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SURVEY OVERVIEW  

 
  
Auckland Business Chamber is delighted to present the New Kiwis Employer Survey results for 2019.   
  

This report details the feedback of New Zealand employers around issues and opportunities in 
employing migrants in their workplaces. The annual New Kiwis Employer Survey is designed to elicit  
‘real life’ feedback reflecting their experiences when recruiting and employing migrants both on and 
offshore.   
  

Participants surveyed were employers who had used the www.newkiwis.co.nz website, members of 
the Auckland and National Regional Chambers of Commerce and businesses who had responded to 
the marketing relating to the Employer Survey 2019. The survey took place between the 18th 
February and 20th March 2019. Seven hundred and fifty (750) employers responded to the survey 
overall which is a positive response rate, and gives a confidence interval of +/- 4.26%.  
  

This is the fifth year the Auckland Business Chamber has conducted this national survey on behalf of 
the Ministry of Business, Innovation and Employment and results are compared on previous years.    
  

  

The survey is divided into 5 main sections:  

• Background  

• Recruitment methods  

• Barriers faced when employing migrants  

• Barriers faced by migrants  

• Retention of migrants  

  
   

  

  

  

http://www.newkiwis.co.nz/
http://www.newkiwis.co.nz/
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KEY FINDINGS  

 
  

  

The 2019 New Kiwis Employer Survey reveals that……  
  

New Zealand companies are experiencing skills shortages with 53% of employers reporting 

difficulty filling roles, up from last year’s 49%.  
  

When analysed by industry those skills shortages look like:  
• 63% Hospitality/ Travel and Tourism  

• 63% Building and Trades 

• 58% Engineering/Architecture and Drafting 

• 58% Transportation and Logistics 

• 51% Manufacturing and Operations 

• 50% Healthcare 

  

The proportion of companies looking to employ new staff in the next six months increased slightly from 

45% to 46%. 
  

There was an increase in companies identifying themselves as having a culturally diverse workforce, 

from 72% to 76% in a year.  
  

Less than a quarter of New Zealand employers 21% reported they had no migrant staff. This is a 

significant decrease on the previous year’s result of 24%.  
  

Employer/staff attitudes toward employing migrants has shifted positively from 49% to 51% in a year.  
  

There is a changing attitude from employers around the importance of New Zealand work experience.  

The number of employers who deem NZ work history as, not important or somewhat important, is 

steadily increasing from 52% to 61% over two years.    

  

Employers are using a mixture of recruitment methods with Word of Mouth, Direct Approaches from 

candidates and Internet Job Boards still the preferred options.  Social Media platforms such as 

Facebook and LinkedIn are steady.  
  

Employers’ experiences of Immigration procedures and policies is still largely negative.  
• Difficulties experienced by companies – Immigration process 41% -> 42%  
• Issues/delays with work visa processing 65% -> 78% 

 

What would make it easier to employ a migrant?  
• Faster/easier visa processing 32% -> 41%  
• Access to immigration relationship manager 28% -> 30%  
• Clearer understanding of Visa Types 23% -> 22%  

Employers are asked what difficulties migrants have in jobs and while English Communication remains 

the highest ranked issue at 48%, a new category– visa immigration issues, was the second at 37%.  

We asked employers why their migrant employees left jobs they were recruited for; 24% of employers 

reported the most common reason was visa expiration.  
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EXECUTIVE SUMMARY  

 
  

  

The 2019 New Kiwi Employer’s Survey delivers two clear messages about New Zealand workplaces.   

 

The first is that skills shortages are severe with employers reporting in record numbers the difficulties 

they are experiencing in hiring staff.  Today over half of businesses (53%) cannot find the right people 

with the right skills to fill their vacancies.   Seven years ago in 2012, when asked the same question, 

30% of business responded with skills shortages. 

 

On the positive side, diversity is alive and well in New Zealand workplaces.  Employers are reporting in 

record numbers diversity by ethnicity and gender.  In the attitudinal results and Employer comments we 

see high levels of tolerance and acceptance.   English language competency still rates as the most 

important cross cultural issue. The survey continues to demonstrate that migrants need to understand 

NZ culture as quickly as possible and really develop their interpersonal/communication skills to gain 

confidence with employers. 

 

Auckland employers made up a much larger percentage of respondents compared to previous years, 

however at 58% it is probably a good representation of migrant settlement and employment by region. 

Most major New Zealand industries are reporting high levels of skills shortages, no more so than 

Building & Trades and Hospitality at 63%.   

 

Some employers are making a connection between skills shortages and changes to Immigration policy 

which is reflected in the statistics and the employer comments.  Interestingly, businesses appear better 

informed about visa applications but described long delays and ambiguity in decision making. 

 

There are also new themes emerging that challenge successful settlement outcomes such as housing 

costs being a disincentive to potential new migrants, plus transport and health & safety concerns. 

 

Employers are using multiple methods to try to attract and recruit new staff including word of mouth, 

direct approaches, internet job boards and, increasingly, social media.  As a national survey that 

reaches a wide variety of organisations through multiple database sources, the awareness of New 

Kiwis is low and an area for continued work to increase the site’s brand awareness. 
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SECTION 1: BACKGROUND    

  
 Question 1: Related to the main business activity of the organisations responding  

 

 

There was good representation across a wide range of industry groups in this year’s survey, with 

noticeably higher proportions coming from Hospitality/Travel and Tourism, and Building and Trades 

activities. 

