), Charelle Pere (Ministry of Education), Tim Egan (Illawarra Ltd), Amohaere Houkamau (Rongowhakaata Iwi Trust),
Richard Searle (Trust Tairāwhiti), Louisa Moss (Provincial Development Unit – MBIE), Doug Jones (Tāmanuhiri Tūtū Poroporo Trust),
Alex Hawea (Trust Tairāwhiti).
Not pictured: Annie Aranui (Ministry of Social Development), James Baty (Gisborne District Council), Daniel Murfitt (Ministry of Education),
Mere Pohatu (Te Puni Kōkiri), Ronald Nepe (Te Runanga o Turanganui a Kiwa), Daniel Williams (Ngāti Porou Forests Ltd / Eastland Wood Council).
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Regional Skills Leadership
Groups (RSLGs)
Central Government is establishing 15 independent
Regional Skills Leadership Groups (RSLGs) as a
coordinated, regional and central Government
approach to labour market planning that will
enable workforce, education, and immigration
systems to better work together and address
differing skills needs across the country.
Interim RSLGs have been set up on an initial
one-year basis, with a mandate to gather local
intelligence that supports the Covid-19 response.
Until Government has officially established the
RSLGs for Tairāwhiti in July 2021 CARE will fulfil
the functions of the RSLG for Tairāwhiti.
MBIE and CARE are working together to align
the CARE and RSLG terms of reference.
Short-term
RSLGs will be the eyes and the ears on the ground,
supporting immediate regional responses to
labour market impacts arising from Covid-19.
Long-term
RSLGs will develop Regional Workforce Plans,
to project labour supply needs and ensure the
right skills and workforce planning to seize local
economic opportunities. This will involve working
in partnership with Iwi/Māori and with a wide
range of regional stakeholders.

Workforce Development Councils (WDCs)
RSLGs offer a regional perspective on skills needs,
working closely with local and national initiatives,
including six Workforce Development Councils
(WDCs). WDCs focus on industry specific training
needs across all New Zealand. The Tertiary
Education Commission has established the WDC
interim Establishment Board (iEB), responsible
for forming all six WDCs by October 2020.
Regional industry sectors will be better enabled
to make sure the right skills are developed and
available for their sector by acting on the advice
and insights of RSLGs, while local initiatives will
be better enabled to improve workforce supply.
RSLGs and WDCs will develop advice and insights
that will inform skill development of regional
industry sectors and enable improved workforce
supply initiatives.

Section one

Tirohanga Whanui
Regional overview

Regional overview

Workforce Development Plan

Located on the East Coast of the North Island,
Tairāwhiti has a population of 50,700 and has
grown at an average of 1 percent in the past
five years compared to a national average
of 2 percent.
Gisborne is the region’s largest city and has a
population of around 35,000.
With an estimated population of 27,330 in
2020, Māori make up over 54 percent of the
region’s total population.
The regional economy is led by the primary sector,
with a diverse mix of industries providing a variety
of employment opportunities. This mix and variety
offers resilience and opportunity; however, the
region shows more people in low-skilled, low-paid
occupations with lower qualifications relative to
the rest of New Zealand.
The region has:
•	A higher number of people below working age
(youth) than the rest of New Zealand.
•	A lower number of people of working age than
the rest of New Zealand.
•	A higher number of people who are older and
retired than the rest of New Zealand.

Tairawhiti

While the region has more young people, it doesn’t
historically retain them. It is predicted in the
near future that more people will leave the local
workforce than enter it as more baby boomers
retire (currently 1.03 percent of people enter the
workforce for every one that leaves it, NZ Stats).

Gisborne

The region has a competitive advantage to the
rest of New Zealand in having a proportionally
younger workforce coming through.
Tairāwhiti has been at the forefront of a
New Zealand economy that continues to rebound
from the effects of Covid-19. The Tairāwhiti
economy saw sustained and solid economic
growth in the September 2020 quarter, as activity
surged post-lockdown. Provisional estimates from
Infometrics show economic activity in the region
rose 2.0 percent per annum in the September
quarter, meaning Tairāwhiti was the only region to
record economic growth over the last 12 months.

“Tairawhiti was the
only region to record
economic growth over
the last 12 months.”

2019 industry proportion of GDP

Agriculture, forestry
and fishing

19.6%

Brad Olsen Infometrics
Source: Quarterly Economic Monitor September 2020

25%

Rental, hiring and
real estate services
Health care and
social assistance

50,700
population
(2020)

27,330
Maori
population
(54%)

8.5%
5.5%

Unallocated
Owner-occupied
property operation
Construction

8%

5.9%

6.1%

7.7%
6.8%

7%

Retail trade
Manufacturing
Education
and training
All others

17

Regional overview

Workforce Development Plan

NEET rate 2000-2019
20%

20.3%

Tairawhiti
workforce
Tairāwhiti has 22,335 filled jobs (Infometrics 2019).
This was an increase of 2 percent in 2019, closely
aligned with the New Zealand-wide increase
of 1.9 percent.
Of overall filled jobs, 38 percent are highly-skilled,
11 percent skilled, 13 percent semi-skilled, and
39 percent low-skilled. Tairāwhiti is noticeably
higher than the national average in low-skilled
workers (the New Zealand average is 36 percent).
Unemployment at 6.7 percent is higher than
the 4.4 percent New Zealand average. However,
this reduced from 8.1 percent in 2018 (Infometrics
September 2020).

15%

12.1%

10%

5%

The rate of NEETs (people aged 15–24 years who
are not employed or engaged in education or
training) is considerably higher in Tairāwhiti at
20.3 percent, compared to the national average
of 12.1 percent.
While the region outperformed the rest of
New Zealand in productivity, it remains below
the national average for mean annual earnings
and GDP per employee (25 percent below the
New Zealand total). Tairāwhiti isn’t showing
an accelerated increase in the higher-skilled,
higher-earning jobs needed to raise the region’s
long-term community wellbeing levels.

0%

Tairāwhiti

New Zealand

Unemployment rate
20%

15%

10%

5%

0%

2009

2010

Tairāwhiti

2011

2012

2013

New Zealand

2014

2015

2016

Māori in Tairāwhiti

2017

2018

2019

2020

Māori in New Zealand

Employment by skill level
50%
45%
40%
35%
30%
25%
20%
15%
10%
5%
0%
High

Tairāwhiti

Medium high

New Zealand

Medium

Māori in Tairāwhiti

Low

Māori in New Zealand
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Overview
Trust Tairāwhiti, on behalf of the CARE Forum,
has undertaken the development of a Regional
Workforce Development Plan. Its initial focus
is on the region’s pre-Covid leading growth
sectors of forestry, horticulture, tourism and
civil construction. Engagement with businesses
in these sectors soon identified the underlying
importance of the supporting transport and
logistics sector which has been included as a
5th sector within the plan.

an estimated on-going demand for up to 1,360
seasonal workers and up to 690 permanent roles
available. These numbers are estimates given
changing labour market dynamics as employers
respond to the impacts of Covid-19, changing
export market demand and continue to improve
business efficiency, however labour demand is
anticipated to remain at the current level for the
foreseeable future. Employers were also canvassed
on the skill requirements of the roles available.

Other sectors which might require workforce
development for example Health or Residential
Construction can be addressed and added
separately to the initial plan as they are identified
and the requirements understood.

Training data sourced from the Ministry of
Education and the Tertiary Education Commission
was used to provide an insight to the current
provision of training in region.

The leading growth sectors are showing on-going
demand for talent. The purpose of the Workforce
Development Plan is to better match our local
talent to the jobs available and to support the
delivery of training to improve our workforce’s
skills and capabilities for the work available.
Key outcomes of this plan will be sector-specific
action plans setting out the initial approach
to meeting their workforce requirements.
These plans will continue to develop over time as
actions are delivered, in response to market
changes and as stakeholders adapt the plan to
improve performance.
As a first step, employers in each sector were
contacted to determine their current labour
requirements. This identified that the region has

A number of themes have emerged as a result
of this work which informs the individual actions
within each sector plan and are set out under
the following sections: talent, training and jobs.
Across all the sectors the value of carrying
out regular workforce mapping and workforce
planning became clear, in order to:
•	Identify employment gaps, trends and issues,
current workforce supply and demand, priority
roles and skill gaps; determining the jobs
and training required to meet the 2nd berth
Eastland Port expansion opportunity.
•	Support higher training numbers, secure better
completion rates, and for employers to better
access national funding resources to increase
productivity through training.
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Seasonal work
The intermittent nature of seasonal work and
the persistent difficulties in attracting and
retaining local talent to the work is a key regional
issue and indicates that a different approach,
or re-imagining, is required to how this work is
presented, and how a local workforce can be
made available to support better employment
outcomes and lift productivity.
This re-imagining of seasonal work as a
legitimate employment option for a wider range
of workers than is currently attracted to the
work could include:
•	Better organisation of the regional workforce
will address persistent labour shortages at key
times of the year. For example vary high school
and tertiary term breaks to align with seasonal
labour demand.
•	Better targeting of available talent by key
sectors to improve uptake of jobs by locals.
For example, the most successful forestry
trainees tend to come from farming or forestry
backgrounds or families, while on average,
44 percent of school-leavers are not enrolled in
further training 12 months after leaving school.

