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Ngāti Āpōpō – Tomorrow’s People 
 
 
TO:  
DATE:  December 2019 
MEETING DATE: 6 December 2019 

SUBJECT: Māori Future of Work  
(this paper should be read in conjunction with mainstream FOW Report) 

1 Mihi  
The Prime Minister’s Business Advisory Council undertook the challenge of considering what the future of work 
holds for Māori, and what Māori will need in order to successfully navigate their way to wellness in the advent of 
massive technological change. 
 
Our exploration drew on McKinsey’s modelling, international case studies, and the knowledge and lived 
experiences of Māori business leaders.   
 
We are mindful that language shapes how we make sense of this challenge.  That this work cannot be distinct from 
other aspects of life for Māori if we are to exist in a virtuous circle of economic wellbeing, a regenerative 
environment, inclusive society, and culture, at the heart of which lies people. 
 
For this reason, we reframed the enquiry from the future of work to the more holistic perspective of Ngāti Āpōpō, 
Tomorrow’s People.  
 
Ngāti Āpōpō acknowledges that Māori need to be the key architects in determining their future. It touches on the 
unique challenges Māori will face within the future of work and presents one central recommendation to enable 
Māori to succeed in a changing world, and by doing so, enable Aotearoa to thrive. 
 
We acknowledge the responses already planned and underway by Government, iwi, business, and community to 
help realise present and future benefit for Māori. This report supports that collective response by providing a Māori 
business perspective of challenges and requisite solutions.  
 

2 Wero 
Future of work challenges are well documented, yet unique when considered by ethnicity and demographic.  
 
 Māori currently account for 13% of the working age population but are estimated to contribute 27% of 

working age population growth between 2019 and 2030 
 

 Of the projected Māori working age population in 2030, an estimated 28% are under 15 today with 
150,000+ children having not yet started secondary school 

 
 Māori are more exposed to the impacts of automation as they are over-represented in high automation 

occupations. 24%1 of Māori jobs, versus 21% for the New Zealand workforce as a whole, will potentially be 
replaced by automation by 2030, displacing ~100,000 Māori workers 
 

 Māori are forecast to benefit equally with the general population from new jobs generated, gaining an 
estimated net 7,000 jobs. However, many of the new jobs will require different skills sets and many will be 
in different and often urban locations which will be an additional challenge for Māori living in the regions.   
The Māori unemployment rate (10.8%) is double the New Zealand average, and 20% of Māori 15-24 years 
olds are unemployed (MBIE, 2017).  By 2022 the Māori workforce will enter a transitional period of 
increased unemployment - as automation starts to displace jobs, and before people displaced can gain 
new skills and new jobs are generated. 

 
 
Aotearoa is on the cusp of an unprecedented situation as it pertains to the future of work for Māori. 

                                                            
1 All data is from McKinsey’s 2019 analysis commissioned for this report unless otherwise referenced 

 

 



 
This future of work demands a unique set of responses. Responses that find their sense, strength, motivation, and 
direction in te ao Māori. A practical application of a te ao Māori belief-set allows for a productive and sustainable 
Aotearoa economy through improving business performance, employee productivity, economic and social inclusion 
and diversity. 
 
The Māori economy can be viewed as one that is developing within one which is already developed. As it 
strengthens and prospers, so too will our country’s economy. Though challenged in many areas, Māori could 
benefit from significant opportunities through clarifying property rights, in enabling long-term capital commitments, 
and in leveraging collective investment opportunities within iwi and globally. 
 
Critical to the success of realising these opportunities will be developing education and training systems that work 
for Māori; and building incentive structures for Māori inclusion and full participation in society and its economic 
development. More broadly, incentive structures need to be recalibrated to shift short-term thinking to that which is 
intergenerational in nature. 
 
Realising inclusive economic growth in the face of change will not occur without interventions in multiple systems, 
including but not limited to education, employment, health and housing.  
 
Solutions to attain inclusive economic growth for Māori - for transitioning Māori successfully into the future of work - 
need to be designed and led by Māori. This extends to determining a holistic definition of success. 
 
With as much divergence amongst Māori as there is commonality, solutions for Ngāti Āpōpō will differ between 
Māori communities; between industries; between MSMEs, iwi entities and trusts/incorporations; between urban and 
rural. Solutions will need to be designed or tailored for local contexts. 
 
Successful navigation of unprecedented change requires the ability to keep learning, to keep adjusting our course. 
An agile approach to designing and delivering solutions is non-negotiable. 
 

3 Whakakaupapa / Recommendation 
Our priority is Māori wellness. Taha tinana, taha hinengaro, taha whānau, and taha wairua. 
 
With this as our focus, the PMBAC recommends Government enable the identification of opportunities, the 
development of bespoke solutions, and assessment of impact for Māori through a transformative Māori led delivery 
system. 
 
More specifically, a Māori Transformation Initiative.   
 

The MTI would be a quasi-government entity reporting to the highest level of government. Governance would 
include CE leadership from relevant Ministries alongside iwi and Māori representation – with visible sponsorship 
from the Prime Minister. 