   

  

Business Activity  2017  2018  2019  

Hospitality / Travel & Tourism 6% 7% 13% 

Manufacturing / Operations 11% 12% 12% 

Building and Trades 8% 8% 10% 

Wholesaler / Distribution / Importing 4% 4% 7% 

Accounting / Finance / Banking / Fund 
Management 

9% 5% 6% 

Retail 6% 5% 5% 

Healthcare 4% 4% 5% 

Engineering / Architecture / Draughting 5% 5% 4% 

Technology / ICT 5% 5% 4% 

Transportation / Logistics / Storage 3% 3% 4% 

Property & Business Services 5% 3% 4% 

Education / Training 5% 3% 3% 

Human Resources / Recruitment 3% 3% 3% 

Other 18% 16% 19% 

 

  

Industries featured under ‘Other’ included: Advertising / PR, Agriculture / Forestry services, Arts &  

Entertainment, Beauty & Fashion, Bio-Pharmaceutical, Clerical / Administrative, Digital Printing and 

Publishing, Government sector, Horticulture, Insurance, Internet / New Media, Legal, Marketing, 

Protective Services, and Sales.  
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 Question 2a: In which region is our head office or main office located?  

 

  

This gauges the geographic locations of employers and to help identify trends in recruiting migrants in 

specific areas.  The proportion of responses form the Auckland region increased to well over 50% of 

the total in this year’s survey.  Responses from South Island based employers decreased from 30% in 

the 2018 survey back to 21%, a similar proportion to that in 2017.  

 

  

Region  2017  2018  2019 

Auckland 30% 41% 58% 

Waikato / Waitomo 9% 7% 9% 

Southland 10% 9% 8% 

Christchurch/Canterbury area 2% 6% 6% 

Bay of Plenty 21% 5% 4% 

Wellington 5% 2% 4% 

Northland 5% 3% 4% 

Queenstown / Southern Lakes District 2% 6% 2% 

Nelson 6% 4% 2% 

Manawatu / Horowhenua / Rangitikei / 
Tararua 

0.4% 2% 2% 

Marlborough 0.1% 2% 1% 

Hawkes Bay 5% 4% 1% 

Rotorua 1% <1% 1% 

Dunedin area 0.4% 3% <1% 

East Cape 1% 2% <1% 

Lake Taupo / Tongariro 2% <1% <1% 

Taranaki / Whanganui 0.3% <1% <1% 

Wairarapa 2% <1% <1% 

Coromandel 0.2% <1% <1% 

West Coast – South Island 0.3% <1% <1% 
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Question 2b: Related to the size of the organisations responding  

 

Size of businesses  

  

Small, medium and large businesses were represented in the survey at similar rates to previous 

surveys:  

  

Number of employees 2017 2018 2019 

1 to 5 27% 24% 25% 

6 to 9 15% 14% 14% 

10 to 24 22% 24% 23% 

25 to 49 11% 11% 12% 

50 or more 24% 26% 26% 

 

 
Question 3: Related to diversity. Would you say you have a diverse workforce?  

 

The number of workplaces reporting levels of cultural and gender diversity was significantly up on that 

reported in last year’s survey. This is a continued increase in businesses reporting cultural diversity in 

their workforce.  

  

  2018   2019 

 Yes   No Yes  No 

Age 85%   15% 84%  16% 

Culturally 72%   28% 76%  24% 

Male/Female 68%   32% 73%  27% 

  

Feedback from employer respondents:   

  

“We have lots of interns from countries all over Europe.  Our permanent staff of 5 are made up of 

Dutch, Indian, British and Kiwi”. 

  

“I have been making a conscious effort to employ more women and millennials and am making 

progress. I think we are better off with a more diverse workforce   It is driven by positions available and 

qualified staff to fill vacancies”.  

  

“We have a mix of local and international staff (various nationalities) and gender and age diversity. We 

believe team diversity is a strength and is important to our business success”.  

 

“Approximately 10 different nationalities”. 
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Question 4: Does your organisation have part-time roles?   

   (Defined as less than 30 hours per week)  

 

The percentage of organisations offering part-time employment remained the same in this year’s 

survey results. While no significant change, this still shows a majority of employers being prudent in 

managing their workforce and operating costs by continuing to use part-time roles to:  

  

• reduce employment expenditures  

• attract or retain employees who may not be able to or may not want to work a full-time role  

• increase employee effectiveness  

• provide work coverage during recurring workload peaks and troughs  

  

 2017 2018 2019 

Yes 75% 70% 70% 

No 25% 30% 30% 

 

 

 
Question 5: If yes, how many part time staff do you have?   

  (What percentage of your workforce is made up from part-time staff?)  

 

  

  Up to 10%  Up to 20%  
Up to 
30%  

Up to 40%  
Up to 
50%  

50% +  

Part-time  44% 18% 12% 6% 8% 12% 

 

 

 
Question 6: What percentage of your employees are migrants?   

  (Migrant: a person who was not born here and has come to NZ in order to settle)  

 

The number of Kiwi employers that reported they had no migrant workers dropped from 24% of the 

response total to 21%. This continues an increasing trend in the proportion of businesses reporting 

employment of migrant workers. 92% of employers reported that they were aware that eligible migrants 

may obtain a work or residence visa if made a suitable offer of employment 

  

% of employees are 
migrants 

2017 2018 2019 

0 – 20% 34% 32% 33% 

21 – 40% 18% 20% 18% 

41 – 60% 9% 12% 14% 

61 – 80% 5% 6% 8% 

81 – 100% 3% 6% 7% 

None 31% 24% 21% 



 

Page 8 of 34  

  

 
Question 7: How would you generally rate the migrants you currently employ?  

 

 

89% of employers rated the migrants they are currently employing as ‘very good’ or as ‘excellent’ which 

is similar to previous years’ findings.   