•	Providing more certainty of work. Our key
sectors all demonstrate inconsistent availability
of work which can act as a barrier for
some to come off benefits and commit to
employment, and for others to enter the sectors
as a career option. For example, coordinating
work across horticulture employers more
effectively (using the Tipu Seasonal Calendar)
to extend work is one option for providing
more certainty of employment. The sector is
presently characterised by short-term labour
requirements of individual employers, with a
significant spike in demand for workers between
October and December, followed by a smaller
spike over harvest.
•	Enhanced training and pastoral care of
talent will lead to higher productivity and the
opportunity to increase wage rates.

Employers identified persistent challenges with filling the jobs available in our
identified sectors:
• Low numbers of people entering the sectors.

Talent

• Low skill levels and poor work readiness amongst those workers available.
• Poor attendance and low retention rates.
There is continued demand for talent in the key sectors in the plan despite this
and despite the impact of Covid-19. There is a clear need to better connect
local talent to the work and career paths available in the key sectors. This, along
with developing stronger pathways from school to work for youth, starting
at intermediate school level would lead to higher tertiary training numbers
immediately upon leaving school, improve immediate employment outcomes
for youth and their longer term wealth generating potential while contributing
to meeting existing and projected employer labour needs. Further actions for
supporting the development of our local talent include:
•	Maintaining the focus of filling the available jobs while developing higher-value
businesses opportunities to grow worker earnings capacity.
•	Adapting the application of Government funding to develop and secure wider
adoption of social procurement outcomes, to create a regional competitive
advantage where talent want to live.
•	Improved support for school students while at school to make good career
choices using work experience programmes, such as Licence to Work sector
employer engagement and improved contact and tracking of students as
they leave school.
•	Greater in-school emphasis on encouraging more school-leavers to go onto
further training and apprenticeships as they leave school.
A number of those interviewed commented on the difference in earnings vs benefit
payments, as not being great enough to motivate people to work and that benefits
need to be reduced, however:
•	The Infometrics Regional Economic Profile and Census data clearly identify
the low earning capacity of our economy and their wellbeing radar identifies
the low wellbeing outcomes in our community, both of which point to a greater
community reliance on benefit support to meet needs.
•	New Zealand is the second hardest-working country in the OECD but is the
lowest in terms of productivity. We are poor because we choose to be poor,
by working in low wage activities (2011 Strategy NZ: Mapping our Future).
•	The need for welfare is clear given low regional personal incomes and low wellbeing
outcomes identified in the Infometrics Gisborne Wellbeing Radar. It is further
reflected in the Welfare Expert Advisory Group recommendations, including:
– Increase main benefits by between 12 percent and 47 percent.
– Indexing all income support payments and thresholds annually to movements
in average wages or prices, whichever is the greater.
– Indexing accommodation supplement rates to movements in housing costs.
It appears that our regional economy is great for employing unskilled people but
is not a route to true prosperity. Our local workforce appears to recognise this too,
given the difficulties employers face in recruiting them.
A combination of making it more difficult to get an unemployment benefit, an
increase in pay rates to at least the living wage and smoothing out the process
for moving into and out of seasonal work will streamline access to employment
and job attractiveness.
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Skills

Employers advise that with the right talent they can provide the necessary skills and
training. They are looking for people who are reliable, work-ready and committed
to doing well. Those who have their Class 1 driver’s licence have an early advantage
and employers are increasingly supporting work-based training where talent can be
earning income from the outset while developing their skills and qualifications.
Experience as a measure of competency is equally as important as qualifications
hence there is an emphasis on getting talent into work as soon as possible so that
competency can be developed and demonstrated. More senior or specialist roles
that may require formal qualifications and stronger career development pathways
are becoming available across the sectors included in this plan to support this.

While the provision of training varied with each sector there were a number of
common themes:

Training

•	Employers identified on-the-job training as the preferred method of upskilling
talent as training can be aligned more directly to the job requirements and
talent can be working straight away rather than having to complete an extended
course first.
•	The underlying importance employers placed on local talent having their Class 1
driver’s licence as a minimum qualification.
•	The importance of having qualified and experienced machine operators across
the horticulture, forestry and civil construction sectors.
•	The need to secure higher apprentice completion rates in region with
consideration being given to an ‘apprentice hub’ to accelerate completions.
More support to employers and adult students to complete work-based training
and apprenticeships on time. Apprentice night school and facilitator.
•	Supporting higher-value, higher-wage jobs such as advanced manufacturing
at Wood Engineered Technology (WET), by adapting existing qualifications
to produce the skills needed and supporting efforts for the Forestry Diploma to
be delivered in Gisborne.
•	Increasing the provision of formal training was not seen as the solution for
filling the jobs available with local talent. A high proportion of those employed
into these jobs can be upskilled with short-course pre-employment training or
on-the-job training.
• Most seasonal horticulture jobs can be completed with on-the-job training.
•	Training of existing horticulture employees would increase productivity as they
can then provide the on-the-job training and develop their people management
skills to improve retention rates and lift productivity.
•	In some cases, forestry and civil construction roles require high levels of practical
experience rather than formal qualifications.
•	Employers advise the best time to provide practical off-the-job training is when
work flow is low. Low workflow periods are usually weather dependent and may
vary between sectors given the differences in the types of work involved.

Workforce Development Plan

•	For more senior forestry and civil construction roles, a high degree of training is
needed, usually to degree level, so it takes longer to produce qualified workers.
This tends to favour attracting talent to the region who have developed the level
of training, qualification and work experience needed for the roles available.

Training

•	Short-term work and the need to fill jobs quickly, means employers tend to
favour people who are already trained and qualified over investing the time
taken in upskilling the local workforce.
•	The full impact of Covid-19 on the tourism sector is still to be seen, with current
demand for talent higher than anticipated coming out of lockdown, but with
uncertainty remaining regarding further lockdowns and with borders still closed.
This provides the opportunity for immediate training to focus on strengthening
tourism operator business capabilities, product development and lifting talent
service performance.
•	The regional opportunity to maximise the use of Government funding and
support businesses to bring training back in-house and secure talent during a
national labour shortage to maintain productivity.
•	The further opportunity for central government and regional forums to
re-purpose under-utilised funding for more responsive approaches to meeting
identified training and employment needs and opportunities.
The region is well-served by a range of tertiary training providers working together
as Ako Tairāwhiti the Ministry of Education (MoE) and the Tertiary Education
Commission (TEC) to respond to changing employer needs and the delivery of
training. This is further supported through industry and work-based training via
Industry Training Organisations (ITOs).
In relation to the five key sectors covered by this Workforce Development Plan,
data provided by MoE and primarily TEC, provides a snapshot of training activity in
the region, identifying a number of trends impacting on the region’s ability to
meet its workforce requirements.
A deeper analysis of the data would further qualify the trends. This would enable
the region to better access Government resources being made available at a
national level and apply the changes to the provision of industry skills training as a
result of the Review of Vocational Education (RoVE) to influence these trends and
improve training and employment outcomes locally:
•	School-leaver numbers for the region for 2014-2018 show 40 percent – 49 percent
of school-leavers have not progressed onto further tertiary training 12 months
after leaving school:
Tertiary destination
one year after finishing school