 
It would responsible for: 

 A transformative, rapid outcome-oriented Māori-led programme - Ngāti Āpōpō - that prepares Māori for 
the future of work and for inclusive economic growth   

 Initial focus would be placed on rangatahi Māori – those entering the workforce by 2030 
 
It will be a small unit working in partnership with government agencies and drawing upon a succession of experts 
and diverse perspectives to identify impactful solutions.  

The MTI will start with an audit of current public and private sector programmes to assess impact. This extends 
beyond employment and skills programmes to those that address systemic barriers to the future success of Māori 
in the workforce.  
 
The MTI will monitor delivery and effectiveness through timely data and transparently communicating outcomes.   
Agreed KRAs and smart KPIs will dictate both human and financial capital allocation. 

 
To catalyse breakthrough growth and development, Māori will need to set bold aspirations for the programme.  
Government will need to make tough choices, mobilize resources to deliver at scale and with urgency, and allow for 
new, potentially decentralized models of execution.  

 

 



The MTI is time bound.  Once Ngāti Āpōpō can be delivered without the MTI leadership, it would be redirected to 
other Māori priorities or cease to exist.  
 
 

4 Whakarāpopototanga / Summary 
The goal of the Māori Transformation Initiaitve is Māori wellbeing through inclusion in work and the economy. 

It will achieve this through addressing the unique challenges and opportunities that the Future of Work present for 
Māori.  

The MTI will provide proven, influential, and well-connected te ao Māori leadership into multiple systems. It will 
seek to address systemic challenges and use rapid prototyping and co-design to generate solutions that work for 
different contexts; for different industries, different regions and different business models. 

It will relentlessly drive joined-up execution, ensuring maximum return on investment. 

It is a bespoke, innovative approach to ensuring Aotearoa is the best place for rangatahi Māori to excel.  It 
addresses a risk of increased unemployment and an impoverished economic future for Māori, and does so as a 
collective priority. 
 
 
Ngāti Āpōpō is an opportunity to execute with effect.  

 
 

 
‘Ko te pae tawhiti, whāia kia tata; ko te pae tata, whakamaua kia tīna’ 

‘Seek out distant horizons and cherish those you attain’ 
 

 
 

 

 



 

 



Excerpts from Māori Future 
of Work Report.

6 DECEMBER 2019
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Kiwisaver for 2030 
TO: Rt Hon Jacinda Arden, Prime Minister 
DATE: 28 November 2019 
MEETING DATE: 6 December 2019 
SUBJECT: Kiwisaver – driving active membership and contribution 

1 Opportunity 
As a country, we should be seeking to ensure that all Kiwis are able to achieve the financial security necessary to maintain their 
lifestyle through retirement.  The Prime Minister’s Business Advisory Council (PMBAC) believes there is an opportunity to 
enhance the Kiwisaver framework via a staged transition to a compulsory savings scheme with the objective of achieving 
minimum annual contributions of 10-15% of personal income by 2030. 

2 Problem statement 
New Zealand has a relatively simple and effective retirement framework based around New Zealand Superannuation (NZS), the 
New Zealand Superannuation Fund (NZSF) and Kiwisaver.  As the population ages and life expectancies increase, the pressure 
on NZS and social services will also increase.  This will lead to funding choices and the likely need for greater self-reliance.  

Kiwisaver currently has ~2.9m members, with membership having doubled since 2010. Kiwisaver accounts had $57b funds 
under management in 2019 with estimates that it may be nominally worth $911b in 2050.  Nonetheless, it was estimated in 2018 
that less than 70% of men and women between the ages of 25-44 have a Kiwisaver scheme.  Furthermore, of the 2.9m 
members, only 1.7m are contributing and those earning less than $60k p.a. are the slowest growing membership segment.  
Lastly, the average Kiwisaver balance is less than $20,000 notwithstanding Kiwisaver has been in existence since 2007. 

On a related point we also note, under the current framework, that “compulsory” employers’ and Government contributions are 
only required (or even possible!) when the individual is making contributions and are effectively lost (from the individual’s 
perspective) if the individual is unwilling or unable to make contributions at any point. 

Our view is that Kiwis’ savings habits, as indicated by current Kiwisaver contributions, will not be enough to meet future 
challenges.  Furthermore, the incentives that have partially driven Kiwisaver to date are weighted towards those with higher 
earnings – arguably less in need of incentives when the short-term constraints on saving are considered on an individual basis 
and of less concern when viewed through the collective lens of New Zealand’s future retirement framework. 

Our view is the New Zealand retirement framework should ensure every Kiwi has a retirement plan in place with regular 
contributions being made, and any incentives should be targeted to those where saving is a greater challenge in the short term. 

3 High level proposal 
We are proposing a 10-year transition to a compulsory savings scheme with the following key steps: 

1. Compulsory Kiwisaver enrolment for all employees and self-employed with removal of the option to opt out without an
alternative (compulsory) scheme (effective CY2021);

2. Minimum employer contribution of 3% to be required from CY2021 irrespective of level of individual contribution,
3. Minimum employer contribution to be increased annually at time of pay review targeting 5-7.5% by end of CY2029

(refer tables below);
4. Minimum individual contribution to be 1.0% in CY2020 (introduced at time of annual pay review, default option to

remain at 3% for new joiners), with annual increases targeting 5-7.5% by CY2029 (refer tables).