  

  2017 2018 2019 

Excellent 41% 38% 39% 

Very Good 46% 50% 50% 

Average 10% 9% 9% 

Below average 1% 2% <1% 

Poor 0% <1% 0% 

  

 

 
Question 8: Has employing migrants changed your attitude (or that of your staff) towards 

migrants?  

 

  

Employer / staff attitudes have continued to show a positive attitude towards migrants over the last 

three years; the level of negativity towards employing migrants amongst employer respondents 

remained low.  

  

Response 2017 2018 2019 

Yes, Positively 39% 49% 51% 

Yes, Negatively 2% 3% 1% 

No, no change 59% 48% 48% 

  

 

Comments from employer respondents:  

  

“Generally all our immigrant workers work hard & are reliable. In many cases much more than Kiwis”. 

  

We are in the caring industry so most staff are compassionate and kind people, staff hold residents 

needs to a high standard, migrants are expected to meet that standard also and adapting is a big 

learning curve”.  

 

“I've always had a positive attitude. Bringing new cultures into my business has had multiple positive 

benefits for many reasons”. 

 

“Each Migrant has bought something different to our business we really enjoy having them they work 

hard to fit into the team and become special members”. 
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SECTION 2: RECRUITMENT METHODS  

 

 
Question 9: What are the top five key attributes you look for when interviewing any candidate?  

(Please rank attitude by their importance)  

 

  

‘Interpersonal skills’, ‘Self-motivated/self-starter’, ‘Verbal communication’, ‘Adaptable, flexible attitude’,  
‘Team player’, ‘Willingness to learn”, “Energy and enthusiasm’, and ‘Problem solving skills’ were identified 
as the most important attributes by employers from the list of 10. “Interpersonal skills” ranked highest, as 

in last year’s survey and shows employer’s needs for excellent communication skills within the workplace. 
Problem solving skills ranked higher in this year’s survey, possibly reflecting a change in workplace skill 
sets being required by employers.  

  

The results confirm that employers are still looking for people with ‘soft’ skills to get along with the rest 

of the team and be able to contribute to the growth of their business quickly and effectively.   

  

Some of the comments provided by employers in the ‘Other’ category added evidence that a significant 
number of employers are seeking migrants who understand and can fit into the existing company culture 

easily.  

  

 
Highest employer 

choice  
2nd highest 

employer choice  
3rd highest 

employer choice  
4th highest 

employer choice  

Ranked 1st  

  
Interpersonal skills  

  

Self-motivated/self-
starter 

Verbal 
communication 

Adaptable, flexible 
attitude 

Ranked 2nd  
Adaptable, flexible 

attitude 
Self-motivated/self-

starter  
Team Player  Willingness to learn 

Ranked 3rd  
Adaptable, flexible 

attitude 
Willingness to learn Team Player 

Energy and 
enthusiasm 

Ranked 4th  Team Player Willingness to learn 
Energy and 
enthusiasm 

Problem solving 
skills 

Ranked 5th  
Problem solving 

skills 
Team player 

 
Interpersonal skills  

 

Energy and 
enthusiasm 

  

  

Feedback from employer respondents   

  

“Similar set of values and work ethic as the rest of the employees to retain our relaxed, and fun culture. 

Sometimes people with backgrounds too different just don't work and can make the whole culture of 

the organisation unhealthy and the longstanding workers can feel like it is not the same as it used to be 

and leave, which is not what we want - we focus on staff retention and keeping our organisational 

culture as it is now”.  

 

“Experience related to the position”. 

  

“Honesty and integrity”.   
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Question 10: As part of your employment decision, how important is previous NZ work 

experience?  

 

    

This year’s report shows a slight increase in the percentage of employers who consider NZ work 

experience as being very important dropping from 21% of responses to 16%, and those who do not 

think New Zealand work experience as being important increasing from 21% to 25% of responses.  

  

  

 2017 2018 2019 

Not important 19% 21% 25% 

Somewhat important 33% 37% 36% 

Important 27% 21% 23% 

Very important 21% 21% 16% 

  

 

 
 

 

 

 

 

 

 

  

0%

5%

10%

15%

20%

25%

30%

35%

40%

Not important Somewhat important Important Very important

Importance of previous NZ work experience as part of employment 
decision

2017 2018 2019
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Question 11: Would you employ a migrant if they had less than 12 months on their work visa? 

(Work to Residence visa has an initial nine month period for applicants to seek employment)  

 

 

The percentage of employers indicating they would consider hiring someone with less than 12 months 

remaining on their work visa has steadily increased over the last three survey periods.   

  

  

Response  2017  2018  2019 

Yes 38% 40% 44% 

No 35% 38% 37% 

Don’t know / Not applicable 27% 22% 19% 

  

  

 
Question 12: What are the top five methods you have used to recruit?  

 

  

The question asked respondents about recruitment methods and frequency.   

  

Advertising and recruitment trends   

  

Internet job boards and company websites are the most common method ‘always used’, followed by  

‘word of mouth’, ‘social media’ and ‘networking’.  

‘Direct contact’ is still an effective approach for job seekers to consider with 11% of employers 

reporting they ‘always’ use this approach. A further 30% indicated recruiting this way ‘regularly’ and 

significantly 49% also confirmed they ‘sometimes’ use this method.  

