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MflRLBOROUGH VITICULTURE LABOUR MARKET SURVEY 

KEY FACTS 

PLANTING INCREASE  

There are plans to plant 6800 new hectares of grapes in Matlborough over the next 
5 years. This increase in area is equivalent to the current producing area of both 
Hawkes Bay and Central Otago, 
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GROWTH LOCATION  

51% of this growth will occur in the Lower Wairau Valley with 26% in as yet 
unidentified locations. 

7% GROWTH 
Awalere/Blind River, j 

Grassmere, Flaxbourne, 
Kekerengu. | 

16% GROWTH 
Upper Wairau Valley 

2015/16 2019/20 

The planned plantings will result in an increase in hectares in production from 
23,619 to 29,270 hectares between 2015/16 and 2019/20, 

PLANNED 

SUBBEGION 

GROWTH 

26% GROWTH 
Unidentified locations 

51% GROWTH 
lower Wairau Valley 

GROWTH DRIVEN BY LARGE WINE PRODUCERS 

MAM •• Growth is being driven by the existing large wine companies and 
growers who together represent 68% of the current h ectares In 
production and in 2019/20 will represent 73% of the projected 
hectares in production, 

KEY CHALLENGE FOR THE INDUSTRY; FIND SKILLED WORKERS, ENSURE 

ADEQUATE LEVELS OF PASTORAL CARE & ACCOMMODATION FOR WORKERS 

TOTAL WORKERS 

Total worker numbers 
will increase from 8325 i® jB jB 
to 10,304 In 2019/20. IP TP TP TP IP 

34% Increase 36% Increase in 
in demand for demand for winter 
summer Tfjl/jr HSE workers. 
RSE workers. 

ACCOMMODATION 

fa [sees \sm 
I bedsforcasuals I I RSEapprovedbeds I 

There will be an increase in demand for accommodation of 189 houses for 
permanent workers, 442 beds for casuals and 600 RSE approved beds 
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3 Executive Summary 

There are clear signs of optimism in the viticulture industry in Marlborough and significant 

growth plans, especially by some of the larger grape growing entities. This offers an 

opportunity for continued economic growth across the industry while at the same time 

presents the industry with challenges in relation to accommodation and pastoral care. 

Forecast Growth 

Large vineyards have plans to plant an additional 6444 hectares over the next five years to 

2019/20 with the main growth {of 2000 hectares) occurring in the 2016/17 year. 51% of this 

growth will occur in the Lower Wairau Valley and 26% in as yet unidentified locations. A 

further 16% growth in plantings is to occur in the Upper Wairau and 4% in the Awatere 

Valley and environs. 

We estimate the total new vineyard plantings across all vineyard sizes to be 6800 hectares 

over the next 5 years. The total area in production will increase by 24% from 23,619 

hectares to 29,270 hectares in the same period. 

A small number of large vineyards {greater than 50 hectares) are the main drivers of growth 

by purchasing and converting very large tracts of land with new plantings. In addition, some 

consolidation may be expected over the next few years as smaller vineyards are purchased 

by larger entities who see this as a relatively easy way to acquire additional plantings. 

Increased demand for workers 

The growth will result in a 24% increase in total demand for workers. In particular, vineyards 

and contractors indicate they will need an additional 189 permanent workers, 600 winter 

RSE workers (Recognised Seasonal Employer Scheme) and 306 summer RSE workers by 

2019/20. In addition there will be an increase in demand for another 884 casuals across the 

year, including harvest. 

The typical makeup of the Marlborough viticultural workforce is a combination of 

permanent workers, casual New Zealanders, overseas backpackers and RSE workers. The 

proportions of each are likely to vary over time depending on supply and in response to 

particular government policies. 

RSE workers are universally seen as offering both a stable and productive work force. Both 

vineyards and contractors would like to see the cap on RSE numbers increased to help meet 

demand for workers. In addition, the industry will continue to call on local casuals and 

backpackers to fill seasonal gaps. 
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With a small and aging population in Marlborough and a cap on the number of RSE workers 

that can be engaged, ensuring the industry is able to secure the workers it requires will be a 

significant challenge for the sector. 

The increase in size of the vineyard estate will also have flow on effects as to the 

employment of other staff in the wine making and related sales and service industries. It is 

also likely to lead to the construction of additional wine making facilities and wine storage 

facilities. The economic multiplier effect will also result in demand for a range of other 

services. 

Accommodation demand 

While the supply of worker accommodation appears to largely meet current demands there 

are some concerns over the quality of some facilities. Freedom camping is not a feature in 

Marlborough, due to the peak of the worker demand being during winter and the seasonal 

roles lasting several months. 

Accommodation provision for all workers is seen as a key issue over the next five years. 

While significant new accommodation for RSE and casual workers is planned by some 

contractors we found little in the way of new beds planned by vineyard owners. 

Indications are that accommodation will continue to centralise around the Blenheim area 

and to a lesser extent Seddon. 

At this stage the planned beds do not appear to meet the forecast demand for beds over 

the next five years. As demand for casual workers will come predominantly from the 

contractors, we expect all contractors with growth aspirations would be looking to provide 

additional accommodation. 

Skill shortages 

Access to skilled permanent workers is a problem and highlights an issue affecting many 

horticultural and viticultural regions of New Zealand. 

All vineyards identified a shortage of skilled, competent and willing workers as a key issue, 

with little interest from school leavers for outside physical work. There was a general 

concern that there is a lack of young people entering the industry and that many job seekers 

are only working because they are required to. 

Both vineyards and contractors experience an ongoing shortage of permanent workers with 

specific shortages of tractor, truck and harvest drivers. To a lesser extent, casual vacancies 

are also difficult to fill, with contractors experiencing more of a shortage than vineyard 

owners. 
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The industry is generally committed to the employment of New Zealanders first and would 

like to see New Zealanders encouraged into permanent roles. There are a number of 

examples of best practice within the industry which serve as models for the industry at 

large. 