We also believe the Government should consider whether all beneficiary payments should also be included in the framework 
and make an equivalent contribution to beneficiaries’ Kiwisaver schemes. 

Furthermore, to mitigate the impact on employers, a cap on the compulsory employer contribution (from CY2021) could be 
considered.  For example, the compulsory employer contribution could be capped at $14k (equivalent to 5% of a $280k salary), 
enabling employers to use the contributions that may otherwise have been paid to fund the increases to those on lower 
incomes, noting that employers still could make additional voluntary contributions.  In addition, the Government should also 
consider eliminating the Employer Contribution Withholding Tax to further support employers in funding this transition.  

There is also the option to consider whether it is possible to better enable third parties (i.e. employees, relatives, bequests, etc) 
to make one-off contributions to individuals’ Kiwisaver funds. 

Option 1 



Year Min. employee 
contribution 

Min. employer 
contribution* 

Total minimum 
contribution 

Year Employee 
contribution 

Employer 
contribution 

Total minimum 
contribution 

2020    2026 3.5% 3.5% 7.0% 
2021 1.0% 2.0% 3.0% 2027 4.0% 4.0% 8.0% 
2022 1.5% 2.5% 4.0% 2028 4.5% 4.5% 9.0% 
2023 2.5% 3.0% 5.5% 2029 5.0% 5.0% 10.0% 
2025 3.0% 3.0% 6.0% 2030 5.0% 5.0% 10.0% 
* It is envisaged that employers move more quickly to minimum 3% contribution on the basis the contribution is only currently avoided where 
employees are not making contributions – funding should be available as it could currently be called on by the employee at any time.  During the 
period the minimum employee contribution is increasing to 3%, employers would continue to match employee contributions to 3%. 

Option 2 

Year Min. employee 
contribution 

Min. employer 
contribution* 

Total minimum 
contribution 

Year Employee 
contribution 

Employer 
contribution 

Total minimum 
contribution 

2020    2026 4.5% 4.5% 9.0% 
2021 1.0% 2.0% 3.0% 2027 5.5% 5.5% 11.0% 
2022 1.5% 2.5% 4.0% 2028 6.5% 6.5% 13.0% 
2023 2.5% 3.0% 5.5% 2029 7.5% 7.5% 15.0% 
2025 3.5% 3.5% 7.0% 2030 7.5% 7.5% 15.0% 

4 Benefits 
The primary focus of the proposed approach is to increase Kiwis’ participation and level of contribution to their retirement plans.  
With a transition to a compulsory scheme this becomes an inevitability rather than having to rely on on-going delivery of greater 
financial literacy or incentives that have had a positive but limited impact to date. 

Importantly, there is the opportunity to have an immediate impact by ensuring all Kiwis get the benefit of employer contributions 
with a minimal impact on take-home pay.  Given the momentum of compounding interest, failing to address this quickly results 
in a missed opportunity that cannot be recouped and, we believe, is currently mostly impacting those on lower incomes who are 
least able to fund a savings plan.  Furthermore, with a sensible approach to managing the maximum compulsory contributions, 
the impact on business can be mitigated to ensure funding is available for where it will have most impact. 

We also believe by providing a smooth transition over time to the desired end state, the impact of this change on business costs 
and take-home pay can be sufficiently mitigated such that these changes can fit in to existing annual salary and wage 
adjustment cycles.  There is no requirement to “shock” the system. 

Indirect benefits are also possible over time as individual balances increase: 

1. Greater individual engagement as Kiwisaver balances increase with consequent impact on / need for financial literacy;  
2. Increasing diversification in individuals’ investment, away from the heavy reliance on the family home / property; and 
3. Positive impact on New Zealand’s capital markets and banking system independence as Kiwisaver funds under 

management increase (as seen in jurisdictions with compulsory savings such as Singapore and Australia).  

5 Other considerations 
We are aware there are other issues in relation to Kiwisaver that are currently being debated, namely: Kiwisaver value and fees; 
“default” Kiwisaver funds vs active choice of fund; Kiwisaver for self-employed and contractors; the need for financial literacy; 
and decumulation of savings on individuals’ retirement.  We have not attempted to address these issues but see our proposal 
as being compatible with the related available options.  

Furthermore, individual savings funded through regular contributions can also provide greater freedom and optionality to 
individuals throughout their working lives.  In the same way that Kiwisaver can currently be accessed for the first home, it could 
be considered if the Kiwisaver infrastructure / processes could be utilised to encourage saving for other significant life events 
including further education, etc, while ensuring retirement savings are preserved. 

6 Summary 
The introduction of Kiwisaver in 2007 has had a positive impact but it requires further enhancement if the country is to 
adequately prepare for our future.  We believe it is in all Kiwis’ interests to establish a national long-term savings goal now – 
both on an individual and country level – and enable all Kiwis to achieve an appropriate level of financial certainty in retirement.  
This requires a commitment to move Kiwisaver to a compulsory savings scheme. 

We acknowledge that the transition to a compulsory savings scheme will impact business costs and take-home pay.  We have 
sought to mitigate this through a staged transition and believe the benefits to New Zealand represent a better outcome than 
continuing to ‘kick the can down the road’.   