These figures are interesting as often migrants do not use the traditional cold-calling method and here 

the survey findings reflect that it is an accepted and practiced method of gaining employment. This 

method is really encouraged within our New Kiwis Career Success training.  
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Question 12: What are the top five methods you have used to recruit? (Continued) 

 

  

  

    
Always 
used  

Regularly 
used  

Sometimes 
used  

Never used  

Internet Job 
Boards 

Seek/Trade Me etc. 40% 30% 15% 14% 

Word of mouth e.g. friend, referral 26% 37% 29% 8% 

Own website 
Company advertises own 
vacancies 

24% 16% 16% 44% 

Direct contact 
Applicant contacted 
employer directly (letter, 
phone, email, other) 

13% 30% 45% 12% 

Social media All forms 17% 23% 23% 37% 

Recruitment 
agency 

Specialist and general 9% 21% 29% 41% 

Work and Income 
job service 

Government employment 
support services 

4% 10% 25% 61% 

Print advertising 
Newspaper, local paper 
etc. 

4% 8% 29% 59% 

Student Job 
Search 

Assisting students into 
holiday work 

3% 11% 29% 57% 

New Kiwis website 
www.newkiwis.co.nz to 
advertise your vacancy or 
download CVs 

1% 2% 10% 87% 

Immigration NZ Skill Finder Tool 1% 3% 10% 86% 

Migrant publications  1% 2% 5% 92% 

  

  

   

(NB: Multiple response options, therefore total exceeds 100%)  
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Question 12: What are the top five methods you have used to recruit? (Continued) 

 

 

 
  

 

Internet Job Boards usage remains the most popular first-choice method for gaining employment. The 

use of companies’ websites confirms that many employers are receptive to candidates taking the 

initiative and approaching them directly as an ‘employer of choice’.   

  

Social media continues to be increasingly used as a recruitment tool by employers. Digitally savvy 

candidates will benefit from marketing themselves and their skills to employers and recruitment 

organisations through their social media profile and by joining and contributing to groups. Job seekers 

need to keep their profile up to date and ensure that they have endorsements and are ‘out there’ 

contributing to conversations. 

  

 

Method of Recruitment – Always used  2017 2018  2019 

Internet Job Boards - Seek/Trade Me etc.  36% 40% 40% 

Through a friend/ Word of Mouth  23% 26% 26% 

Own website  26% 24% 24% 

Applicant contacted directly (letter, phone, email, other)  11% 16% 13% 

Social media (LinkedIn, Facebook, …)  12% 13% 17% 

Recruitment agency  7% 8% 9% 

  

0%
10%
20%
30%
40%
50%
60%
70%
80%
90%

100%

Preferred recruitment methods

Always used Regularly used Sometimes used
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Question 12: What are the top five methods you have used to recruit? (Continued)  

 

Skills shortages continue to pose major challenges for many employers who have increased the use of 

multiple recruitment methods to attract the right people with the right skills. Recruiters are using a range 

of methods of recruitment depending on the type of role they are looking to fill. Job boards, career fairs, 

referrals, social media and recruitment agencies all play a part in the competition for talent in addition to 

more traditional options.  

  

 
  

  

New Kiwis is a no-cost recruitment service. If you are not using New Kiwis, why not? How can we 

improve the service?  

  

13% of respondents reported using the New Kiwis website.    

  

Other reasons behind not using the service included:   

  

“I have always used Student Job Search and have never needed to go further. I would use that website if 

required”.  

 

“Was not aware of it.”  

  

“I have not heard about New Kiwis. Do some more promotions for it”. 

  

“Have looked at it, but seems to be mostly professional people, not process workers”. 

 

“Being a small town, very difficult to get new people here.  Local knowledge/people for this business 

works well”. 

 

“Publicise more - don’t know about it”. 

 

 

 

 

 

0%

10%

20%

30%

40%

50%

60%

70%

2017 2018 2019

Growth in the use of social media as a recruitment method

Always used Regularly used Sometimes used
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OFFSHORE CANDIDATES  

 

 
Questions 13: Do you ever consider offshore candidates (i.e. not currently living in New Zealand). 

If yes...  

 

When we asked employers if they ever consider recruiting offshore applicants (people not currently living 

in NZ), 54% said that they would (a 2% increase on last year’s survey), while 39% said they would not 

and 7% of respondents indicated that they never consider offshore candidates.   

  

Response  2017  2018  2019  

Yes 48% 52% 54% 

No 43% 42% 39% 

Never recruit 9% 6% 7% 

  

  

 
 

 

Of the 54% who answered ‘Yes’ they do consider offshore candidates, we were interested to know as 

part of their normal recruitment, how frequently they considered offshore candidates.  

  

The proportion of employers reporting that they ‘Seldom’ consider candidates from offshore has slightly 

increased. Employers now appear to be more open to off-shore recruitment opportunities across New 

Zealand.    

  

Frequency  2017  2018  2019  

Seldom 27% 27% 29% 

Occasionally 51% 47% 43% 

Regularly 17% 21% 22% 

Always 4% 4% 3% 

Seasonally only 1% 1% 3% 

  

Yes 
54%

No 
39%

Never recruit 
7%

Response to considering off-shore recruitment
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 Question 14: Have you (or would you) offer employment to a candidate you have interviewed but 

not yet met in person?  

 

 A growing percentage of employers reported that they would extend an offer to an offshore candidate 

that they had not physically met, however the majority still prefer to meet the candidate in person before 

offering a job.   

   

Response 2017 2018 2019 

Yes 44% 47% 49% 

No 56% 53% 51% 

  

 

 
 

 

 Feedback from employer respondents:   

  

“It’s hard to gauge a person’s character without meeting. I have done once before and it turned out to be 

an issue. Learnt from this”. 

  

In hospitality presentation, confidence etc. are vital & can't be gauged without seeing the person. 