The New Zealand Seasonal Worker Scheme (a government initiative to place Jobseekers in 

employment) has seen mixed success to date with some contractors being able to offer 

permanent positions to New Zealanders through the scheme, with others considering it has 

little value in solving labour issues. 

Use of contractors 

The contracting sector is an essential and growing force with plans to continue to expand to 

meet an undoubted growing demand. 

There is a likelihood of an Increased reliance on contracting services as the cohort of owners 

of small and medium sized vineyards grow older and with the current economic climate 

encouraging increased use of contractors. 

Pastoral Care 

Employers need to provide an overarching environment that encompasses suitable 

accommodation, adequate levels of pastoral care and support, and access to a range of 

ancillary services, such as access to medical services. Continuing conversations need to be 

held between the industry (in the widest sense), the Marlborough District Council, 

accommodation providers, developers, landlords, service agencies. Police and health 

providers. 

More purpose built accommodation facilities are needed for casual and RSE workers. When 

designing these thought should also be given to incorporating recreational facilities and 

transport options. The distinction should be made between backpacker accommodation and 

worker accommodation. Some of the recently publicised instances of kiwi workers being 

refused accommodation in backpackers are caused in part by the fact that the 

accommodation and the level of oversight provided is inadequate. 

Staff incentives 

The industry employs a wide range of incentives to retain staff, ranging from paid 

attendance at training courses, use of vehicles, provision of bonus payments for permanent 

workers to provision of subsidised accommodation and social events. 

Marlborough Labour Market Survey 2016 
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Challenges 

Through this project we have identified a number of challenges for the industry. 

• To meet the increased demand for community and social services 

• To ensure sufficient and quality accommodation for workers and encourage the 

development of purpose built managed facilities 

• The need for the industry as a whole to recognise the importance of good pastoral 

care for all workers acknowledging this extends beyond the working day 

• To encourage young New Zealanders into permanent roles in the industry 

• To successfully engage New Zealand jobseekers into ongoing employment 

• To ensure an increase in supply of R5E workers to match demand 

• The need for the industry to communicate effectively with the Marlborough 

community 

• To ensure there Is adequate access to first line medical services for workers 

• To continue to present Marlborough as an attractive place to live and work 

• For the industry, community and local and central government to work 

collaboratively to plan for this growth 

Summary 

The projected growth provides a significant economic opportunity for Marlborough. There is 

an opportunity to build an environment that ensures Marlborough's continued place as New 

Zealand's premier wine region. 
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4 Background 

Marlborough is New Zealand's flagship wine region, which in combination with sauvignon 

blanc has put New Zealand on the international wine map. 

Marlborough has 23,619 producing hectares of which 77% are planted in sauvignon blanc, 

11% in pinot noir and the balance spread across a range of other varieties. 

In 2015 Marlborough harvested a total of 233,000 tonnes of grapes or about 75% of the 

total New Zealand grape crop. This percentage has stayed more or less at this level for the 

past five years. Wine produced in Marlborough has a current export value of approximately 

$1.2 billion1. 

The Marlborough vineyard estate has shown rapid expansion over the last 10 years with 

growth for the five years from 2006 to 2010 from 11,488 ha to 19,295 ha, a 68% increase in 

hectares in production. 

The 2009, 2010 and 2011 seasons however showed minimal growth compared with 2008 

(with a slight decline in producing hectares in the 2011 season) reflecting the global 

economic crisis. 

For the five year period 2011 to 2015, growth picked up and increased from 19,204 hectares 

to 23,619 hectares (a 22% increase). In this period, growth in hectares for the New Zealand 

vineyard as a whole has been 7%2. The increase in Marlborough vineyards indicated in our 

report of 24% for the five years from 2015/16 to 2019/20 will continue this growth trend. 

The Marlborough plantings are located in four sub regions, defined for the purpose of this 

report as Upper Wairau (west of the Narrows), Lower Wairau (east of the Narrows), 

Awatere Valley/Blind River and Flaxbourne/Kekerengu with the greatest concentration of 

plantings in the Lower Wairau. The planted areas and sub regions are shown on the map of 

Marlborough in Appendix 1. 

There are 125 wine companies and 568 growers in Marlborough giving a total of 693 entities 

with a total of 1019 individual vineyards. 

Marlborough is reliant on a large and regular workforce of casual workers for summer and 

winter seasons, together with a significant and growing number of RSE workers for both 

seasons. RSE workers are employed both by the larger vineyards and by the contractors. 

1 Marlborough Winegrowers Association Data 
2 New Zealand Winegrowers 2015 Annual Report 
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The group of RSE accredited contractors play a major role in the Marlborough wine industry 

servicing over 75% of the total current producing area. 

The impetus for this survey arose out of a need to better understand the shape and size of 

the Marlborough viticulture labour market looking five years into the future. In particular, 

there was a need to understand the likely numbers of workers needed so that this 

information could be used by various industry bodies so as to ensure an ongoing supply of 

labour. 

The labour market is made up of a mix of permanent staff, casual workers hired for a 

particular season and RSE workers. The RSE scheme in particular is now seen as an essential 

element of the success of the wine industry in Marlborough and the current level of the 

national cap is seen by many in the industry as an impediment to continued growth. 

This survey identifies the likely numbers needed of all three categories of workers and the 

numbers suggest that there could be challenges ahead in both sourcing and accommodating 

the right mix of labour. 

As mentioned, contractors form an essential and major component of the whole labour mix 

and understanding their influence and growth plans has been one of the challenges of this 

project. The survey has placed particular emphasis on the group of 17 RSE accredited 

contractors for two reasons. Firstly, they service a significant proportion of the Marlborough 

estate and secondly, they seemed to us to recognise the need to embody best practice 

within the industry. 