Improving financial literacy of Kiwis will be a critical delivery alongside a transition to a compulsory savings so the importance of 
starting savings as soon as possible is understood, and Kiwis engage on the financial decisions that they need to make.   

 

 



 

 



 

 
 

 
 

 

Background note: Changes to KiwiSaver 
1. This note summarises some pros and cons to changes to KiwiSaver suggested by the Prime 

Ministers Business Advisory Council. 

2. Some of these options were considered in the recently-released Growing New Zealand’s 
Capital Markets 2029 report.  

Capping the employer contribution at a certain salary level, to be redistributed to 
lower-paid employees 
3. This option could include either a sliding scale for employer contribution rates in which 

employer contributions are higher for lower-income earners and lower for higher-income 
earners. Alternatively, the employer contributions for higher-income earners would be pooled 
in some way, to be redistributed to lower-income earners. 

Pros Cons 

• Could result in higher retirement incomes 
for lower-income people. 
 

• If a sliding scale was used, there may be 
increased costs for employers of low-
income employees, especially small 
businesses. 

• If employer contributions for higher-income 
earners were pooled and redistributed, 
there could be equity concerns and/or the 
perception that the government is 
introducing a new tax.  

Increasing the default contribution rate 
4. The objective of this would be to raise savings rates. Treasury has previously considered an 

option to increase the default contribution rate and/or employer contribution rate from 3% to 
4%. 

Pros Cons 

• Could result in higher retirement incomes 
for KiwiSaver members.  

• In relation to increasing the individual 
contribution rate, could help some 
KiwiSaver members reach the threshold to 
qualify for the Government contribution. 

• Would decrease the affordability of 
KiwiSaver for many households. This would 
likely decrease the number of people who 
contribute to KiwiSaver and increase the 
number of people opting for savings 
suspensions. 

• May result in KiwiSaver members 
substituting away from other savings. 

• Low-income individuals and middle-income 
individuals with a mortgage may be the 
least able to afford a decrease in take-
home pay resulting from the higher 
contribution rate. 

• Increasing the employer contribution rate 
would increase costs to employers and 
businesses. 

 

 



 

Loosening withdrawal circumstances 
5. This would involve gradual loosening of the circumstances under which employees could 

withdraw their retirement savings (for example, medical events or unemployment).  

6. The current withdrawal conditions for KiwiSaver include significant financial hardship and 
serious illness, injury or disability. Members can also withdraw their funds to buy a first home.  

Pros Cons 

• Gives members more flexibility in accessing 
their KiwiSaver for emergencies. 

• Could help prevent members from 
experiencing substantial hardship. 

• Could limit KiwiSaver’s original function as 
a retirement savings vehicle.  

• Could result in KiwiSaver members not 
having sufficient retirement income. 

 

Making KiwiSaver compulsory 
7. This option would see KiwiSaver made compulsory, including for beneficiaries. 

Pros Cons 

• Could increase people’s financial 
independence at retirement. 

• Would result in more funds under 
management, increasing investment in New 
Zealand markets. 

• Would likely require some low-income 
households (who do not currently contribute 
to KiwiSaver) to reduce spending on 
essential items to compensate for their 
KiwiSaver contributions. This might result in 
increased hardship. 

• Would have financial implications for the 
Crown through Government contributions. 

• May not increase the wellbeing of lowest-
income individuals as any supplementary 
assistance they received in retirement (eg 
accommodation supplement) would be 
means-tested against their KiwiSaver 
assets. 

• Would represent a significant change for 
the retirement income system as a whole 
as well as a material divergence from the 
original design of KiwiSaver. 

 

Automated increases to contribution rates  
8. The Treasury has previously considered automatic increases to the KiwiSaver contribution 

rate. This would involve an individual pre-committing to incremental increases of 0.5% or 1% 
in their KiwiSaver contribution rate in the future up to a pre-set maximum which aligned with 
one of the existing contribution rates (3%, 4%, 6%, 8% or 10%). The timing of the increase 
could be annual, or aligned with pay rises. 

9. A stepped contribution rate starting at 1% at the time of joining and gradually increasing was 
recommended in the Capital Markets 2029 report. 

 

 

 

 



 

Pros Cons 

• Could increase contributions to KiwiSaver 
over time by relying on behavioural inertia. 

• An opt-in model would give individuals 
some control and awareness of the 
increase, and could mitigate some risks. 

• May be of limited benefit to low-income 
earners, as they are less likely to be in a 
financial position to choose to increase their 
contribution rate periodically. 
 

• Risk that some individuals may be worse off 
if the automated increases make them 
more likely to apply for a hardship 
withdrawal, of if they have to borrow more 
to offset the increased contribution to 
KiwiSaver. 

 

Reintroducing the $1000 Government kick-start 
10. There has been some discussion in the media regarding reintroducing the $1000 kick-start 

payment for KiwiSaver. A variation on the option would be to restrict the payment to 
KiwiSaver members who make an active choice about their KiwiSaver fund. This was 
recommended in the Capital Markets 2029 report. 

Pros Cons 

• May have a small positive impact on the 
retirement income adequacy of low-income 
individuals. 