2014

2015

Leaving year
2016

2017

2018

Not enrolled in tertiary

275

258

321

288

332

Certificates 1-2

115

91

59

70

41

Certificates and diplomas 3-7

178

187

226

189

179

Bachelors and above

121

108

121

103

127

Total number of school-leavers

689

644

727

650

679

Based on MoE data and population projections for 15-17 year olds in Gisborne District,
2013 Census data updated 2017.
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•	The region has lower apprentice numbers in the ‘17 years and under’; and
‘18-19 year-old’ age groups than in the ‘20-24’ and ‘25-39 year-old’ age groups.
This suggests people are starting apprenticeships later in their working life than
when they leave school. The Government has recognised this and is providing
more funding to increase apprenticeship uptake at a younger age.
•	There is low uptake of primary industry sector training locally by school-leavers
relative to the demand for workers in this sector: of those students leaving
school in 2018 and enrolling in tertiary training only 6 percent (40) enrolled in
primary sector training (including horticulture and forestry) and 50 percent of
these were into agriculture.
•	Agriculture, horticulture and forestry training numbers have been trending down
over time from 2014 as a reflection of lower school student numbers primarily,
however forestry has particular difficulty in attracting new talent to the sector.
•	With low training participation numbers and low qualification levels being
achieved there is an identified need for increased vocational training
interventions earlier to give school leavers stronger qualifications upon leaving
school and clearer career pathways and employment to increase their lifetime
earnings capabilities.
•	The region’s overall programme completion rate compares favourably nationally
(65.3 percent regionally compared to 67 percent nationally) however our
region shows low participation numbers and low completion rates in our target
sectors of horticulture, forestry and civil construction (TEC is setting goals to
lift performance going forward).
•	The region shows high-participation and completion rates in Food or Beverage
Processing and Hospitality – Food and Beverage Services.
•	In-region training provision (not including ITO provision) above Level 3 is limited
for our target sectors: civil construction: two qualifications above Level 3 offered;
primary sector: 5 qualifications above level 3; tourism: 1 qualification above
Level 4. (Ako Tairāwhiti schedule). This in part, reflects employer demand and also
the challenges of running regular courses locally with small student numbers.
•	Regional and national participation rates for 2019 tend to reflect their respective
demographic profiles however the Region is showing a much lower apprentice
completion rate than nationally (40.8 percent v 61.5 percent) indicating possible
progression issues and pastoral care which needs to be further investigated
to build an improved intervention to bolster completion of programmes:
Training
provision

Non-Māori and
Non-Pasifika
participation rate

Māori
participation
rate

1st year
apprentice
retention rate

Programme
completion
rate

Tairāwhiti
%

NZ
%

Tairāwhiti
%

NZ
%

Tairāwhiti
%

NZ
%

Tairāwhiti
%

NZ
%

Apprenticeships

49.5

76.3

48.8

17.3

77.5

75.5

40.8

61.5

Level 4 and
above

42.6

77.7

53

14.9

67.6

69.7

Level 1 to 3

26.2

68.3

60.2

20.9

74.3

70.5

(TEC supplied data)

While the sectors are currently showing availability of work the horticulture and
forestry sectors need to be promoting practical career pathways to attract more
school-leavers. More consideration needs to be given to:

Jobs

•	Using resources to support locally-trained talent to progress to higher
paying roles as they become available rather than relying on importing
suitably-qualified talent to meet here-and-now needs.
•	Addressing the shortfall in seasonal labour by re-imagining seasonal work as a
legitimate employment option for a wider range of workers for example:
– Better organisation of the regional workforce to address persistent labour
shortages at key times of the year: vary high school and tertiary term breaks
to align with seasonal labour demand.
– Providing more certainty of work. Our key sectors all demonstrate inconsistent
availability of work which can act as a barrier for some to come off the
benefit and commit to employment and for others to enter the sectors as a
career option. For example, coordinating work across horticulture employers
more effectively to extend work is one option for providing more certainty
of employment as would linking seasonal workers to Government funded
hort training schemes that are offering permanent employment. The sector
is presently characterised by short-term labour requirements of individual
employers, with a significant spike in demand for workers between October
and December, followed by a smaller spike over harvest.
– Developing and promoting ‘good employer’ practices and characteristics to
attract and retain talent.
Based on the data provided, it appears that as a region we:
•	Are not attracting young people to horticulture, forestry and civil construction
(based on the low numbers in training and the relatively high numbers of
school-leavers not going onto further training).
•	Are not encouraging early uptake of training, and apprenticeships in particular,
given the higher numbers of older (20 years +) apprenticeships.
•	Have low completion rates: once we’ve got somebody in training in horticulture
or forestry, we are not seeing them through to completion, and have low
completion rates for apprenticeships in general.
The experience of the Tairāwhiti Redeployment Programme (TRP) highlights the
challenges faced by employers in upskilling our local workforce. This cost is not
generally recovered from the market when they tender for work and therefore their
preference is for ready-skilled talent. While larger employers may have greater
resources with which to provide in-house training, employers are not generally able
to compete for work if they carry a large training cost within their business.
Employers do, however, commit to providing and supporting training where they
can afford to. The recent launch of the Apprenticeship Support Programme was
oversubscribed by local employers, and nationally, driven to a large degree by
the $1.6 billion trades and apprenticeships training package announced by the
Government in its May 2020 budget. As soon as pressure goes onto businesses to
reduce overheads then apprenticeship numbers drop off, hence the Government’s
additional funding during the pandemic crisis to continue work-based training in
the sectors showing longer term skill shortages.
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Jobs available
Estimated current sector workforce requirements*

Sector

Type of
role

When
available

Estimated
number of roles

Horticulture

Seasonal

Oct-Dec 2020

922

Seasonal

Jan-Jun 2021

402

1324

Permanent

January 2021

113

113

Silviculture

Apr-Sept 2021

150

Harvest

Immediate

94

Forestry support

Immediate

43

287

Wood processing

Immediate

58-63

58-63

Advanced manufacturing

January

10

10

Machine operators

Immediate

15

Management

Immediate

19

Traffic management/
labourers

Immediate

28

62

Seasonal

Immediate

36

36

Permanent

Immediate

30-32

30-32

Class 4 and 5 drivers

next 2 years

100-120

Forestry

Civil construction

Tourism

Transport
Total seasonal

1400

Total permanent

660-689

*Based on employer surveys and interviews across five sectors.

Total estimated
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Horticulture
overview
The horticulture sector has significant numbers
of seasonal jobs (over 1,300 estimated) and a
growing number of permanent jobs (over 110
currently estimated) available. There appears
to be continued demand for talent to enter the
sector as our borders remain closed and land
continues to be developed into higher-value
crop production.
Employers are adapting their provision of work
to make a career in horticulture a first choice
for people in response to meeting their labour
requirements. Horticulture offers a simpler
pathway to employment given the entry-level
skills required relative to other sectors and the
proximity of work to Gisborne city. The biggest
challenge is in providing continuity of work
through the year. Employers are working to
address this through the Tipu initiative and the
seasonal work calendar.

$44.8M
Tairawhiti GDP
Contribution
3% of New Zealand
Horticulture GDP*

* Infometrics 2020 Data

The horticulture Post-Covid Recovery
Strategy identifies the sector’s ambitions to
be a leading sector in securing New Zealand’s
future by diversifying the export base and
offshore markets.
Allied to this approach is the opportunity to
leverage initiatives such as the MPI Sustainable
Food and Fibre Fund to increase higher-value
production or market returns and support
employers to afford higher wages and provide
a more attractive employment proposition
while at the same time lifting productivity.

Horticulture jobs are predominantly in and
around Gisborne city.

1,300

estimated
local seasonal
jobs

8.1%
of total
Tairawhiti
Exports

New Zealand
Horticulture is 4.9%
of New Zealand Exports*
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•	Employers identify ongoing difficulties in attracting and retaining good local
talent however training is not necessarily seen as the fix needed.
The general employment approach is to progress good talent into more
permanent employment, as they prove their productivity.

Talent

•	Employers are increasingly providing more support to local workers through the
provision of transport, meals and pastoral care, although capacity to provide
the latter is limited given the size of the workforce relative to the number of
employers. Lack of housing and transport to work are significant constraints.
•	Employers seek to retain good workers by progression of seasonal work through
to fixed-term and permanent employment to provide certainty of employment,
with training provided along the way.
•	Casual contracts, transport requirements, piece rates and minimum wage
continue to be barriers to attracting talent.

Skills needed in the horticulture sector cover a wide mix of physical, technical
and people skills, with competencies being developed through hands-on,
practical application.

Skills

Entry-level skills include the willingness to learn on-the-job, good hand and
eye coordination and the persistence to work through the first couple of
weeks as people develop their fitness and competency.
Having a driver’s licence is an advantage as is a degree of flexibility as people
may move around the business before settling on the type of work that best
suits them or as they develop their competencies and progress into roles
requiring more experience and expertise.