 

Would prefer to meet someone in person unless they were to come recommended by someone i trusted 

 

“No I would not make an offer of employment to a person I have not yet met, because it’s important to 

have a team fit with trust. The construction of Tower Cranes cannot be judge from words on a piece of 

paper, person in contact will demonstrate team fit, loyalty and trust of other staff members lives. It is 

mostly on Health and Safety illuminating as much risk to staff and the public”.  

 

“I want to meet people first before I make an investment in whether they are the right fit”. 

 

 

Yes 
49%

No 
51%

Have you (or would you) offer employment to a 
candidate you have interviewed but not yet met in 

person? 
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Question 15: Is your organisation currently having any difficulty filling any role/s?   

    If yes, what roles ….  

 

We asked respondents if they were experiencing any difficulty filling roles and over half the respondents 

in this year’s survey confirmed that they were.   

  

Frequency 2017 2018 2019 

Yes 36% 49% 53% 

No 64% 50% 47% 

  

Top six skills shortage areas were:  

  

Hospitality/Travel and Tourism  
  
(63% of respondents reported 
difficulty filling job roles)  

Chefs (21% of respondents), Bakers, Barista, Drivers, 
Front of house staff, Housekeepers, Kitchen hands, Hotel 
management, Middle and senior management, All 
restaurant roles  

Building and Trades  
  
(63% of respondents reported 
difficulty filling job roles)  

Auto Electrician, Builders/Carpenters, Crane Operator, 
Diesel Mechanics/Technicians, Drafts-Persons, 
Electricians, Estimators, Fitter/Turners, Gib 
Fixers/Plasterers, Mechanics, Painters, Plumbers/ 
Gasfitters/Drain layers, Roofers, Scaffolders, Technicians,   

Engineering/Architecture/Drafting  
  
(58% of respondents reported 
difficulty filling job roles)  

Architectural Drafts-persons and Designers, CAD/CAM, 
Civil Engineers, Estimators, Planning Engineers, Structural 
Engineers, Surveyors,   

Transportation/Logistics/Storage  
  
(58% of respondents reported 
difficulty filling job roles)  

Bus drivers, Commercial vehicle mechanics, Diesel  
Mechanics, Drivers (all classes), Managers 

Manufacturing / Operations  
  
(51% of respondents reported 
difficulty filling job roles)  

Assemblers, Drivers, Engineers, Fabricators, Fitters, 
Labourers, Machine operators, Managers, Printers/Printing 
Engineers, Process workers, Store-persons, Technicians, 
Textile coating / machinists / weavers, Tradesmen, 
Warehouse staff//management, Welders 

Healthcare  
  
(50% of respondents reported 
difficulty filling job roles)  

Audiologists, Caregivers, Dentists, Healthcare assistants, 
Physiotherapists, Podiatrists, Registered Nurses, Palliative 
Nurses/Medical Specialists  

  

Other areas reporting skill shortages included Legal, Technology/ICT, Retail, Wholesaling and 

distribution, and Education and training.
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SECTION 3: BARRIERS FACED WHEN EMPLOYING MIGRANTS  

 

 
Question 16:  When recruiting migrants, what difficulties, if any, have you experienced?   

 

  

Communication in English is still a key barrier for employers when considering migrant staff and the 

most likely area to cause difficulties in the recruitment process.  As with 2018, Immigration processes 

are the second area of challenge to New Zealand employers when considering recruiting new migrant 

staff.   There is a small decrease in response to qualifications and understanding the equivalence of 

foreign qualifications on the NZ qualifications framework.  

  

Difficulty  2017  2018  2019  

Communication:   
Limited or lack of English communication (written 
and/or verbal) skills; difficulties being understood 
and/or understanding instructions.  

49%  52%  53% 

Immigration process:   
Issues/delays with work permit processing; difficulties 
understanding the visa types and their parameters 
and/or insufficient time left on work permit.  

27%  41%  42% 

Qualifications:   
Difficulties in assessing / validating / checking 
qualifications; difficulties assessing how qualifications 
translate to NZ equivalent training/skill level; 
overstating skills; overqualified for the role.  

23%  26%  24% 

Cultural:  
Difficulties adjusting to NZ workplace norms; different 
expectations of management/colleagues; reluctance to 
take initiative; different communication styles.  

22%  23%  23% 

Lack of skilled candidates:  
Difficulties adjusting to NZ workplace norms; different 
expectations of management/colleagues; reluctance to 
take initiative; different communication styles.  

  17% 

Other:   
Registration bodies, wider issues relating to settling of 
the family; lack of support/homesickness.  

10%  11%  10%  

  

(NB: Multiple response options, therefore total exceeds 100%)  

 

 

 

 



 

Page 19 of 34  

  

Question 16:  When recruiting migrants, what difficulties, if any, have you experienced?   

 (Continued) 

 

   

Feedback from employer respondents:  

  

“Roles we find difficult to fill are not classified by Immigration as preferred occupations or the skills 

shortage category”. 

  

“We employ Medical Doctors and Medical Specialists from overseas.  The fact that they cannot buy a 

house when they move here with their families has greatly reduced the attractiveness of moving to 

New Zealand, especially regional areas like Southland.  This will have impacts on our ability to provide 

such specialist expertise”. 

  

“By no skilled candidates, we mean no potential to upskill, as our industry is limited and specialised 

and thus unlikely many would have the necessary skills off the shelf. We train 'on the job' but the 

candidate has to have some aptitude to start with, and willingness to take on what can be a messy and 

monotonous role”. 

 

“Difficulty assessing practical skills for Fitter Welders. Onshore we do a welding test. Offshore 

recruitment requires greater flexibility in how we assess these same skills”. 

 

“You may have a perfect person who happens to be an immigrant but you have to go through work and 

income, see what they have to prove you have advertised, interviewed, you cannot train someone. It is 

just very lengthy and time wasting”.  