• For the variation, could incentivise 
members to make an active choice about 
their KiwiSaver fund. 

• Would have financial implications on the 
Crown. 

• The Treasury previously found that the kick-
start did not incentivise additional savings. 

• For the variation, may not incentivise 
thoughtful choices. 
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Healthy Homes for 2030 
 
TO: Rt Hon Jacinda Arden, Prime Minister  
DATE: 28 November 2019 
MEETING DATE: 6 December 2019 
SUBJECT: Healthy Homes – addressing energy performance in New Zealand’s homes and buildings 

1 Opportunity 
The Prime Minister’s Business Advisory Council (PMBAC) believes all Kiwis should live and work in a healthy home or work 
environment.  We believe there is an opportunity to add momentum to the transformation of New Zealand’s existing building 
stock through the implementation of an Energy Performance Certificate (EPC) ratings scheme targeting the energy efficiency of 
buildings in New Zealand. 

2 Problem statement 
The poor state of New Zealand’s housing stock is well documented.  A decade ago it was identified that nearly two thirds of 
homes (65%) were built before insulation was required and “more than 1 in 4 New Zealanders say the home they live in has 
contributed to their sickness”1.  In 2019 it was found that “about 200,000 families live in rental homes that do not have ceiling or 
underfloor insulation”2.  

Poorly performing homes typically result in higher electricity costs (for space heating) and have been linked to increased 
incidence of respiratory illness with flow on impacts to public health costs.  Space heating requirements also vary seasonally 
whereas incomes do not, potentially further exacerbating the issue for the most vulnerable Kiwis.  The Government’s Winter 
Energy Payment, commitment to remove the Low Fixed Charge Tariff regime (which exacerbates seasonal impacts and is 
regressive towards well-occupied tenanted poor-quality housing), and various insulation schemes help with this.  Nonetheless, 
the knowledge and transparency of the energy efficiency of houses at the time they are sold or tenanted is virtually non-existent.  
The country has an effective appliance energy rating scheme, though arguably the largest appliance is the dwelling itself. 

We believe the primary barriers that prevent individuals and businesses taking up energy efficiency solutions are: 

• lack of information such that Kiwis are often unaware of the benefits of the available measures and how to realise them; 
and  

• access to capital in that some Kiwis may struggle to meet the initial costs of energy efficiency measures even though 
they are cost effective over time and / or the available incentives for building improvements are not able to be accessed 
by those that would receive the benefit (i.e. landlords v tenants in the rental market). 

Our view is there is an opportunity for Kiwis to better understand how we can improve the places we live and work and for New 
Zealand to continue to improve its housing stock.  This would have the resulting benefits of lowering household energy costs 
and improving the health of Kiwis, which then flows to other Wellbeing measures. 

3 High level proposal 
We are proposing implementation of an Energy Performance Certificate ratings scheme for application to New Zealand’s 
residential buildings.  It is envisaged the EPC scheme would benefit from the experience New Zealand has with Energy ‘Star’ 
Rating Labels, as well as the UK experience of its own EPC scheme that has been in place and developed since 2007, namely: 

• EPC certification is required at time of sale, letting or building completion of domestic houses and dwellings, with the UK 
using ratings between A (very efficient) -G (efficient);  

• Certification must be carried out by an appropriately qualified professional with support of standardised tools;  
• The EPC would include guidance as to ways to improve the rating cost effectively, with details of relevant incentive 

schemes that may (already) be available (e.g. EECA Warmer Kiwi Homes); 
• The EPC scheme, with a modified ratings system, could also be applied to business and commercial buildings (above a 

minimum size) that have fixed services that condition the environment (e.g. air conditioning, cooling, etc); and 
• Exceptions to the EPC requirements can be made for historic buildings, etc. 

A sample of a UK EPC is attached for information. 

                                                           
1 NZ Business Council for Sustainable Development 2008, Better performing homes for New Zealanders: Making it Happen 
2 Housing Minister Phil Twyford, February 2019 

 

 



 

 

4 Benefits 
On an individual level, Kiwis have already enjoyed the benefits of a standardised energy ratings scheme that has applied to 
household appliances since 2002.  A simple, visual and trusted ratings system enables consumers to better understand the 
longer-term implications of their choices.  This simple rationale applies at least equally to the significant decision of buying or 
renting a home.  With an effective EPC scheme in place, we can envisage a future where Kiwis will actively seek better ratings – 
not just to benefit from lower monthly energy costs, but to attract a better sale price or tenant, further driving improvement in the 
housing stock. 

Furthermore, the application of subsidies such as the existing insulation and home heating schemes, should be considered 
within the scheme.  The ability to sign-post where financial support may be available further encourages cost-effective 
investment into energy efficiency.  Our understanding is that generating further demand for the available energy efficiency 
schemes would be welcomed by EECA and the certification scheme would provide a ready channel for any similar future 
schemes (e.g. LED lighting). 

As referenced above, a poor performing home can impact Wellbeing and drive poor health outcomes with the flow on need for 
access to public health services.  Taking a country perspective, we would anticipate an indirect benefit of this scheme would 
include a reduction in healthcare system costs, reduced absence from the workplace or education system and positive impact 
on individual Wellbeing. 