Training

Training is predominantly on-the-job at induction. There appears to be more of
a need for training permanent employees to induct, pass on technical skills and
supervise seasonal workers; operate machinery and carry out more critical work.
Not all jobs require formal training as the solution to filling them with local talent.
A high proportion of those employed into these jobs can be upskilled with
short-course pre-employment training or on-the-job training.
High numbers of seasonal workers are required; however, most seasonal jobs are
low skill at entry-level. Training can be provided on-the-job, at induction and as
workers progress, by permanent employees. Training is more relevant for permanent
employees, so they can provide on-the-job induction training to seasonal workers,
supervisory management of teams, operate machinery and provide higher level
expertise at more critical times of the season (pruning).
Training of existing permanent employees would increase productivity as they can
then provide the on-the-job training and develop their people management skills to
attract and retain talent.
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Horticulture jobs are predominantly in and around Gisborne city. More emphasis
should be made of what a good employer looks like as a way of attracting and
retaining talent: identify the 10 characteristics that provide a good employment
experience for talent and use this to lift general employer performance in this area
to attract good talent.

Jobs

The intermittent nature of seasonal work indicates a different approach is required
to how this work is presented and how a local workforce can be made available to
support better employment outcomes and lift productivity.
Seasonal impacts
•	Vegetable growing is becoming a year-round activity to maximise processing
capacity and meet market demand.
•	Seasonal jobs appear largely unskilled, with low barriers to entry and relatively
low pay, compounded by a lack of continuity. However, seasonal workers can
increase their pay rate as their productivity increases.
•	Re-imagining seasonal work as a legitimate employment option for a wider
range of workers such as:
-	Better organisation of the regional workforce to address persistent labour
shortages at key times of the year: vary high school and tertiary term breaks
to align with seasonal labour demand for example.
-	Providing more certainty of work using the Tipu calendar of seasonal work,
offers employers the opportunity to provide more continuity of work for
employees, so that they remain in work for longer.
-	The sector is presently characterised by short-term labour requirements of
individual employers, with a significant spike in demand for workers between
October and December, followed by a smaller spike over harvest.

Horticulture estimated labour requirements
Job Type

Role

When
available

Location

Estimated
job numbers

Training

Seasonal

Thinners,
processing, pickers,
irrigation

October –
December

Gisborne/
Tolaga Bay

922

On-the-job

Seasonal

Harvest,
processing,
machine operators

January – June

Gisborne/
Tolaga Bay

402

On-the-job

Permanent

All round

Full time

Gisborne/
Tolaga Bay

113

Supervisory, technical
to impart expertise
to seasonal, link to
pastoral care

Total seasonal

1,324

Total permanent

113
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Horticulture plan on a page
Activity

Description

Outcome
Talent

Skills

Training

Jobs

Comment

Short-term actions: impacts in the next six months
1

Recruitment campaign

•	Identify employers, standardise jobs, offers and employment processes.

Talent: Increase the number of people entering the sector.

•	Identify target groups: school-leavers, university students, Covid-19 affected workers,
RSE and backpackers remaining in Gisborne, non-traditional labour sources:
retirees, creative sector, part-time workers.
• Speed job interview days delivered by MSD.
• Social media campaign to drive participation.
• Pastoral care for both employer and employee.
2

Secure short-term
visa extensions

• Retain and employ RSE and backpackers still in Gisborne.

Talent: Meet the short-term shortage of talent while the sector
attracts more local talent to the jobs available.

3

Sustainable job offer

•	Mobilise Government funding and training support to enable employers to offer
12 months employment or longer.

Talent: Provide certainty of employment that gives talent the
confidence to enter the sector and pursue a career in it.

4

Engage marae

•	Work with marae, or marae clusters, in horticulture locations to build programmes
which engage local talent through marae networks which can be deployed with
employers to the benefit of the talent and the marae.

Talent: Provide a mutually beneficial opportunity that creates a
pathway for talent into the sector.

5

Operationalise the Tipu seasonal
work calendar

•	Engage employers that between them provide continuity of work for employees
throughout the year (one employer, multiple work sites and variety of work).

Jobs: Improve certainty of employment by joining up seasonal work
requirements into on-going employment with which to attract talent.

6

Regular workforce requirement
forecasting

•	Map employment gaps, trends and issues:
current workforce supply and demand, identify priority roles and skill gaps.
• Use to secure national resourcing locally.

Jobs: Better identification and understanding of the jobs available to
improve the organisation and provision of labour.

Medium-term actions: impacts in the next one to two years
7

Re-purpose the Labour Governance
Group (LGG)

•	Work with core group of employers to coordinate their workforce requirements across
their businesses.

Jobs: Improve certainty of employment and employment conditions to
better compete for talent.

8

Change the school and tertiary
holiday times to match seasonal
work needs

•	Shift term dates that holidays coincide with when seasonal work is available:
2,260 15-17-year old’s currently in school in Tairāwhiti.

Talent: increase the availability of local talent to meet employment
needs when its required jobs.

9

Apply recruitment and retention
systems that work elsewhere

•	Implement ‘Upskilling Employers’ initiative within MPI’s Primary Sector
Workforce Programme.
•	Adapt and apply best practice approaches from outside of the region:
‘the 10 characteristics of a good employer’.

Jobs: Support employers to provide effective recruitment
and retention practices.

10

Increase training provision

•	Train permanent employees to: induct and train seasonal workers on-the-job, identify life
skills training required and provide supervision to lift productivity.
•	Support seasonal workers through transport, meals, life skill training: literacy, numeracy,
driver licencing, budgeting, health and nutrition.

Talent: Strengthen the delivery of in-region training that aligns with
the skills and capability required by employers while improving life skills
training to increase retention rates.

11

Raise base wage rates alongside
better training and induction
methods

•	The labour shortage will grow as more land is put into higher-value production.
Seasonal work needs to be made more attractive relative to other jobs or to remaining
on a benefit.

Talent: Attract and retain more talent to the sector.

12

Work experience

•	Increase exposure of young people to industry through Licence to Work, with supporting
cadetship and apprenticeship offers.

Talent: Improve the perception of the sector as the first-choice
career option.

13

Partnering with
horticulture

•	Explore a long-term investment plan with a horticulture company to procure houses for
social and affordable houses for workers.

Talent: Attract and retain talent to the sector.



Long-term actions: impacts in the next two plus years

14

Increase school engagement

•	Horticulture businesses sponsor individual schools from intermediate level, running
programmes/projects to increase student participation in the sector.
• Support schools to run agri-business courses.

Talent: Attract and retain talent to the sector.

15

Development capacity

•	Focus on creating sustained labour supply capacity and productivity, including spatial
planning (sources of labour and targeted engagement).

Talent: Attract and retain talent to the sector.

16

Building skills

•	Skills programme to develop and retain horticulture skills within the region.
Recognising success.

Training: Retain and increase productivity of talent.
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Forestry overview
The forestry sector is estimated to employ
between 1,700 – 2,000 people, based on responses
to the Trust Tairāwhiti/Eastland Wood Council
Forestry Employment Survey December 2019.
Annual log volumes through the port are
anticipated to be down slightly on last year,
however the sector has not seen a significant
drop in demand yet, in relation to Covid-19.
Volumes are projected to increase around
3 percent a year to 2025, when the second berth
at the Eastland Port becomes operational.
This will be the single biggest action to unlocking
economic potential in the region, supporting
an increase in log volumes through the port as
well as coastal container exports.
The forestry sector has the next three years to
prepare the workforce for this increase in log
volumes. Offsetting this increase in capacity and
therefore demand in labour, is an anticipated
drop in the amount of pruning that will take
place and a drop in harvesting talent due to
increased mechanisation driven by safety and

156,000

efficiency initiatives. Employers have advised of
the need for machine operator training for new
recruits to the industry and further machine
operator training for existing employees: hauler,
rigging, break out and line shifts, falling and
roading machine operation.
Location of harvest operations is dependent on
forest owner harvesting schedules with forestry
jobs predominantly in and around Tolaga Bay and
south of Gisborne currently.
Forestry labour market uncertainty is driven
by international log prices which can vary
significantly over time and directly impact on the
volume of logs harvested.

Forestry jobs are predominantly in and around
Tolaga Bay and south of Gisborne, however
this changes according to forestry owners’
harvest schedules and should be updated in
the plan regularly.

9%

45%

hectares of
radiata pine in
Tairawhiti

of logs
processed in
Tairawhiti

increase in
advanced
manufacturing
employment

9% of New Zealand total

New Zealand 39%

in 12 months
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There are an estimated 287 jobs in forestry, projected to increase to 695 by 2024,
without considering the impact of the second berth at the Eastland Port becoming
operational by 2025.

The challenge is in attracting people to the sector in the first place and the reactive
nature to market demand impacting on continuity of work.

Talent

The sector has developed national marketing, recruitment and retention
programmes and is establishing regional recruitment coordinator roles. This offers
the region a significant collaboration opportunity with Forestry Industry Contractors
Association (FICA) and Eastland Wood Council (EWC) to maximise the regional
benefits achievable with coordinated resources.
The biggest talent demand is in silviculture at 150 jobs. This figure appears high as
forestry companies move away from pruning over time. There is still demand for
qualified thinners but crew numbers are smaller than pruning crews. There is little
attraction for silviculture training, despite attempts to trial it. Those who want to
work in silviculture can enter the industry and earn directly while they learn and
build up their productivity. Competency can take new people a year to develop as
they move through the different seasonal roles.