The remaining contractors, estimated to be around 40, were outside the scope of this 

particular survey. Nevertheless, it will be important into the future, for an appropriate level 

of interaction with the whole contractor group to be maintained given that they are 

responsible for a significant proportion of the quantity of labour but also to ensure overall 

quality of service. 

5 Objectives 

The objectives of the project were to provide robust, up-to-date and representative data to 

support labour planning for the viticulture sector in Marlborough. Specifically the project 

aimed to provide: 

• Detailed data on the current size and characteristics of the Marlborough viticulture 

labour market; 

• Projections of future labour requirements; 

• Current data and projections on the demand and supply of worker accommodation; 

• Feedback on the success of the New Zealand Seasonal Worker Programme; 

• Indications of the effect of this growth on other infrastructure services in Marlborough. 

Marlborough Labour Market Survey 2016 



6 Methodology 

The methodology involved interviews with 59 wine companies and growers and eight 

contractors. It employed a survey Interview form similar to that used in the Central Otago 

LabourSurvey in May 2015. 

The approach, using face to face interviews, allowed for in-depth discussions on labour 

trends, issues, practices and challenges. The detail that is captured through this approach 

would not be possible through other survey methods, such as mail or online surveys and has 

allowed a rich and detailed picture of the Marlborough Labour Market to be formed. The 

survey forms developed for the project are attached in Appendix 2. 

We engaged Research New Zealand to construct a statistically robust sampling scheme that 

prioritised large entities. These were defined as those that own, manage or lease 50 or more 

hectares. The rationale for this approach was that significant growth in the industry is likely 

to come from the larger players and that labour requirements are directly linked to planted 

hectares. This rationale was supported by the Steering Committee and the results of the 

survey reinforce the value of this methodology, as the majority of growth is indeed coming 

from the large players. 

Using this methodology (that prioritised large entities) enabled us to cover 54.2% of the 

total hectares in Marlborough and 76.2% of the large entity hectares. Importantly this then 

allowed us to make robust calculations regarding worker numbers that would be required 

for the projected growth. The margin of error for the worker projections in this survey are 

+/-1.7%. We have attached details of the sampling scheme developed by Research New 
Zealand in Appendix 3. 

We ensured that all category three wineries (annual sales greater than 4,000,000 litres) with 

vineyards in Marlborough and Seasonal Solutions Cooperative (SSCO) members were 

included and then randomly selected the remaining entities to be interviewed. The result 

was interviews with 33 large entities with vineyard plantings greater than 50 hectares. 

These entities between them cover 12,252 hectares or 54.2% of the total Marlborough 

vineyard estate. 

In order to also understand the labour trends, issues and challenges of the medium and 

smaller entities we undertook 12 interviews with vineyards of 3-20 hectares and 14 with 

medium sized entities with between 20 and 50 hectares. These interviews were not 

intended to allow a statistical analysis of these sectors, but rather develop a broad picture 

of the labour models, trends and issues faced by these smaller businesses. The results of 

these are documented in sections 7.2.2 and 7,2.3 of this report. 

In total we interviewed 16 wine companies and 35 growers as well as 8 entities that have 

both wine company and grower functions representing 12,804 hectares or 54.2% of the 
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23,619 hectares in production in Marlborough. Vineyards under three hectares were 

removed from the total sample and all other interviewees were taken at random from the 

total population. 

In addition to the vineyard interviews, we interviewed eight viticultural contractors. We also 

obtained data through the Marlborough Labour Governance Group on worker demand 

numbers for the 17 RSE accredited contractors. 

In each interview, the project gathered data in the following areas: 

• Grape plantings 2015/16 - 2019/20 (Scale and location) 

• Labour needs 2015/16 - 2019/20 

• Recruitment and Retention 

• Variability / predictability of labour 

• Matching 

• Productivity 

• Demand for accommodation 

• Supply of accommodation 

Marlborough Labour Market Survey 2016 
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7 Results 

7.1 Marlborough Vineyard Plantings 

7.1.1 Current Hectares In Production 

The size of the Marlborough vineyard estate is documented in two annual surveys. Firstly; 

the New Zealand Winegrowers (NZW) Vineyard Register gathers data on the number of 

hectares each vineyard has in production in New Zealand. 

This register indicates there are currently 23;619 hectares of vineyard in production in 

Marlborough3. Forty four percent of these plantings are owned and operated by growers; 

with the other fifty six percent owned by wine companies. 

In addition to this, Marlborough District Council (MDC) gathers aerial mapping data on an 

annual basis. Their most recent mapping in 2014 indicates there were 24,610 hectares of 

grapes planted in Marlborough at that time4. 

The difference between NZW 'in production hectares' and the MDC 'planted hectares' is 

explained by the fact that not all planted hectares identified through the mapping process 

are yet registered as 'in production' in the vineyard register due to the 1.5 to 2.5 year lag 

time in bringing new plantings into production. 

MDC mapping indicates 71.6% of plantings are in the Wairau (Upper and Lower) and the 

other 28.4% in the Awatere and South5. 

7.1.2 Projected Vineyard Growth 

7.1.2.1 Large Vineyards - Planned plantings 

This project captured the planned growth in Marlborough vineyard plantings over the next 

five years. With the majority of the growth expected from large entities, the project focused 

primarily on those with a planted area greater than 50 hectares. 

Results from the survey indicate the large vineyard population are planning an additional 

6444 ha of new plantings by 2019/20 as seen in Table 1 (over). 