In addition, we have an abundance of commercial renewable electricity generation and development potential in New Zealand.  
However, “negawatts” are often the most commercial investment compared with investment in developing new capacity for 
generating additional megawatts.  By lowering consumption, the proposed scheme will avoid the costly production and / or 
unnecessary investment in additional energy generation / supply. 

Relatedly, and possibly most significantly when considering such a scheme from a country perspective, it has significant 
potential from a data analysis perspective and potential to influence policy setting and resource allocation.  For example, with 
accurate data on the location, quality and mix of housing, it may be possible to improve planning and allocation of resources in 
anticipation of the likely flow-on impacts to social services.  The potential of such data could be significant. 

5 Other considerations 
We acknowledge the costs of implementing an EPC scheme will need to be considered, in addition to ensuring enough qualified 
professionals are available as this is phased in, noting it applies only at specific times (sale/letting).  Nonetheless, our 
assumption is that the costs of certification would be borne by the home owner and would be relatively immaterial in the context 
of the sale or rental of a property. 

6 Summary 
The poor state of New Zealand’s housing stock currently drives much of the energy consumption in the home and results in 
unnecessarily high energy (electricity/gas/LPG/biomass) costs for households.  To encourage investment into energy efficiency 
measures in New Zealand’s buildings, Kiwis need to be given information that is accessible and actionable. 

The introduction of the Energy Star Ratings has had a positive impact on New Zealand, being standardised and relatively simple 
to understand, and now influencing Kiwi’s purchasing decisions.   

We propose a similar scheme can be implemented for buildings and made a requirement at the point in time that Kiwis make 
one of their most significant investment decisions – providing a summary as to the likely future energy costs as well as 
identifying what cost-effective improvements can be made and where financial support is available, in many instances through 
existing schemes.  The introduction of such a scheme should be viewed as a first, simple step towards improving housing 
quality across the country – once established, the data generated may allow development of more effective policies to drive 
positive change. 
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Appendix A: Energy Performance Certificate – UK example 
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Future of Work 
 
TO: Rt Hon Jacinda Arden, Prime Minister 
DATE: 28 November 2019 
MEETING DATE: 6 December 2019 
SUBJECT: Future of Work – linking demand to supply 

1 Opportunity 
The Prime Minister’s Business Advisory Council (PMBAC) believes the planning, education, and training of tomorrow’s 
workforce is a shared responsibility of the public and private sector.  We believe there is an opportunity for New Zealand’s 
businesses to provide timely insight into their expected medium- and long-term workforce needs, and then have this input 
available to shape today’s education and training decisions for individuals and Government. 

2 Problem statement 
The most recent Briefing to the Incoming Minister (BIM) for Labour and Skills (December 2017), highlighted the relatively high 
level of skills of the New Zealand workforce, yet contrasted it with the struggle that businesses have in finding the skills they 
want.  The consequences of not appropriately planning for and addressing the needs of the future workforce – a “skills gap” - 
are significant.  The impact is at an individual level in terms of security and Wellbeing, as well as a national issue when the 
country does not have the necessary skills to remain competitive and optimise production.  

To address a skills gap requires development of a workforce with the skills and attributes in demand.  The lead-times on the 
development of New Zealand’s workforce comprise multiple timeframes that span across multiple election cycles: (i) 15+ years if 
considering children and the primary / secondary / tertiary education system; (ii) 6+ years if focusing on year 11-13 students 
when key decisions are made regarding subject choices that may lead on to decisions relating to further study and/or vocational 
training; or (iii) 1 month to multi-years if considering re-training, including micro-credentialing.  These timeframes become even 
longer if the development of appropriate policy / frameworks and delivery of necessary resources is included.  

In addition, immigration (with relatively short lead-times) can also be applied to address workforce requirements in the short-
term.  This includes addressing unanticipated system shocks (e.g. Christchurch rebuild) as well as failures in the planned 
education / training ecosystem arising from poor planning, delivery and/or poor engagement with the business sector.   

We believe the current approach to developing and planning for New Zealand’s future workforce is unnecessarily fragmented 
and, in part, driven by incentives that do not align to the longer-term needs of New Zealand’s businesses.  More specifically: 

 Tertiary education organisations – in-house views of the future are limited with little engagement with business. Any views as 
to future requirements are not obviously shared with ‘upstream’ education system or individuals / parents / students, with 
primary drivers being the funding model, the demand from a relatively uninformed student population and the inertia / bias of 
the faculty; 

 Institutes of Technology and Polytechnics – similarly challenged around long-term planning, business engagement and 
funding model; 

 Industry training organisations – stronger engagement with business than tertiary sector though, again, it is not obvious 
where medium-term expectations are aggregated, or potential disruption is considered and planned around; and 

 Secondary education organisations – there appears to be an apparent drift towards a more skills-focused offering (that could 
be better delivered in a dual education arrangement) rather than delivery of foundational knowledge.  With little obvious 
information as to what will be sought by business when students enter the workforce, the framework for making subject 
choices is challenging. 

The resulting gaps, as identified in the BIM for Labour and Skills, leads to the need for short-term immigration “fixes” which, if at 
a higher level than is manageable, has associated economic and social costs. 