Skills

Skills needed in the forestry sector include the ability to operate a variety of
machinery and equipment used in the harvest and transport of logs. A high level
of physical fitness is needed with direct harvest operations, but roles also include
those involved in managing the forest environment, working with road engineers,
developing harvest plans, surveying and marketing.
Perseverance and effort are recognised and lead to a variety of roles offering good
career progression opportunities.

Forestry employers identify the need to provide further machine operator training to
existing employees, such as hauler, rigging, breaking out and line shift operations.

Training

Forestry is relatively well organised when it comes to training although additional
tutors would enable more people to be trained into the sector, particularly ahead of
the second berth at the Eastland Port becoming operational.
Advanced manufacturing training needs are in addition to wider sector training
requirements. The current training provision for advanced manufacturing needs
to adapt to modern manufacturing facilities and processes that involve high
degrees of automation requiring a focus on optimisation of processes: ‘Industry 4.0’.
Courses, apprenticeships, and pathways need to meet employment requirements.
The current training provision isn’t producing local talent to meet those
requirements, which in turn, is pushing employers to seek new migrants already
trained in Industry 4.0 who come from a modern manufacturing background; or
good tradespeople who can learn and adapt to role requirements. The opportunity
exists to develop an improved local training pathway with TEC and the Eastern
Institute of Technology (EIT) that meets business requirements.

Jobs

While silviculture is a more attractive way of bringing more people into the sector,
harvesting pays more and is less physically demanding, therefore attracts new
talent. The sector has identified that forest owners need to increase pay for tree
planting to improve relativity and attract more people to silviculture.
Management qualifications required for the same roles vary from one employer
to the next.
There is potential to determine silviculture tree planting activity under the
horticulture seasonal work calendar, to encourage cross-sector cooperation.
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Forestry estimated labour requirements
Role

When
available

Location

Estimated
job numbers:
now – to 2024

Training

Establishment
and silviculture

Now – by 2024

Gisborne,
north of Gisborne

150 – 429

Primary Sector ITO,
Tūranga Ararau

Roading and
maintenance

Now – by 2024

Gisborne,
north of Gisborne

19 – 43

Metal cartage national certification,
MITO/logistics, Tairāwhiti Road
Transport Trust, McInnes,
Loadout Solutions

Harvesting

Now – by 2024

Gisborne,
north of Gisborne

94 – 158

Competenz (soon to be provided by
the new primary sector ITO), Tūranga
Ararau, ManaiaSAFE Forestry School*

On-site
Processing

Now – by 2024

Gisborne,
north of Gisborne

10 – 27

Primary, Tūranga Ararau,
ManaiaSAFE Logging

Management

Now – by 2024

Gisborne,
north of Gisborne

6 – 19

Toi Ohomai, Tūranga Ararau,
ManaiaSAFE Forestry School, EIT,
University of Canterbury

Administration

Now – by 2024

Gisborne,
north of Gisborne

8 – 19

Various

Total

287 – 695

* The ManaiaSAFE Forestry School is governed by Train Me Quality Services Limited which is a
registered Private Training Establishment

Wood processing

Advanced manufacturing

Role

When
available

Location

Estimated
job numbers

Training

Role

When
available

Location

Estimated
job numbers

Training

Machine
operator

Now

Gisborne

19 - 24

Competenz unit standard and/or
certificate in sawmilling, timber machining,
kiln/boiler operation, timber grading,
mobile plant operation, apprenticeships,
NZ certificates

Assistant process
technician

January

Gisborne

2

Trade and advanced manufacturing

Process technician

January

Gisborne

8

Trade and advanced manufacturing

Maintenance
fitter

Now

Gisborne

1

Enchem Level 3 Boiler Operation

Timber
grader

Now

Gisborne

15

On-the-job, unit standard and/or
certificate in sawmilling, timber machining,
kiln/boiler operation, timber grading,
mobile plant operation

Drivers

Now

Gisborne

5

Class 4, 5

General
labourer

Now

Gisborne

10

On-the-job, Competenz, unit standard
and/or certificate in sawmilling, timber
machining, kiln/boiler operation,
timber grading, mobile plant operation

Administration

Now

Gisborne

1

On-the-job

Total

51-56

Total

10
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Activity

Description

Outcome
Talent

Skills

Training

Jobs

Comment

Short-term actions: impacts in the next six months
1

Recruitment campaign

• Support EWC who is already a stakeholder and is implementing this programme.

Talent: Increase the number of people entering the sector.

2

Increase school engagement

• Promote and activate Future Foresters.
•	Provide gateway programme, unit standards programme and 10-14-week introduction
programme opportunities to students.
•	Increase the exposure of young people to the industry through Licence to Work, with
supporting cadetship and apprentice offers, promoting career events, forest visits,
work placements.

Talent: Increase the number of people entering the sector.

3

Scale up existing employment
programmes

•	Train additional tutors so the Generation Programme can increase graduates.
•	Expand machine operator training to include existing employees and additional
resources (simulators).
•	Develop Prime Sawmill site to support training and development programmes in a
safe environment.
• Consolidate GDC firewood initiative to provide entry-level training in a safe environment.
• Engage ManaiaSAFE Forestry School to determine their scalability.
•	Continue courses provided by MSD covering Traffic Controller (TC),
Site Traffic Management Supervisor (STMS), Wheels, Tracks and Rollers.
• Secure more tutors and increase capacity of the Road Freight Transport Programme.

Training: Strengthen the delivery of in-region training that aligns with
the skills and capability required by employers.

4

Link to national actions

•	Engage with and secure local outcomes from the National Project for
Regional Recruitment Coordinators.
• Participate in the development of the Silviculture Training Programme.

Talent: Increase the number of people entering the sector.

5

Use MPI resources to support
forestry recruitment
and retention initiatives

•	Implement ‘Upskilling Employers’ initiative within MPI’s Primary Sector Workforce
Programme, to support recruitment and retention initiatives being delivered in forestry.

Jobs: Support employers to provide effective recruitment and
retention practices.

6

Regular workforce requirement
forecasting

•	Implement local workforce requirement forecasting: map employment gaps, trends

Jobs: Better identification and understanding of the jobs available to
improve the organisation and provision of labour.

•	Link to and participate in the 12-month National Recruitment Frontline Campaign led by
FICA, promoted through NZME, digital, print and radio.
• Target the Tairāwhiti Redeployment Programme workers as they come off contract.
•	Identify target groups: school-leavers (678), university students, displaced workers (218),
wage subsidy Covid-19 affected workers (1,500).
• Backed up with pastoral care for both employer and employee.

and issues, current workforce supply and demand, identify priority roles and skill gaps;
determine the training required to meet the 2nd berth Eastland Port expansion.
• Secure application of national resourcing locally.

Medium-term actions: impacts in the next one to two years
7

Introduce advanced manufacturing
qualification pathway

Adapt TEC training provision to support an advanced manufacturing qualification to
•	
meet industry demand.

Jobs: Produce more suitably skilled local talent to fill the jobs.

8

Train-the-trainer

•	Identify older workers and train to bring on as tutors/trainers.

Training: Improved local capacity to develop talent.

9

Broaden geographical scope of
training provision

•	Support execution of the ManaiaSAFE Forestry School Te Tairāwhiti Expansion
Strategy 2020 – 2022.

Training: Improved local capacity to develop talent.

10

Support Tūranga Ararau to run the
Diploma course in Gisborne

•	Employers are inconsistent on the level of qualification they require in their business
based on their individual requirement. Offering the Diploma locally provides a consistent
level of training that offers wider employability for talent, retains local talent,
improves access to work-based learning while they earn and lifts management skill and
capability – a recognised skill shortage.
•	Engage ManaiaSAFE Forestry School to determine participation with Tūranga Ararau.

Talent: Increase the number of people entering the sector.

11

Raise base wage rates in silviculture
alongside better training and
induction methods

• The current labour shortage will continue while harvesting pays more than silviculture.

Talent: Attract more talent to the sector.

Long-term actions: impacts in the next two plus years
12

Development capacity

Increase advanced manufacturing and wood processing capacity in-region to support
•	
higher-value jobs.

Jobs: Create higher paying, more skilled jobs that are attractive to
local talent.

13

Establish a Centre of
Forestry Excellence

•	Implement national action plans at local level: Food and Fibre Action Plan; forestry,
Wood Processing Workforce Action Plan.