 

“Cannot use their qualifications from their own country”. 

 

“Transport and Housing are major difficulties - It's very hard for migrants to find suitable places to live 

that are affordable. If they don't drive or haven't had their license transferred yet, the Public Transport 

in our City is not very robust and stops running at about 7pm. (we are a late night operation)      

Qualifications - The only issue we have with this is that lots of qualifications from overseas don't 

transfer properly to New Zealand, so the individual has to do less skilled work while they retrain in 

something they are already certified in”. 

 

 “Brewing is not listed as a skills shortage even though we do not have enough in New Zealand.  The 

brewing industry has rapidly grown and New Zealand simply does not have enough skills within the 

brewer role.  Migrants with brewing experience should be given more points towards their visa”.    
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Question 16a: Immigration process difficulty (If you answered ‘Immigration process’ above, 

please give more details)  
 

  

This question sought to elicit feedback on the difficulties an employer experienced with the ‘Immigration 

Process’.   

  

Responses are showing a marked increased to previous year’s surveys, with issues / delays with work 

visa processing remaining the most commonly experienced problem. There continues to be a growing 

proportion identifying issues with insufficient time left on work visas, and maybe further analysis is 

needed to identify the specific issues here.  

  

  

Difficulty  2017  2018  2019  

Issues / delays with work visa processing  66%  65%  78% 

Insufficient time left on work visa/s  32%  38%  34% 

Difficulties understanding visa types and their 
parameters  37%  38%  33% 

Other  25%  29%  31% 

  

(NB: Multiple response options, therefore total exceeds 100%)  
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Question 16a: Immigration process difficulty – feedback (continued)  

 

  

Feedback from employer respondents – difficulties   

  

“Because hospo staff interact with customers & staff a lot, they must have reasonable English. The 

Visa process is so hard & so unsettling because you never know until the last minute if the person can 

actually stay & work. We have to plan ahead in our businesses & it's hard”. 

  

“If we employ someone with a work visa, to keep them past their allocated time, we have to advertise 

for a NZ candidate, taking up a lot of time interviewing etc. to justify keeping them. This has a cost of 

money for the ads and time interviewing people, whereas just to renew the work visa if we want to keep 

them should be a rubber stamp.   If we had the choice I guess we would employ a NZ resident with 

PR”. 

  

Sometimes, as an employer we have to cover for their living requirements when they arrive into NZ 

after their work visa is approved. 

 

“Registration bodies. We wanted to employ an electrician from the UK but his EWRB registration was 

going to take up to SIX MONTHS!! That would have meant he only had 6 months left on his working 

holiday visa. And they put the cost of application up from $300 to $1600 overnight. They are totally 

restrictive and prohibitive and in my mind causing a lot of the problems with recruiting skilled staff from 

overseas”. 
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Question 17:  Referred to Immigration New Zealand’s Employer Toolkit which is a resource that 

has been produced to provide information to employers about helping migrant 

staff settle well into the workplace  

 

Thirty-three percent (33%) of respondents, a similar proportion to last year’s survey response of 36%, 

requested the Immigration New Zealand Employer toolkit.  

 

We have responded to those companies with a link to the Immigration New Zealand Employer Toolkit.  

The survey remains a strong vehicle through which to inform and link employers to this resource.  

 

 
Question 18: What would make it easier for you to employ a migrant?  

 

Results continue to reflect a strong preference for recruiting migrants who have an appropriate level of 

English communications skills (51%) and are already here in New Zealand (51%).   

  

Many employers (30%) continue to indicate a preference for being able to access an Immigration  

Relationship Manager with whom they can liaise directly to expedite work visa application approvals. 

This is important to employers because of the pressure to fill vacancies quickly to avoid loss of 

business productivity. 

  

Rank  Response  2017  2018  2019  

1  Appropriate level of English communication skills  51%  52%  51% 

2  Already here in NZ  49%  51%  51% 

3  Faster/easier work visa processing  22%  32%  41% 

4  
Employer access to an Immigration relationship 
manager  17%  28%  30% 

5  Has relevant skills gained in NZ  26%  25%  25% 

6  Understanding NZ workplace norms  24%  27%  24% 

7  Ability to verify qualifications  25%  24%  24% 

8  
Clearer understanding of the visa types and their 
parameters  17%  23%  22% 
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Question 18: What would make it easier for you to employ a migrant? (Continued)  

 

   

 
  

  

Feedback from employer respondents:   

  

“Our staff mostly start as casuals, if they happen to fit all the gaps we’re after, and once we get the 

work for it, we look at a move to permanent.  This can be a challenge I think for people in visa.  We 

would love more cultural and gender diversity!! And we’re a small agile company, endeavouring to 

grow and grow our people with us”. 

  

“Speaking fluent English is a MUST as communication is a key ingredient to establishing good 

workplace relationships and it also reduces any communication frustrations and unhappy staff due to  

that”.  
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Question 19: If you have employed migrants in the past, what were the most important reasons 

your business chose to employ a migrant(s)?   

  (Where you have not employed migrants in the past, answer with what you believe would 

be your top consideration)  

 

  

The response clearly indicated that employers wanted people who had the right skills for the job, 

irrespective of whether the candidate was a migrant or not. This is particularly reflective of the current 

environment where there continues to be a shortage of skilled workers.   

  

Having the right attitude, good command of the English language, being reliable and hardworking 

coupled with being here in NZ ready to start work, are all key considerations for employers during the 

recruitment process.  