Of note is that 51% of these new plantings are planned for the Lower Wairau, with 16% 

planned for the Upper Wairau. Of particular interest is that the second largest area in which 

planned new plantings is to occur is in the 'unknown' category (26%). This was highlighted in 

our interviews where a number of interviewees indicated that they had definite plans for 

new plantings but in some cases had not at that stage secured the necessary land, 

3 New Zealand Winegrowers, Vineyard Register, November 2015 
4 Marlborough District Council, Vineyard Data, 2014 
5 Marlborough District Council, Vineyard Map, September 2013 
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Note that there is the possibility of additional vineyard development in the Flaxbourne 

region in the medium term through the Flaxbourne Community Irrigation Scheme. 

Table 1: Morlborough Large Vineyards - Planned Plantings 2015/16- 2019/20 (ho) 

Sub-region of current and 15/16 16/17 17/18 18/19 19/20 Total / %of 
planned plantings sub- planned 

region plantings 

Lower Walrau 873 978 556 444 407 3258 51% 
(East of Narrows) 
Upper Wairau Valley 22 651 169 214 - 1056 16% 
(West of Narrows) 
Awatere/Blind River 17 134 41 79 - 271 4% 

Grassmere, Flaxbourne, 0 33 93 33 0 159 3% 
Kekerengu 
Unknown location - 236 417 427 620 1700 26% 

Total plantings / year 912 2032 1276 1197 1027 6444 100% 

7.1.2.2 Medium and Small Vineyards - Planned Plantings 

As far as the medium sized vineyards are concerned the situation is more difficult to 

interpret. Our interviews indicated that some 205 ha in total new plantings were planned 

over the five year period for the sample. This sample, however, representing only 457 ha of 

a total medium population of 4110 ha (or 11%) is too small to apply a similar extrapolation 

technique as used above for the large population. It is reasonable though to apply some 

level of increase and if a modest total growth factor of 10% over 5 years was assumed then 

the total hectares for the medium sized vineyards would Increase from 4110 ha to 4521 ha, 

an increase of 411 hectares. 

For the smalt vineyards that were surveyed, there were no indications of any planned new 

plantings and this category has thus been excluded from any projections. 

7.1.2.3 Planned plantings - All Vineyards 

Based on our data projections it would appear that the increase in plantings will be of the 

order of 6800 hectares over all vineyard sizes over the next five years. 

When interpreting the figures it is important to note that for some vineyards the estimates 

of new plantings are likely to be aspirational in nature rather than definitive, especially four 

to five years ahead. 

7.1.2.4 Resulting Increase in hectares -All Vineyards 

The planned plantings (as indicated above) will result in an increase from 23,619 hectares in 

production in 2015/16 to 29,270 hectares in production by the 2019/20 season. This 

represents a total increase in productive hectares of 24%. See Table 2. 
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Table 2: All Marlborough Vineyards ~ Current and projected hectares in production 

Hectares in production 2015/16 2016/17 2017/18 2018/19 2019/20 

Large entities 16088 17312 18950 20275 21328 

Medium entities 4110 4190 4270 4350 4521 

Small entities 3421 3421 3421 3421 3421 
Total vineyards 23619 24923 26641 28046 29270 

% Increase on previous year +5.5 +6,9 +5,3 +4.4 

This increase is dominated by the vineyards in the large category. Note that there is a lag 

between the year of planting and the year of production as some vines are cropped within 

18 months (the following season) while others are not cropped for 2.5 years. 

To give an appreciation of the scale of the growth, we have reflected the current and 

projected hectares in production for Marlborough on to a map of Wellington. This is 

attached in Appendix 4. 

The difference between the planned plantings of 6800 over 5 years and the increase in 

hectares in production of 5651 is because the planned plantings occur each year for the 

next 5 years, whereas the projected hectares in production reflects an elapsed timeframe of 

four years. 

The totals for each year identified in the above table have been derived using the following 

method: The area for the large entities has been calculated using the actual survey data for 

those large vineyards that were interviewed, incremented by the application of a multiplier 

to allow representation of the total population, it should be noted that this particular 

method can be used in this circumstance as the sample size represents a significant 

proportion of the large vineyard area. 

As with 7.1.2.2 a 10% growth factor over 5 years has been applied for medium sized 

vineyards and no growth projections applied for small vineyards. 

7.1.2.5 Nursery sales as on indicator of growth 

New Zealand Winegrower Nursery data indicates that 2.64 million vines were sold to 

Marlborough vineyards in 2014. Forward orders for 2015 are for 2.86 million vines. If we 

assume an average density of 2191 vines per hectare {see 7.1.3), this equates to 1204 

hectare equivalents (both replacements and new plantings). 

Our survey indicates plans for 130 hectares of replacement plantings across the whole 

Marlborough vineyard estate. We can estimate therefore that 11% of nursery orders for 

2014 were intended for replacement planting and the other 89% for new plantings. The 

proportion of forward orders that were designated for replacement plantings in 2015 was 

9.2%. 
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7.1.3 Change in Growing Practices 

The project investigated the growing practices of vineyards and how they may be changing. 

The purpose was to highlight any trends that may impact upon labour requirements looking 

forward. 

We found that the sampled Marlborough vineyards: 

• Mechanically harvest 94% of their vines and indications are that will remain the case 

over the next 5 years. 

• Mechanically strip 35% of their vines and no indications this will change in the next 5 

years. 

• Spur prune only 5% of their vines and cane prune the other 95%. 

• The average number of vines per hectare is 2191 and the average row spacing 2.6 m. 

There is no indication that there are going to be any significant changes in vineyard practices 

over the next five years. Having said that, advancements in technology such as robotic pruners 

have the potential to affect labour requirements in the medium term. 