Talent: Leverage national initiatives for local benefit.

14

Broaden geographical scope of
training provision

•	Establish a Centre of Forestry Excellence in the region that encompasses the whole
forestry supply chain.

Training: Provide the focus on the sector that generates talent at the
scale and skill level required.
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Civil construction
overview
The single biggest constraint to offering more
substantive training to local talent in civil
construction appears to be the industry’s
short-term contract nature preventing employers
from providing more on-going and substantive
training. The majority of the work provided
is via Gisborne District Council (GDC) and
Waka Kotahi NZ Transport Agency (NZTA) which
offers this sector an opportunity to better align
the provision of work to support local
employment outcomes.
The Tairāwhiti Redeployment Programme (TRP)
saw a substantial number of the redeployed
workers employed on the road metalling project
(50) and the hazardous tree removal project
(75) trained as traffic controllers, site traffic
management controllers (STMS), put through
‘wheels, tracks and rollers’ training and the wider
civil construction course, all of which was funded
by MSD. It demonstrates how the employer is
able to employ inexperienced local talent if
training funding is provided to help them upskill.

$8.3B

Value of NZ civil
construction
sector by 2024

Employers have since worked to retain their
trained workers where possible. The experience
of the TRP highlights the challenges faced by
employers in upskilling our local workforce.
This cost is not generally recovered from the
market when they tender for work and therefore
their preference is for ready-skilled talent.
While larger employers may have greater
resources with which to provide in-house training,
employers are not generally able to compete
for work if they carry a large training cost within
their business.

Subject to tender requirements and given
the travel distance for road crews,
civil construction tends to be split between
north of Gisborne and Gisborne.

100%

of trainees
employment
achieved

$259M
proposed
GDC works
to 2028
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The Tairāwhiti Redeployment Programme (TRP) projects found employers’ initial
preference was to employ skilled workers however, they were able to adapt their
recruitment and delivery of work to support the employment of less skilled workers
through recruitment and funding assistance from MSD for training, employment
of additional administration support.
The adoption by Gisborne District Council of Social Procurement Outcomes (SPOs)
as the key criteria in awarding tenders for work under the TRP proved critical for
contractors prioritising stronger workforce outcomes (employment and training of
less skilled workers).

Inclusion of Social Procurement Outcomes in the Tairāwhiti Redeployment
Programme (TRP) showed businesses are prepared to support them. However,
the criteria and duration of contracted work required significant additional support
to businesses, to assist with business practice changes required to deliver them.

Training

The MSD-funded civils training programme, including wheels, tracks and rollers,
has proven to be a preferred and growing channel of recruitment for employers.

Contractors showed their commitment to retaining their newly trained workers
employed through the programme where possible and assisted with finding work
for those they were unable to continue employing.

Skills

Reviewing how continuity of work may be provided and how further training of
local talent can be delivered as a result, is a key consideration in supporting greater
uptake of roles by local talent. The TRP has demonstrated how such an approach
may be developed and the kind of results that are possible.

TEC-based training data identifies low training numbers with 22 EFTS (Equivalent
Fulltime Students) undertaking civil engineering training in 2019. The largest
number, 11, was for NZA in mechanical engineering - general engineering, followed
by two each in NZ Certificate in Engineering – Fabrication – Light Fabrication;
NZA in Maintenance Engineering; NZA in Engineering Heavy Fabrication and 1 each
in NZ Certificate in Fitting and Machining, NZA in Civil Infrastructure Trades
(Pipe Installations and Trenched), NZA in Fitting and Machining, NC in Engineering
– Steel Fabrication.

Having a driver’s licence is an early advantage in the civil construction sector.
Skills needed include the practical skills in operating a variety of road building
machinery and equipment, traffic safety management, road building and
engineering design and project management. Alongside these skills, being available
for on-going work is a real advantage offering high earnings potential to those
who commit to the sector and the real opportunity to gain valuable experience
which will lead to further career opportunities.

Jobs

Subject to tender requirements and given the travel distance for road crews,
civil construction tends to be split between north of Gisborne and Gisborne.
The availability of jobs varies between contractors depending on what work they
are awarded and some movement of talent between contractors occurs based on
the outcome of work tenders. While the client placing the tenders for work is not
directly concerned with the job outcomes (this is not currently the basis on which
tenders are assessed or determined), the experience of the TRP demonstrates
how, with the inclusion of Social Procurement Outcomes, the client can change
their procurement processes to influence this outcome. Current advice is that this
approach reduces productivity and therefore increases the cost of delivery so
as to be unviable however this should be further tested as Social Procurement
Outcomes are developed.
Consideration should be given to a wider range of outcome metrics in addition
to productivity which recognise the importance of:
1. Enhancing Tairāwhiti based businesses.
2. Building and growing an in-region workforce.
3. Compliance with Social and Sustainable Procurement Outcomes.
4. 	Acknowledging costs incurred by talent to take regional jobs including
relocation costs and housing.
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Civil construction

Estimated labour requirements
Role

When
needed

$/hr

Location

Job
numbers

Labourer

Now

20-22

Gisborne

4

Administration

Now

20-25

Gisborne

8

Plant/machine
operators

Now

20-26

Gisborne

Drivers/heavy
haulage/
transporter

Now

23-26

TC/STMS

Now

Management

Now

Total

Skill/qualification
required

On-the-job
training

12

Class 2 DL,
certifying level
drainlayer, qualified
fitter, welder

WTR, ConstructSafe
Tier 1

Gisborne/
Tolaga Bay

3

Class 4 or 5 with
trailer or metal
endorsement

WTR preferred but
not necessary
ConstructSafe Tier 1

23-25

Gisborne

24

NZBE or diploma,
engineer or
qualified to
supervisor level
or significant
industry experience

ConstructSafe Tier 1
competency

$40-200k

Gisborne

11
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Civil construction plan on a page
Activity

Description

Outcome
Talent

Skills

Training

Jobs

Comment

Short-term actions: impacts in the next six months
1

Recruitment campaign

•	Target Tairāwhiti Redeployment Programme road metaling workers to rollover

Talent: Attract new talent to the sector.

2

Increase school engagement

•	Provide gateway programme, unit standards programme and 10-14 week introduction
programme opportunities to students.
•	Increase the exposure of young people to the industry through Licence to Work,
with supporting cadetship and apprentice offers.

Talent: Attract new talent to the sector.

3

Scale up existing employment
programmes

•	Expand machine operator training provision and include existing employees.
•	Continue running civil construction training courses provided by MSD covering TC,
STMS, wheels, tracks and rollers.
• Secure more tutors to increase capacity of the Road Freight Transport Programme.

Talent: Increase the capacity to train more talent into
jobs in the sector.

4

Include improved Social Procurement •	GDC has implemented Social Procurement Outcomes (SPOs) as criteria when assessing
Outcomes in tender criteria
tenders, which form 85 percent of the tender weighting. SPOs should be further refined
for more effective local community outcomes.

Talent: Increase the number of local talent trained into the
jobs in the sector.

5

Tender criteria weighted to
support a roading crew to be
based in Gisborne

•	A 2015 funding criteria change saw the region lose its local roading capability,
which has taken 5 years to build back up. A locally-based roading crew drives additional
local jobs and avoids crews coming into the region for short periods.

Talent: Increase the number of local talent trained into the
jobs in the sector.

6

Regular workforce requirement
forecasting

•	Implement local workforce requirement forecasting: map employment gaps, trends and

Jobs: Better identification and understanding of the jobs
available to improve the organisation and provision of labour.

employment contracts to more permanent roles.
•	Identify target groups: school-leavers (678), displaced workers (218), wage subsidy
Covid-19 affected workers (1500).
• Backed up with pastoral care for both employer and employee.

issues: current workforce supply and demand, identify priority roles and skill gaps.
• Secure application of national resourcing locally.

Medium-term actions: impacts in the next one to two years
7

Change GDC/NZTA works
commissioning basis

Intermittent workflow is the single biggest constraint to securing more effective local
•	
employment outcomes. GDC’s Long Term Plan identifies the capital programme over
a 10-year period or longer but work is commissioned in shorter blocks. Changing the
commissioning of work beyond six months would ensure contractors have more certainty
of work to invest in training and development.

Jobs: More certainty of work that employers will invest in training
of local talent.

8

Better scheduling of work
to the season

•	Schedule work suitable to be done in wet weather over winter and provide in-work
training when workloads are less.

Jobs: More effective provision of work that employers can better
schedule in training while still delivering work outcomes.

Long-term actions: impacts in the next two plus years
9

Further development of Social
Procurement Outcomes

Refine SPOs to better support business capability and resilience through longer term
•	
training of local talent into higher skilled roles.