  

Rank  2017  2018  2019  

1 
Have the skills I require and 

no New Zealander was 
available 

Have the skills I require and 
no New Zealander was 

available 

Have the skills I require and 
no 'New Zealander' is 

available 

2 Had the right attitude Had the right attitude Have the right attitude 

3 
Had good English language 

ability 

Have training and 
experience from overseas 

that would add value 
Have a valid work visa 

4 
Have training and experience 

from overseas that would 
add value 

Had good English language 
ability 

Are reliable and hardworking 

5 Have a valid work visa Have a valid work visa 
Have training and experience 
from overseas that would add 

value 

  

  

Feedback from employer respondents:  

Primary concern is finding the right person for the job - right attitude, right skills. It doesn't matter to me 

where they are from (i.e. NZ or overseas). 

  

We employ highly paid, highly trained and experienced medical professionals.  We could not fill these 

roles from within New Zealand, especially given we are based in the regions.  Also the migrant 

employees bring great knowledge and experience in their field and greatly add to the capability of the 

medical profession in New Zealand. 

 

“Often the only people applying for a job.  Very few kiwis apply”. 

 

“Have the right skills and a visa, doesn't really matter where they are from”.   
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SECTION 4: BARRIERS FACED BY MIGRANTS  

 

 
Question 20: What difficulties, if any, have migrants faced in doing their job?   

 

  

Communication in English remains the foremost difficulty migrants’ face in the workplace. Much of the 

challenge is around understanding Kiwi English - slang and colloquial language. However, with 

increasingly diverse workforces, new migrants transition well and are better prepared for the New 

Zealand workplace culture when they have strong English communication skills.  

  

These figures indicate a real need to continue with training around communication and understanding 

nonverbal communication within the workplace.  

   

Difficulties  2017 2018 2019 

English communication problems  45% 47% 48% 

Visa / Immigration issues   32% 37% 

Difficulties interacting with 
customers/clients  

29% 27% 26% 

Unprepared for the New Zealand 
workplace culture  

21% 22% 22% 

Lack of New Zealand work experience  22% 21% 20% 

Wider settlement issues e.g. family related 
problems - partner/children  

18% 21% 19% 

Workplace miscommunication/conflict  13% 15% 14% 

Previous training not relevant to New 
Zealand work  

15% 14% 13% 

Job performance issues  10% 12% 10% 

No problems identified  30% 26% 23% 

  

(NB: Multiple response options, therefore totals exceeds 100%)  

  

Feedback from employer respondents: 

  

“None - They adapt quickly”.  

 

“Lack of general knowledge around the kiwi lifestyle and knowledge about NZ”. 

 

“Harassment from some New Zealanders”.  

  

“Racism from NZ staff prefer to talk in another language in lunch room which upsets others and slows 

their ability to fit in”.    
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Question 21: What difficulties, if any, did they face fitting in to the workplace culture?  

 

  

This question identifies the difficulties faced by migrants in the workplace.   

  

Understanding New Zealand workplace cultural norms is still the most likely challenge migrant workers 

will face when starting work.  However, this year understanding our slang and colloquialism and the 

cultural differences of other staff ranks almost equally.  

  

  

Difficulties  2017 2018 2019 

Not understanding the New Zealand 
workplace culture  

22% 25% 21% 

Slang/Colloquial language  26% 22% 20% 

Cultural differences from other colleagues  23% 22% 20% 

Not understanding the New Zealand 
workplace environment  

19% 19% 18% 

Time keeping / punctuality  7% 6% 5% 

Gender issues  4% 4% 4% 

Religious issues  4% 3% 4% 

  

(NB: Multiple response options, therefore total can exceed 100%)  

 

 
Question 22: Have difficulties with English language communication affected performance in 

the job?  

 

There was little change from last year’s survey with 58% of respondents reporting that difficulties with 

English language communication affected work performance.   

   

The New Zealand employer’s priority beyond job specific skills is around team fit. Migrants can struggle 

with adapting to NZ workplace norms and those with English as a second language face greater 

challenges in understanding non-verbal or implied communication. The Kiwi accent, the speed at which 

we speak and the prevalence of slang in our day to day communication only adds to the difficulties 

faced. 

  

Performance 
affected  2017  2018  2019  

Yes  59%  58%  58% 

No  41%  42%  42% 
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Question 23: If yes, what type of performance has been affected by these difficulties?  

 

  

Of the 58% of employers reporting difficulties with migrant employees regarding English language 

communication, ‘spoken English’ (68%) has by far the highest impact on performance. Written English 

is the next highest reported issue at 31% followed by reading at 22%. 

   

  

Performance  2017  2018  2019  

Spoken  65%  65%  68% 

Written  32%  33%  31% 

Reading  20%  21%  22% 

  

(NB: Multiple response options, therefore total exceeds 100%)  

  

NZ employers rank interpersonal skills as an important attribute when hiring a migrant and having 

limited English speaking ability therefore would affect relationships with colleagues, clients and 

stakeholders.   

  

Communication is the key to successful team fit and relationships in the workplace. Being able to 

converse in English easily and well is critical for the business to ensure:  

  

1. A good understanding of the needs of customers and requirements of the job – including Health 
and Safety considerations.  

2. Accurate and effective communication with both internal and external stakeholders.  

3. Instructions are clearly understood and able to be executed accurately.  
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SECTION 5: RETENTION OF MIGRANTS  

  

 
Question 24:  On average how long do your migrant staff stay in your organisation? 

  

Respondents to this year’s survey reported that 60% of migrants remained in their jobs for 12 months 

or more, and 17% of migrants remained in their jobs for 12 months or less. There is little change from 

last year’s survey findings.  