7.2 Marlborough Vineyard Labour Force - Sector Profiles 

The Marlborough labour model is a function of the size of each vineyard operation. The 

methodology using in-depth interviews has allowed us to build up a picture of the trends 

within each of their four sector groups which is useful for understanding the labour market 

dynamics in the sector. These sector labour profiles, including one for the contracting sector 

are presented in the following sections. 

7.2.1 Profile of Large Vineyards 

There are 45 wine companies and 38 growers with greater than 50 hectares in production in 

Marlborough. Together, this group represent 16,088 of the planted hectares in the region. 

This project involved interviews with 33 wine companies and growers in this category. The 

sample included all category three wineries with vineyards in Marlborough as well as all of 

the very large players in the industry. 

There is significant growth underway and planned by these large vineyards. The vineyards 

are mainly owned by corporates with a significant number under overseas ownership. 

In the past, good wine prices have led to speculation from outside the industry. Indications 

are, however, that at present the expansion is coming from within the industry. 

The larger entities are heavily reliant on contractors who in turn are reliant on the 

continued supply particularly of RSE workers. Nine vineyards also access RSE workers 

through Seasonal Solutions Cooperative Limited (SSCO). 
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Large entities report that finding workers with the right attitude and work ethic is the 

biggest challenge. Finding workers with the right skills is also difficult across all roles; but a 

particular shortage of vineyard and machinery operators is identified. 

Large vineyards are large users of contractors. Anecdotal evidence suggests that contractors 

are stretched now and will be into the future. For example, we understand that many new 

plantings are planning to lay down four canes rather than the usual two thus requiring more 

time per vine to service. 

The contractor group is heavily reliant on the continued supply of RSE labour. There is likely 

to be a greater reliance on contractors through growth in the use of total management 

contracts. Some comments also suggest that consolidation of contractors may occur. 

Many of the larger planned developments are by entities whose majority ownership is 

overseas, for which Overseas Investment Office approval will be needed when new land is 

to be purchased. Development of bare land was seen as preferable compared with the 

purchase of developed vineyards, as this activity added to New Zealand's overall economic 

growth. 

The comment was also made that the growth in plantings has exhausted the 'fringes' and 

the focus is now on 'filling the gaps'. 

7.2.2 Profile of Medium Sized Vineyards 

There are 140 growers and wine companies with plantings between 20 and 50 hectares in 

Marlborough. These businesses collectively account for 4110 hectares of the Marlborough 

plantings. We undertook a small number of in-depth interviews with growers of this size to 

develop a picture of their labour needs, challenges and trends going forward. 

Our interviews indicated some modest growth planned by these vineyards over the next five 

years (with many also set to keep their hectares stable). 

The majority of these businesses are run by couples however many also have managers in 

place. Plantings above 35 hectares generally sees the addition of a full time employee 

usually not from the family/owner group, who is capable of sole machinery work all year 

round, as well as supervising the contracting gangs when they come. 

The defining factor for these businesses is age. Owners of these businesses tend to be in the 

50 - 70 age group and there are likely to be a number of changes in this sector as the 

owners fully retire or sell. In the course of this survey there was a large number of the group 

who were unable to participate due to illness or family matters. 

At present this group use contractors for nearly all vineyard tasks other than machine work. 

Only very few seek backpackers themselves, and this is set to cease over the next year or 
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two. The smaller number of casuals engaged by this group are likely to reduce and the 

amount of work undertaken by contractors increase. 

Those interviewed highlighted the importance of maintaining good relationships with the 

contractors. Many had engaged three or four contractors before finding the best fit for 

their vineyard. They feel having a site supervisor from the vineyard is useful to 'work with' 

the contractor, as this has resulted in an increase in quality. 

Most have tried mechanical stripping over the last few years (often with scepticism and on a 

trial basis over a few years) and will not be continuing with it. They found that the practice 

has a negative impact on vine health and there is significant labour required to clean-up 

following the stripping. Namely, fixing broken/stretched wires, replacing clips/nails, clearing 

the general debris that is left. Most felt that the added clean-up costs negated any cost 

saving from the initial quote. 

7.2.3 Profile of Small Vineyards 

There are 470 small wine companies and growers in Marlborough who collectively account 

for 3421 of the planted hectares. While these businesses do not individually represent many 

planted hectares or a large proportion of the labour demands, collectively, they are a 

significant part of the industry in Marlborough. 

There are few development plans among the small growers we interviewed. Two of the 

twelve which we interviewed are planning an additional hectare or two at the most. 

Atypical model for these businesses is 1.5 PTE's throughout the year (usually owner 

operators) as well as the engagement of contract labour. Some also engage a few 

backpackers or local casuals as required. Mums with school age children and mature 

workers are well thought of as a labour pool within this group as they are committed and 

flexible with a good work ethic. 

These businesses tend to be managed by a couple or a family group. Many have been in the 

family for some time and have either been passed down within the family or split between 

siblings. 

Two age groups were evident in this category - namely couples with primary aged children 

and retired couples many of whom have grandchildren who help out on the vineyard in the 

school holidays. Lifestyle is important for the smaller operators in this group (3-14 ha) and 

fitting vineyard work around holidays seems to be an important factor. Having the work 

done, or knowing it can be done in a very short space of time lets these people relax and go 

on holiday. Contractor labour is particularly helpful in this regard. 

Marlborough Labour Market Survey 2016 
17 



In vineyards above 14 hectares, the enterprise becomes more of a business that often 

requires a full-time vineyard operator even with the use of contractors. We noted in this 

group a passionate and fastidious work ethic. As many live onsite, they are always looking at 

the vineyard and therefore find it easy to fall into working longer hours. 

As with the medium sized vineyards, there is a marked trend towards the engagement of 

more contract labour and fewer direct casuals. Many indicated that within two years they 

would be engaging contractors to carry out all the work except the mowing and wire lifting. 