Lastly, and the focus of our proposal, the business community is also deficient in fulfilling its role as a partner in addressing any 
gaps given the inability to clearly articulate short-, medium- or long-term needs (other than on a piecemeal basis at best).  

We believe the New Zealand business community could provide a clear signal that could inform decisions and choices by 
individuals, as well as assist policy setters and education / training providers in guiding the ‘production’ of the future workforce.  
Further, this could be owned by the business sector, standing outside the political election cycle to better align with the long-
term lead-times that underpin the development of the required future workforce. 

 

 



3 High level proposal 
We are proposing a multi-period forecast be compiled by New Zealand businesses as to the expected future needs of the New 
Zealand business sector.  Specifically: 

 All businesses with more than 25 employees should provide, for aggregation an outlook of expected workforce needs on a 
2/5/10 year basis; 

 Data collected to include expectations relating to headcount and skills / capabilities / attributes (employed or contracted) they 
will require;  

 Analysis of the future workforce requirements could be provided on a national, regional or sub-regional basis to provide 
insight that matches the structure of the system / organisations seeking to meet these demands; and 

 Collection to be annual, digital and the process “owned” by the private sector (albeit with initial Government encouragement 
to collectivise) with respect to execution and presentation. 

This is not expected to replace complementary professional analysis on the future labour market but provide a complementary 
input into policy development and resource allocation for education and training. 

With respect to execution, we would suggest a smaller-scale pilot, leveraging larger scale organisations that may already have 
developed workforce forecasts, to demonstrate the concept and enable iteration of data collection, etc.  Given the potential to 
provide regional insight through a pilot, funding could be provided by the Provincial Growth Fund.  If successful, the pilot could 
be scaled with the application of relevant frameworks and assistance of Government where necessary. 

4 Benefits 
Over time, the requirement to consider future workforce needs (and proof that the input has a demonstrable impact on policy 
settings and delivery) should improve planning and reduce the risk of skills mis-match.  On a more detailed level, by providing a 
channel for views to be collected, aggregated and fed back to businesses, it should create the opportunity to more deeply 
consider the future and even think differently.   

Comparison can be made with complementary (bottom up) professional analysis and research that calls on insight into global 
trends or market disruptions.  Any mismatch will be clear and will provide an opportunity to challenge industry thinking and avoid 
business’ thinking from becoming stale.  This may be useful for smaller enterprises with more limited resources to call upon, as 
well as providing a helpful counterpoint within larger organisations that may suffer from stasis or group think. 

This feedback loop could be further extended if the tertiary, secondary and other retraining organisations also undertook a 
similar process that could be compared and allow future “skills gaps” to be identified, debated and addressed (in advance) as 
necessary. 

Indirectly, the frequency for intervention through immigration and availability of the forecast workforce data will (over time) 
provide helpful insight into the ability of organisations (from large to small) to collectively forecast their future needs, as well as 
the ability of education and training organisations to meet such demands when the future needs are relatively well understood. 

And lastly, a robust eco-system, where the needs of the future workforce can be demonstrably matched with the plans of those 
institutions delivering education and training to the workforce, can only enhance confidence within the business community.  
This will drive investment and growth. 

5 Other considerations 
Immigration settings and their application are an important component in addressing any of New Zealand’s skills shortages, and 
have important implications for communities when considering need for infrastructure and social support.  Nonetheless, the 
process of development of settings, the range of inputs considered, and the effectiveness of lobbying is not transparent 
notwithstanding the flow-on impacts. Furthermore, it is not clear whether immigration settings (and the underlying drivers) even 
feed into the near- to medium-term planning of education and training organisations. 

6 Summary 
Despite enjoying a relatively highly skilled workforce, skill gaps still persist in New Zealand with short-term immigration ‘fixes’ a 
regular refrain.  It is not clear that New Zealand’s education and training organisations are focused on delivering on the needs of 
the country’s future workforce or delivering to a coordinated plan across regions and institutions.  Similarly, the country’s 
business community is not providing a clear signal as to its expectations to help assist in ensuring that the right skills and 
attributes are available at the right time. 

We believe, there is an opportunity for New Zealand business to play a role in providing a multi-year forecast that collates 
expectations as to the future skills requirements of New Zealand business.  This can be an input where the process and 
conclusions are owned by New Zealand business and provide a helpful input for business strategists and education / training 
policy-setters alike. 
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Departmental 
Memo  
  
In Confidence          DOC - 6082526 

Date: 30 September 2019 
To:  Prime Minister 

From: Department of Conservation 

Subject: International Investment in Predator Free 2050 
 

Purpose – Te Pūtake 
1. Following your meeting with Fraser Whineray, incoming Chair of your Business 

Advisory Council (BAC) you asked for a briefing on whether Predator Free 2050 
(PF2050) could be used as a test case for attracting biodiversity investment from 
international sources e.g. philanthropy or other international funds.  
 

2. You will be meeting with Fraser again on 10 October and this advice has been 
prepared to support the discussion. 

Summary – Tuhinga Whakarāpopoto 
3. The Department of Conservation (DOC) has experience working with domestic 

businesses and philanthropists who want to support conservation in New Zealand. 
 