Training: Employers are better placed to train local talent.

10

Development capacity

•	Focus on creating sustained labour supply capacity and productivity.

Talent: Attract and retain talent to the sector.

11

Building skills

•	Skills programme to develop and retain civil construction skills within the region.
Recognising success.

Training: Retain and increase productivity of talent.
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Tourism overview
Market uncertainty

Opportunity

The full and medium-term impacts of Covid-19
are still to be realised, generating high levels of
visitor market uncertainty. This development plan
will need to be revisited every eight weeks, to
reflect this and account for any rapid market shifts.

The opportunity is for the region to own and grow
visitor businesses that can provide these outcomes
and to capture and retain locally as much of the
visitor spend as possible.

Domestic vs international tourists
New Zealand’s border closure means our
tourism market depends on domestic visitors.
It will be some time before we see the return
of international visitors in significant numbers.
However, the impact on Tairāwhiti is not as
high as in other regions. Tairāwhiti’s international
visitor spend at $34m in 2019, was only
20.6 percent of total visitor spend, compared
to 40 percent for the rest of New Zealand.
Trust Tairāwhiti
As the regional tourism organisation
Trust Tairāwhiti has created a regional Tourism
Development Programme, in support of
the sector. The focus is to develop longer-term
wealth generation relative to other sectors
and relative to the level of prosperity sought
for our community. The programme identifies
ways to expand the range of high-quality
experiences available and increase local spend
per visitor days through a concentrated effort
to grow enterprises as a collaborative network.

$86M
total GDP in
Tairawhiti
2019

There is further opportunity to develop a
higher-value market where a premium is paid,
rather than relying on high visitor numbers to
produce a return. With the market subdued, now
is the time to develop new commercial visitor
products and experiences that play to our region’s
points of difference. This will require investment
in developing the expertise and capabilities of
tourism operators and their stakeholders, as well
as the visitor experiences themselves.
Job location
Tourism jobs tend to be primarily in Gisborne
with further jobs available along the coast and
inland depending on where the individual
business is based.

Tourism jobs tend to be primarily in Gisborne
with further jobs available along the coast
depending on where the individual business
is based.

1,158

employees in
Tairawhiti linked
to tourism

5.2%

of Tairawhiti
workforce linked
to tourism
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The high degree of uncertainty around the approaching tourism season makes
short-term labour demand difficult to determine. Operators are predicting an
increase in labour requirements, versus no change or in some cases, a reduction
in staffing levels. The effects of wage subsidies ending are also still to be felt.

Currently, local businesses advise they are struggling to find staff. 12 of 15 businesses
surveyed are currently looking for talent across all positions. There are several
factors that can be identified as contributing to this shortage:

Talent

• Poor industry profile leading to less people entering the industry.
• Lack of hospitality career pathways in the region to retain skilled staff.

Tourism jobs tend to be primarily in Gisborne with further jobs available along
the coast depending on where the individual business is based.

Jobs

• Decrease in supply of talent on working holiday visas.

The current market uncertainty does provide opportunity for the region to support
locally owned and operated businesses to focus on developing lower volume,
high value tourism experiences that support higher value local jobs.

•	Businesses currently not having capabilities / time / financial resources to invest in
proper training to develop entry-level talent.

Skills

Training

Tourism is all about people, and talent with positive natures and strong service
skills will be rewarded early with opportunity and experience. Regional knowledge,
the ability to ‘tell our story’ and recommend further experiences is a core attribute
for talent working directly with customers. For the business operator the ability to
develop and provide a valued experience while maintaining control of the business
functions including pricing, marketing, cost control and investing in their talent to
be customer service ambassadors is key. Reliability is a fundamental requirement
and while the customer service skills can be developed on-the-job it needs to be
built into the induction process and supported with structured learning to maximise
the visitor’s experience and the return to the region.

Looking at the near future, customer experience and business performance will
likely suffer as businesses fail to effectively service the current increase in seasonal
summer demand. And due to more uncertain demand for labour, more emphasis
should be put on supporting tourism owner/operators to remain viable while the
market stabilises.
The latest immigration announcement which removes skill match reports for
most of the positions in the industry due to a perceived oversupply will mean that
sponsoring skilled migrants will be increasingly difficult. Businesses have stated their
lack of confidence in hiring local talent vs international talent due to issues around
willingness to work, level of experience and level of professionalism. Minimum wage
increases may provide an additional deterrent to businesses employing required
numbers of talent and willingness to train entry-level candidates. Low capability of
businesses to train talent efficiently and effectively is leading to an increasing lack
of experience in the industry.
Short-term
•	Training support should go more towards owner/operator training and the
development of further commercially viable visitor experiences and products.
•	Providing training so tourism operators can execute on-the-job induction
training for new workers, as well as supervisory, financial and management
training, to support commercial outcomes and a higher level of expertise in
running their businesses.

Tourism estimated labour requirements
Job Type

Role

When
available

Location

Estimated
job numbers

Training

Seasonal

Cleaner, wait staff,
security, front
of house, guide,
maintenance

Immediately –
within
six months

Gisborne
(28.5-29.5)
Mōrere (3)
Te Kaha (4)

35.5 – 36.5

On-the-job

Permanent

Cleaners, baristas/
front of house,
2 x managers,
guide, kitchen staff

Immediately –
within
six months

Gisborne (20-22) 30 - 32
Mōrere (4)
Te Kaha (2)
Tokomaru Bay (3)
Ōpōtiki (1)

On-the-job
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Activity

Description

Outcome
Talent

Skills

Training

Jobs

Comment

Short-term actions: impacts in the next six months
1

Operator database

•	Identify and engage tourism operators to develop a comprehensive database and point

Jobs: Better engagement of employers to lift capability and capacity
to provide employment.

2

Power up toolbox for existing
businesses

•	Provide a toolbox of actions, advice and resources specific to each part of the visitor
industry, to support self-development and grow employment.
• Provide expertise and advice to individual operators to improve outcomes.

Jobs: Lift employer capability and capacity to provide employment.

3

Powering up Tairāwhiti enterprises

• Develop solutions for new visitor enterprise ideation, incubation and scaling.

Jobs: Lift employer capability and capacity to provide employment.

4

Regular workforce requirement
forecasting

•	Implement local workforce requirement forecasting: map employment gaps, trends and
issues, current workforce supply and demand, identify priority roles and skill gaps.
• Secure application of national resourcing locally.

Jobs: Better identification and understanding of the jobs available to
improve the organisation and provision of labour.

of engagement.
•	On-going engagement to identify opportunities for growth and address constraints and
operating challenges (keep businesses in business).

Medium-term actions: impacts in the next one to two years
5

Develop the “Centre for Premium
Guide Development”

• Provide training to increase the level of service visitors experience when in region
•	Establish the Guiding School to deliver a premium experience: the personal guides that
sit at the center of the experience bring knowledge, authentic story-telling, experience
expertise, customer excellence and business savvy to create sustainable social and
commercial experiences. The individuals with these skills are well paid and have the
capability to start their own enterprises.
•	Deliver an ‘Ambassador’ type programme to increase front line tourism talent and base
level of regional knowledge/itinerary building capabilities and customer service.

Talent: Provide the focus on the sector that generates talent at the
scale and skill level required.

6

“Pātaka Korero”

•	Building a system that collects, authenticates, protects and ensures the sharing of our
unique story for the good of our people (cooperative model to capture value to reinvest
for our people).

Talent: Provide the focus on the sector that generates talent at the
scale and skill level required.

7

Refinement of industry training
programs

•	Re-evaluate training programmes to ensure skills are being developed in key desirable
areas, identified in consultation with employers.

Talent: Provide the focus on the sector that generates talent at the
scale and skill level required.

8

Increase Industry Profile

• Develop programmes aimed at building a positive profile of the industry.
•	Increase awareness of career pathways/opportunities available to attract people into
the industry.

Talent: Improve the perception of the sector as the first-choice
career option.

9

Increase training provision

•	Train business operators to induct and train talent on-the-job, provide effective
supervision and identify life skill training required: literacy, numeracy, driver licencing,
budgeting, health and nutrition.

Training: Strengthen the delivery of in-region training that aligns with
the skills and capability required by employers while improving life
skills training to increase retention rates.

10

Work experience

• Increase the exposure of young people to the industry through Licence to Work.

Talent: Attract new talent to the sector.

Long-term actions: impacts in the next two plus years
11

Development capacity

•	Focus on creating sustained labour supply capacity (focus on the sources of labour and
targeted engagement).

Jobs: Improve the certainty and availability of employment.