The contractors are seen as quick, reliable and easy to organize. These owners report a 

slightly lower quality when engaging the contractors, but peace of mind knowing the job is 

done outweighs this. A couple of vineyards had sharing schemes with their neighbours - 

sharing mowers, sprayers or casual labour. 

When attempting to book in contractors this group find it difficult to begin with. They 

indicate that being proactive is crucial, often having to book 8-12 weeks ahead has been a 

surprise to many. Once this has been realised as the model that the small vineyards have to 

work by, it is not an ongoing issue. 

There is a definite feeling that the contractors do not prioritise small vineyards due to their 

size. There are concerns that smaller vineyards will continue to be marginalised as the larger 

operators expand. As disease pressure varies with the season, some are concerned they 

may not be able to quickly access the contractors they need. 

The majority of this group harvest all their crop mechanically. More often than not, this is 

organised by the winery buying the crop. Indications are that this will continue. Like the 

medium operators, most have tried mechanical stripping but will be discontinuing due to 

lack of quality. 

7.2.4 Profile of Viticultural Contractors 

There are 17 RSE accredited viticultural contractors who between them service over 75% of 

the total vineyard area of Marlborough. These are predominantly labour contractors 

although many also offer machinery services. 

In addition to this group of contractors there is a large number of smaller contractors 

estimated to be around 40 In number encompassing not only labour contracting but also 

spraying, machine work and harvesting. Some also offer full management services and / or 

viticultural services. 

The Marlborough Viticultural Contractors Association is the industry body that represents 

the contracting sector. The contractors are also represented on the Marlborough Labour 

Governance Group who collate data around labour needs and communicate this to 

government. 
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Use of contractors is only likely to increase overtime. We noted a trend towards increasing 

engagement of contractors, as vineyards are more profitable, debt levels lower than a few 

years ago and particularly with owners of smaller entities an aging demographic with many 

now physically unable to do the sort of work they used to do. 

In the short-medium term it is possible that some of the larger wine companies may seek to 

secure labour directly by buying out contractors. Some contractors are also looking at their 

own business exit strategies and succession planning. 

General feedback from a number of growers was that the professionalism and work quality 

of the contracting sector had shown considerable improvements over the years. This 

situation is expected to continue as the reliance on contactors continue to grow. 

However, there were some concerns raised around under cutting of prices in the industry, 

perceived lack of transparency between contractors and vineyards regarding pay rates of 

workers and the impact of poor press regarding the practices of some contractors on the 

reputation of the industry. 

7.3 Marlborough Vineyard Labour Force 

The following sections of the report present the current and projected size of the vineyard 

estate workforce, showing first the workers employed by wine companies (in the vineyard 

operation) and growers, second those employed by contractors and third the total 

Marlborough vineyard workforce. 

The project was not able to collect data on demand and supply of workers m the wineries (in 

the winemaking function). This would have required in many cases a second set of 

interviews with winery managers and was not possible within the scope of this project. 

7.3.1 Vineyard Worker Demand 

Table 3 shows that there are currently around 1400 permanent workers employed by wine 

companies and growers in Marlborough in viticulture. Note that around 540 of these are 

owner operators of small vineyards who will not in every case be working fulltime in the 

vines. 

The total demand for workers in the vineyard category is set to increase by 24% from 

current levels overthe next five years. Most notable in this table is an increase in demand 

for both winter and summer RSE workers of 81% and 65% respectively. 

The figures in Table 3 are derived from scaling of actual surveyed numbers of workers 

captured in the survey. It is important to note that the worker numbers are aspirational and 

actual proportions of RSE to other casuals may vary depending on government policy over 

the next 5 years. 
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Table 3: Vineyard (Grower and Wine Company) Labour Demand - Current and Projected 
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Increase in # 
of workers 
required 
15/16 to 

19/20 

% increase in 
workers 
required 
15/16 to 

19/20 

Permanent Workers 1406 1428 1455 1472 1532 126 +8.9% 

WINTER Casuals 437 447 451 456 462 25 +5.7% 

WINTER RSE 352 441 485 556 637 285 +81% 

SUMMER Casuals 305 319 297 328 348 43 +14% 

SUMMER RSE 229 276 335 352 377 148 +65% 

HARVEST Casuals 220 238 253 257 288 68 +31% 

TOTAL Workers 2949 3149 3276 3431 3644 695 +24% 

Note 1: As casuals are employed for short term seasonal work and the same person may be employed as both a winter, 
summer and harvest casual the same person may be counted in more than one category. 

Note 2: Margin of error +/-1.7% 

7.3.2 Contractor Labour Demand 

Worker demand data from the 17 accredited RSE contractors formed the basis of an analysis 

of contractor worker numbers as presented in Table 4. We assumed growth of contract 

labour demand of 5.5% per annum year on year. This is based on the projected increase in 

hectares in production in Marlborough and assumes that the balance between contractor 

labour and the vineyard's own workers will remain constant. Note that the contractors 

themselves are planning for a 5.3% Increase in casuals required for the 2016/17 growing 

season6. 

Table 4: Contractor Labour Force (RSE Accredited): Current and Projected Demand 

Current 
worker 

numbers 
2015/16 

Worker 
numbers 
required 
2019/20 

Increase in 
demand for 

workers 
2015/16 to 
2019/20 

% Increase in 
workers required 
15/16 to 19/20 

Permanent Workers 264 327 63 

WINTER Casuals 1464 1813 349 

WINTER RSE 1317 1632 315 

SUMMER Casuals 1671 2070 399 

SUMMER RSE 660 818 158 

TOTAL Workers 5376 6660 1284 +24% 
Nate: As casuals are employed for short term seasonal work and the same person may be employed as both a winter, 
summer and harvest casual the same person may be counted in more than one category. 