  

Those remaining for 12 months or less could be influenced by a number of factors:   

• more migrants gaining NZ work experience and then moving on to roles more closely aligned 

with their overseas experience  

• migrants leaving because they have not settled well  

• cultural/team fit issues   

• and possibly the expiry of temporary visas.   

  

It could also reflect the more buoyant job market generally.  

   

Length of staff stay   2017  2018  2019  

Less than 12 months  13%  15%  17% 

More than 12 months   59%  59%  60% 

Not applicable / Don’t know*  28%  26%  23% 

  

*Respondents may not have knowledge of or access to this information as it relates to their 

organisation  
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Question 24a:  Compared to non-migrant staff, on average is this longer, shorter or about the 

same?   

  

In this year’s survey, when we asked employers to compare migrant staff with their local New Zealander 
employees, 59% reported that migrant staff on average stay just as long as non-migrant staff (continuing 

a downward trend from 66% in 2017). Likewise, 17% reported that migrant staff stayed longer than non-
migrant staff, which is an increased proportion over the previous two years.  

  

  

Migrant staff  2017   2018   2019   

Stay longer  12%  13%  17% 

Stay shorter  22%  25%  24% 

About the same  66%  62%  59% 
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Question 25: Where migrants have left the position/s they were recruited into, what was the 

reason? (Survey respondents were asked to tick all that apply.)  

 

  

This question relates to why migrants left their employment. The most frequently cited reason for leaving 
was migrants taking up employment with another employer. The biggest change to last year’s survey 
results was the increased proportion of migrants leaving due to visa expiration issues sitting at 24% which 
has increased from 21% last year. Additionally, there’s a slight decrease in migrants returning to their 
home country, from 24% last year to 20% in this year.    

  

  

Reason  2017  2018  2019  

Got another job with another employer  35%  36%  39% 

Not applicable / Do not know  34%  34%  34% 

Visa expired  13%  21%  24% 

Returned to their home country  21%  24%  20% 

Moved cities  16%  18%  17% 

Employee not suitable  14%  14%  14% 

Moved overseas to a country other than their home 
country  

10%  12%  10% 

Contract ended/redundancy  12%  9%  8% 

Promoted  7%  6%  7% 

Took up study  4%  6%  4% 

  

(NB: Multiple response options, therefore total exceeds 100%)  
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Question 25: Where migrants have left the position/s they were recruited into, what was the 

reason? (Survey respondents were asked to tick all that apply.)  

 

  

 

 
  

  

Feedback from employer respondents:  

  

“Visa was approved - so moved back to Auckland for better job opportunities”. 

  

“Used the job as a stepping stone for another job”. 

 

“We are a seasonal industry, so often employ staff on a seasonal basis”. 

 

“Most are on seasonal fixed term positions.  We have a couple that have done multiple seasons and 

would like to get residency but do not fit the earning limits to apply”. 

 

“Partner offered better job in another city”. 

 

“Often we wish our skilled migrants could stay longer”.   
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Question 26: Have you put anything in place / used any of the following to help settle staff into 

the workplace?  

 

  

Method of retaining staff  2017  2018  2019  

Staff social events  38%  42%  42% 

Provided a mentor or used the buddy system  29%  34%  37% 

Nothing to date  46%  42%  35% 

Provided a structured internal or external training 
programme  

29%  33%  31% 

Wider support of the partner / family  11%  15%  14% 

English language classes – either provided or allowed time 
to attend external classes  

5%  9%  8% 

Intercultural communications workshops in the workplace  3%  5%  3% 

Used the Immigration NZ ‘Employer Toolkit’  2%  2%  2% 

  

(NB: Multiple response options, therefore total exceeds 100%)  

  

The proportion (35%) of employers who have not put anything in place to help settle migrant staff is 

a further drop from the previous two years’ surveys. There has been an increase in the percentage of 

respondents using mentors/buddies to assist new staff and other measures are about the same as last 

year’s responses.   

  

Staff social events, buddy systems and structured induction/training programmes were strategies used 

by respondents to help retain migrant employees.    

  

Smaller companies, with smaller, more cohesive teams, generally treat new migrant employees the 

same as other employees and the new migrant is seen to be a part of the work family. All staff may be 

involved in providing necessary support to help migrants settle in along with a formal induction 

programme.  

  

Some Feedback from employer respondents:  

  

“Changed Standard operation procedures to include more visual direction rather than written 

instructions”. 

 

“In our workplace we are a family and we treat each other as brothers and sisters, culturally different 

but none the less brothers and sisters. This social construct is supportive to everyone and socializing 

within and without the company, is inclusive for all. We simply do not have conflict.    We are here for 

each other during Health issues, Family issues, INZ issues, Legal issues, Birth's Death's and Marriages 

and Divorces, Joy and Sorrow, and we have experienced it all”. 

 

“Nothing needed as the migrants we employ fitted right in from the start - there were no huge cultural or 

language differences so they could just get on with things which was great, and did not create any 

interruptions to our production or other staff members”. 
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RECRUITMENT  

 

 
Question 27: Do you have any plans to recruit in the next six months?  

 

  

46% of employers responding to this year’s survey indicated that they were considering employing 

within the next six months, a significant increase over last year’s survey.  
  

  2017  2018  2019  

Plan to recruit in the next 6 
months  36%  45%  46% 

  

All respondents that indicated that they were considering employing were contacted by email first and 

subsequently by telephone to establish if www.newkiwis.co.nz could assist their recruitment needs, 

followed by further information via email.  
  

Employers were appreciative of the contact made and the range of services available to them at no 

cost and were generally impressed by the collaborative approach taken between the Chamber and 

Immigration New Zealand.  
  

  

http://www.newkiwis.co.nz/
http://www.newkiwis.co.nz/