12

Building skills

•	Skills programme to develop and retain skills within the region.
• Recognise success.

Talent: Improve the performance of the sector to support
employment outcomes.
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Transport and logistics
overview
The Tairāwhiti Road Freight Transport Survey
(May 2018) identified a regional shortfall of 180
Class 4 and 5 drivers over the coming two years.
Current industry advice identifies that this
number has reduced to a shortage of 100-120
drivers currently, including for civil construction,
horticulture, forestry, and road freight transport.
Industry further identified an estimated additional
100 machine operators are needed over the next
two years across horticulture, forestry, and civil
construction.
The Tairāwhiti Road Transport (TRT) Programme is
funded via Te Ara Mahi, MBIE, to train truck drivers
from Class 2 through to Class 5.
The TRT Programme works very closely with the
forestry sector through the Eastland Wood Council

100

drivers needed
now

who have been instrumental in securing the
current resources for driver training. Other sectors
are becoming more engaged with the Programme
which provides further scale and demand for
the talent needed. This in turn supports resource
allocation through economies of scale to
accelerate talent development.
Training can be combined with employment
that offers the on-the-job experience which is so
important for success in this sector.

Transport and logistics jobs tend to be primarily
in Gisborne with further jobs available along
the coast depending on where the individual
business is based.

4%

of Tairawhiti
GDP

$80,000
average
earnings p.a.
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The Tairāwhiti Road Transport Programme seeks to provide 75 truck driver
graduates per year and of these, 30 were Class 2 drivers last year (2019) and
70 per year for WTR and machine operator training. Pastoral care is identified
as a resourcing need to secure better work readiness and higher retention rates
once talent is employed.

The Tairāwhiti Redeployment Programme has identified some of the skillsets being
sought by employers and the training being provided to develop these. As a result,
employers are increasingly seeking the talent completing this training to fill the jobs
they have becoming available.

Training

Skills needed in the transport sector include reliability, in order to develop the
experience required to operate the variety of trucks and machinery in use
today. Good coordination is important as skills are developed through practical
application. Earning potential is higher for those available to put the hours in and
can move up through the levels of vehicles involved and equipment used in the
harvest and transport of logs. Having your driver’s licence is an early advantage
alongside flexibility as talent starts in a business and moves through the various
stages of development.

Forestry employers are putting their machine operators through the Wheels, Tracks
and Rollers (WTR) training in order to meet public health and safety requirements.
This training is being provided through the Generation Programme and ManiaSAFE
Forestry School as a mix of specialized unit standards (depending on what the
job is) and on-the-job training. Machine operator training in general is seen as a
pathway to a Class 4 or 5 driver’s licence because of the complementary skill sets
being developed and the experience being gained that adds to driver capability.
There is a need to confirm the availability of land (up to 1ha) to deliver machine
operator training in order to provide longer term certainty of a site with which to
deliver training.
Current training provision is spread between a number of providers including
McInnes Driver Training, EIT, Tūranga Ararau, PassRite Driving Academy and the
Truck and Heavy Machine Operator Training Trust which contracted by MSD to
provide machine operator training through Load Out Solutions. Tairāwhiti Transport
Training Trust (funded via MBIE and MSD) coordinates the provision of truck
driver training locally including associated training such as forklift driver training,
Constructsafe, and forestry unit standards through linking employers, talent and
training providers together.
It has been identified that there is a need for another driving instructor (I)
endorsement in the region in order to meet the general demand.
Tūranga Ararau have access to a simulator to assist with machine operator training
for forestry however access to a real machine would be a distinct advantage to
the region. While the cost is significant at around $300,000, it is a considerable step
up from a simulator to a real machine based in a production harvesting operation
and a significant improvement in operator competency can be achieved.

Jobs

Industry trainers have identified an increase in the demand for Class 2 drivers
as a result of the Covid-19 lockdown increasing the demand for courier-based
delivery of goods. This increase in demand is included in the 100-120 driver shortfall
identified above. The demand for drivers is primarily in Gisborne itself although
there is demand for drivers located up the coast which is estimated at up to 10
drivers (initially Class 2 qualified) which is also included in the shortfall identified.
The civil construction sector looks primarily for Class 4 drivers with their WTR.
The horticulture and agriculture sectors look for Class 4 or 5 with forklift driving
endorsement. Having a Dangerous Goods Licence is also desirable. Talent with
a mix of qualifications: WTR + Class 4/5 and endorsements are of more value to
an employer because of the versatility this offers their workforce to better utilise
equipment and meet delivery requirements.
Truck driving jobs tend to be primarily in Gisborne with further jobs available along
the coast depending on where the individual business is based.
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Activity

Description

Outcome
Talent

Skills

Training

Jobs

Comment

Short-term actions: impacts in the next six months
1

Continue machine operator-training

•	Maintain the current provision of machine operator training in order to meet demand:

Training: Strengthen the delivery of in-region training that aligns with
the skills and capability required by employers.

2

(I) endorsed assessor-trainer

•	Secure an additional Driving Instructor with (I) endorsement to approve licences in order
to meet demand.

Training: Strengthen the delivery of in-region training that aligns with
the skills and capability required by employers.

3

Provision of additional pastoral
care support

•	Assess and determine the additional pastoral care required to improve work readiness
and retention rates once talent is employed.

Talent: Improve retention rates.

4

Provision of forestry machinery

•	Assess and determine the need and outcomes of funding of forestry production
machinery to improve training outcomes.

Training: Strengthen the delivery of in-region training that aligns with
the skills and capability required by employers.

5

Regular workforce requirement
forecasting

•	Implement local workforce requirement forecasting: map employment gaps, trends and
issues, current workforce supply and demand, identify priority roles and skill gaps.
• Secure the application of national resourcing locally.

Jobs: Better identification and understanding of the jobs available to
improve the organisation and provision of labour.

the current mix of industry-led provision and training provider networks of contacts and
employers is producing results.

Medium-term actions: impacts in the next one to two years
6

Development of a “Training Hub”

• Determine the need and outcomes of a ‘hub’ based approach to training provision.

Talent: Provide the focus on the sector that generates talent at the
scale and skill level required.

7

Confirm the availability of land
(up to 1ha) for machine
operator training

•	Assess and secure the land requirement needs to support on-going machine
operator training.

Training: Strengthen the delivery of in-region training that aligns with
the skills and capability required by employers.

8

Refinement of industry
training programmes

•	Re-evaluate training programmes to ensure skills are being developed in key desirable
areas, identified in consultation with employers.

Training: Strengthen the delivery of in-region training that aligns with
the skills and capability required by employers.

9

Increase industry profile

• Develop programmes aimed at building a positive profile of the industry.
• Increase awareness of career pathways/opportunities available to attract talent.

Training: Improve the perception of the sector as the first-choice
career option.

10

Work experience

•	Increase the exposure of young people to the industry through Licence to Work.

Talent: Attract new talent to the sector.

Long-term actions: impacts in the next two plus years
11

Development capacity

•	Focus on creating sustained labour supply capacity (focus on the sources of labour and
targeted engagement).

Jobs: Improve the certainty and availability of employment.

12

Building skills

•	Skills programme to develop and retain skills within the region.
• Recognise success.

Talent: Improve the performance of the sector to support
employment outcomes.
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Glossary of Abbreviations
CARE 	Commitment, Action and
Reciprocity resulting in Employment

NZA 	New Zealand Accreditation

DL

NZME 	New Zealand Media and Entertainment

Driver’s Licence

EIT 	Eastern Institute of Technology
EWC

Eastland Wood Council

FICA 	Forestry Industry Contractors Association
GDC

Gisborne District Council

ITOs 	Industry Training Organisations
LGG 	Labour Governance Group
MBIE 	Ministry of Business, Innovation and
Employment
MITO 	Motor Industry Training Organisation
MPI 	Ministry of Primary Industries
MSD 	Ministry of Social Development
MoE 	Ministry of Education
NC 	National Certificate
NEETs 	People aged 15-24 years who are not in
employment nor engaged in education
nor training

NZBE 	New Zealand Bachelor of Engineering
NZTA 	New Zealand Transport Agency
PDU	Provincial Development Unit
RoVE 	Reform of Vocational Education
RSLG 	Regional Skills Leadership Groups
SPO’s 	Social Procurement Outcomes
STMS 	Site Traffic Management Supervisor
TC 	Traffic Controller
TEAP 	Tairāwhiti Economic Action Plan
TEC 	Tertiary Education Commission
TRP 	Tairāwhiti Redeployment Programme
TRT 	Tairāwhiti Road Transport
WDC 	Workforce Development Council
WET 	Wood Engineered Technology
WTR 	Wheels, Tracks and Rollers
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