5 Based on Marlborough RSE accredited Contractors data 2015 
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It is important to note that this growth model may not apply to all contractors due to the 

range of different business models employed. The figures do not cover Seasonal Solutions 

Cooperative Ltd workers as they have been captured in the vineyard worker data above. 

Table 4 indicates that there will be an increase in demand for 1284 workers (63 of these 

permanent workers} over the next 5 years. The current contractor labour force relies on a 

greater number of RSE workers during the winter and a greater number of other casual staff 

during the summer. 

The contractor data supplied to us does not include harvest casuals. 

The calculations do not include labour provided by non-RSE accredited contractors. The RSE 

accredited contractors surveyed, service however over 75% of the planted hectares in 

Marlborough (keeping in mind that some may be servicing some of the same hectares for 

different functions}. 

Our interviews and discussions with the industry in Marlborough indicated there could be 

up to another 40 non-RSE accredited contracting businesses in Marlborough. This would 

include spraying and machinery contractors. As the actual number of contractors in 

Marlborough is unknown, we were unable to take this calculation any further. 

7.3.3 Total Vineyard Labour Demand 

We can combine the worker estimates from Tables 3 and 4 to give an Indication of the size 

of the workforce employed and the workers likely to be needed in the future on 

Marlborough vineyards. This is indicated in Table 5 below. 

Results indicate an extra 1979 workers across all worker types will be needed in five years' 

time. 

Table 5: Total Vineyard Workforce in Marlborough - Current and Projected Demand 

Current worker 
numbers 
2015/16 

Worker 
numbers 
required 
2019/20 

Increase in 
demand for 

workers 
2015/16 to 
2019/20 

% Increase in 
workers 
required 

15/16 to 19/20 

Permanent Workers 1670 1859 189 +11.3% 

WINTER Casuals 1901 2275 374 +19.7% 

WINTER RSE 1669 2269 600 +36% 

SUMMER Casuals 1976 2418 442 +22.4% 

SUMMER RSE 889 1195 306 +34% 

HARVEST Casuals 220 288 68 +31% 

TOTAL Workers 8325 10304 1979 +24% 

Note: As casuals are employed for short term seasonal work and the same person may be employed as both a winter, 
summer and harvest casual the same person may be counted in more than one category. 
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Gross hectare per worker per calculations were inconclusive over the 5 years but indications 

are that there will be little change. 

7.3.4 Seasonal Variation 

For vineyards, monthly employment patterns are relatively consistent over the whole 

season. Peak labour requirements occur in the months of July and August and again in May. 

The pattern of employment by contractors show much greater variation month by month 

with significant peaks occurring in September and April. Overall worker numbers are higher 

in the winter than summer although the difference between winter and summer is not so 

pronounced for vineyards as it is for contractors. 

7.3.5 Labour Supply 

Vineyards 

Vineyards were asked if the labour was there when they required it last season and 

responses are presented in Table 6. Of the 54 wine company and grower entities 

interviewed, 39 indicated that the labour was there when needed. 

Of the 15 who indicated a shortage (of both permanent and casual staff) all were 

represented by the 'large' category. For permanent workers June, July and August are the 

months of greatest shortfall. While the numbers involved may not seem large they do 

represent a significant shortfall of skilled permanent people across the district - a point 

made to us many times in interviews. 

Table 6: Number of workers short 2015/16 - Ail surveyed vineyards 

Jul Aug Sept Oct Nov Dec Jan Feb Mar Apr May Jun 

Permanent workers 74 75 22 22 22 24 27 26 24 20 19 1 67 

Casual workers - - 13 13 26 25 - 15 15 0 J_ 0 

There does not appear to be an issue sourcing casual workers during the year based on the 

interviews conducted. Some interviews conducted indicated that while there was not a 

significant shortage, sometimes the quality of workers or availability of workers with the 

right skills was the issue. 

Contractors 

Based on the sample of eight contractors interviewed, it is apparent there is a shortage of 

permanent vineyard workers and supervisors. Flalf of the contractors surveyed identified in 

some cases quite significant shortfalls in permanent staff (up to 28 permanent staff short at 

the time of the survey). A greater proportion of contractors surveyed identified a shortage 

of casual workers with up to 50 workers short in the case of one contractor. 
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7.4 Accommodation 

Workers in the Marlborough vineyards are accommodated in a variety of facilities including 

government approved RSE beds, backpacker beds supplied by contractors and growers, 

backpacker hostels, motels and some privately hosted beds and for permanent workers, 

their own homes. There is little evidence of freedom camping within the region which 

contrasts with the situation in Central Otago where freedom camping is common. 

Our discussions indicate that the majority of worker beds (including RSE) are supplied by the 

contractors. This includes rental houses that are built or bought or motels that have been 

converted to worker accommodation. Some also have arrangements with purpose built 

worker accommodation facilities. The large proportion of accommodation is currently in the 

greater Blenheim area with Seddon being a secondary hub. 

Half the vineyard interviewees feel there is a shortage of accommodation for workers in 

Marlborough. All except one of the surveyed contractors also think there is a shortage of 

accommodation. 

However, as there is no evidence of freedom camping one has to assume that at present all 

workers are accommodated in existing facilities. It may be, however, that the perception is a 

shortage of quality accommodation rather than quantity. Anecdotally we heard from a 

number of accommodation providers and vineyards that there was a concern regarding the 

quality and or suitability of some backpacker type accommodation in Blenheim. 

7.4.1 Current Accommodation Supply 

As there is no evidence of freedom camping it must be the case that the total number of 

worker beds provided in the region as a whole matches the total vineyard workforce as set 

out in Table 5 above. Specifically, 1670 permanent worker beds, 1669 winter RSE beds, 889 

summer RSE beds, 1901 winter casual beds, 1976 summer casual beds and 220 harvest 

casual beds. 