4. In recent years, New Zealand’s conservation initiatives have also received 
considerable interest and direct support from international funders.  
 

5. The contribution from business and philanthropy is growing and becoming an 
important cornerstone for realising large-scale conservation outcomes. 
 

6. Motivations for ‘giving’ are many and varied, ranging from purely altruistic through to 
strongly commercial.  
 

7. DOCs experience of working with business and philanthropy show that Predator Free 
2050 (PF2050) is a cause that can attract international interest and funding support.  
  

8. Non-Governmental organisations like NEXT Foundation, The Nature Conservancy 
(TNC) and the National Parks and Conservation Foundation (NPCF) also have 
experience linked to attracting international investment for conservation.  
 

9. PF2050 Ltd, a Crown-owned company, is responsible for facilitating co-investment in 
large landscape predator control and breakthrough science projects. 
 

10. Other considerations linked to third party investment include maintaining alignment 
with conservation priorities, meeting Treaty partner expectations and securing 
conservation gains when funding ceases.  
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Background and context – Te Horopaki 
11. DOC is seeking an all-of-New Zealand approach to restoring and protecting our 

native flora and fauna, much of which is in serious decline. We are actively 
supporting landscape-scale restoration opportunities across New Zealand, using an 
operating model that brings together multiple partners to deliver conservation 
outcomes at scale.  
 

12. PF2050 is proving to be a strong call-to-action for national and international partners.  
 

13. Examples of landscape scale initiatives involving national and international 
partnerships include: 
 
a. Abel Tasman (Project Janszoon): In 2012 New Zealand couple Neal and 

Annette Plowman committed many millions to reversing ecological decline in the 
Abel Tasman National Park. The project now involves DOC, NEXT Foundation, 
Abel Tasman Birdsong Trust, iwi (Ngāti Tama, Ngāti Rārua and Te Ātiawa iwi), 
local community, scientists, tourism operators and volunteers. 
 

b. Taranaki Mounga: A collaboration between the NEXT Foundation, DOC, eight 
Taranaki iwi and the Taranaki community.  It is also supported by founding 
sponsors Shell New Zealand, Jasmine Social Investments, TSB Community Trust 
and Landcare Research. The project is having a significant impact not only on 
Taranaki and its wildlife, but also for regional tourism, environmental education 
and the local economy.  
 

c. Te Manahuna Aoraki - a large-scale conservation project focused on restoring 
the iconic natural landscapes and threatened species of the upper Mackenzie 
Basin and Aoraki National Park.  DOC and a consortium of NZ and international 
investors led by the NEXT Foundation have committed a $4.5 million to extend 
protection for threatened species and to test predator and pest control techniques 
which will be required to take the project to scale. The final phase of this 20-year 
project is 300,000ha of pest control and restoration requiring $50-60M.  

 
14. Some key points about PF2050:  

Predator Free 2050 represents an opportunity to restore much of New Zealand’s 
wildlife in decline  

15. Predator Free 2050 aims to eradicate mustelids (stoats, ferrets and weasels), rats 
(Norway, ship and kiore) and possums from all of New Zealand by 2050. These 
species were chosen because they inflict the worst damage on New Zealand’s 
wildlife of all the introduced predators. This means that by 2050, New Zealand could 
see native bird and other wildlife numbers at similar levels to a century ago. 
 

16. A strategic framework will guide work towards a predator free New Zealand. A draft 
Predator Free 2050 Strategy “Towards a Predator Free New Zealand” will be 
considered by Cabinet in October.   

A Crown owned company has been established to facilitate co-investment 
domestically 

17. Within New Zealand, a Crown-owned company (PF2050 Ltd) is responsible for 
facilitating co-investment in large landscape predator control and breakthrough 
science projects.  The company has initiated seven large landscape projects, 
committing $25.4 million of government funding over the next seven years and 
leveraging co-funding at a rate of 3.06:1 
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18. The company is also contributing 1 million per annum into breakthrough science 
projects.  

We have the ability to make a broader difference beyond New Zealand 
19. Investment in New Zealand’s attempt to become predator free has the potential to 

make a difference beyond our shores.  These benefits are not limited to biodiversity – 
there are benefits to agriculture, biosecurity, climate resilience and public health that 
have global implications. 
 

20. Managing invasive species in the Pacific is in keeping with the government’s Pacific 
Reset.  New Zealand is supporting Pacific island countries and territories to better 
understand and reduce the impacts of invasive species.   
 

21. DOC, along with Manaaki Whenua – Landcare Research New Zealand Ltd and 
Victoria University of Wellington’s Pacific Biosecurity is partnering with the new 
“Pacific Regional Invasive Species Management Support Service” (“PRISMSS”) to 
share expertise in invasive species management with the Pacific. 

Other considerations when seeking investment in conservation include: 
22. Ensuring that conservation priorities drive the work.  

 
23. Addressing ongoing sustainability of the work, when external investment ceases. 

 
24. Ensuring the aspirations and expectations of our Treaty Partners are realised. 

 
25. Determining how to position large scale conservation opportunities to investors.  

 
--------------------------------------------------------------- 

 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 





 

 