We asked vineyards how many beds and houses for permanent workers they currently 

provide. The results for the sample are presented in Table 7 below. 

Table 7: Accommodation supplied by wine companies and growers (Surveyed vineyards) 15/16 

Sub-region of 
accommodation 

RSE certified 
beds 

Rental house 
beds 

Hosted beds Houses for 
perm workers 

Lower Wairau (East of 
Narrows) 

272 28 2 15 

Upper Wairau Valley 
(West of Narrows) 

0 3 3 0 

Awatere, Blind River 110 55 0 2 

Grassmere, Flaxbourne, 
Kekerengu 

0 0 0 0 

Total supply 382 (beds) 86 (beds) 5 (beds) 17 (houses) 
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The eight contractors interviewed with an area serviced of just under 15,000 hectares 

together provide 389 RSE beds and 603 other rental house beds in the region (principally 

Lower Wairau and Awatere). 

Thus, incorporating both vineyard and contractor interviews, our data indicates that for this 

sample a total of 771 RSE beds are supplied in the region and 689 non RSE rental house 

beds. 

The total RSE numbers for the region are 1669 for winter and 889 for summer. The balance 

of RSE beds will be accounted for by the remaining RSE accredited contractors, SSCO and 

private accommodation facilities which have not been surveyed. 

Discussions with a real estate agent indicated that there are approximately 1000 rental 

houses managed by rental agencies in and around Blenheim. 

There is a concern that the Department of Labour may no longer inspect all RSE 

accommodation and that this may lead to a decline in standards. 

We have also noted concerns expressed by Marlborough District Council over the quality of 

accommodation, overcrowding and high rents. We understand the Council cannot 

intervene unless the accommodation is unsanitary or dangerous. 

7.4.2 Current Accommodation Demand 

Looking at total worker projections (wine companies, growers and contractors) in Table 5 

we can expect a total increase in demand for 189 houses for permanent workers, 442 beds 

for casuals and up to an additional 600 RSE approved beds in the next 5 years. We can 

assume that in many cases, permanent worker beds will be houses for families. 

Our interviews indicate that approximately two thirds of the demand for accommodation by 

both contractors and vineyards will occur in the lower Wairau, the other third occurring in 

the Awatere Valley. 

7.4.3 Planned New Beds 

Vineyards 

Amongst the vineyard owners surveyed we found few plans for the development of new 

accommodation anywhere in the region apart from three RSE accredited houses in the 

Awatere Valley of those surveyed. Others acknowledge the need to consider building 

further accommodation but had no firm plans at present. Many of those interviewed 

commented that their workers (both permanent and casual) preferred to stay in the 

Blenheim area even if this required significant travel each day. 

We noted that there is no public transport available from Blenheim to and from the 

Awatere Valley and that most people working there preferred to take their own transport 

with little car-pooling being evident. 
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Contractors 

From this group of eight contractor interviews there are plans to build approximately 90 

new RSE beds in the Awatere and approximately 70 in Wairau East/Blenheim. This 

accommodation will be built progressively over the next five years however with 70 beds 

planned for the 2015/16 year between Wairau west and the Awatere Valley. A further 

contractor has plans to build a 40 bed RSE approved complex in the Awatere (no year given). 

One of the contractors with no plans to build new beds intends to use backpacker and motel 

accommodation. 

Summary for Vineyards and Contractors 

While the supply of worker accommodation appears to meet current demands there are 

some concerns over the quality of some facilities. 

Accommodation provision for all workers is seen as a key issue over the next five years. 

White significant new accommodation for RSE and casual workers is planned by some 

contractors we found little in the way of new beds planned by vineyard owners. Indications 

are that accommodation will continue to centralise around the Blenheim area and to a 

lesser extent Seddon. 

At this stage planned beds do not appear to meet the demand for beds over the next five 

years. As demand for casual workers will come predominantly from the contractors, we 

expect all contractors with growth aspirations would be looking to supply additional 

accommodation. 

The real estate agent also indicated that there are a number of new residential subdivisions 

being developed around the Blenheim area which will increase the number of houses 

available for permanent (and casual) workers in the town. 

7.5 Demand for Other Services 

We consulted with the Marlborough Labour Market Governance Group and the Pastoral 

Care sub-committee to gather their views on the implication of a projected increase in 

worker numbers in Marlborough. This section reflects the views expressed in our meeting 

with this group. 

There are a number of instances of good pastoral care in the district that can be used as 

examples/case histories for the industry as a whole. 

There is already a shortage of quality accommodation with inappropriate use being made of 

backpacker facilities. This type of accommodation is really designed for short stays but is 

now more and more being used to house longer term casual workers. Vehicles are also 

being used for longer term accommodation. 

Increasing crime rates across all worker types are being noticed by the Police and the 

increase in worker numbers over the next five years could result in higher levels of crime 
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and behavioural issues arising from the consumption of alcohol. Good pastoral care is seen 

as essential in providing an environment where crime does not flourish. 

Good pastoral care is seen as including regular visits to places of accommodation to ensure 

they are well kept and clean, providing help in menu and food selection and cooking, 

accompanying injured workers to the doctor or the hospital, Chiefs' meetings (in the case of 

RSE men) and providing in reality a 24/7 coverage of all issues. 

The successful employers will be those who take seriously the need for a high level of 

pastoral care. Pastoral care is not a 9-5 issue - the whole day needs to be looked at. 

It was noted that the pastoral care component can be particularly high for NZ Seasonal 

Work Scheme workers and other Kiwis but it was encouraging to note that many but not all 

employers recognise this and are prepared to put the time and expense in. 

More purpose built facilities are needed for casual workers (and also for RSE men). When 

designing these, it was felt that thought should also be given to incorporating recreation 

facilities and transport options to enable travel to buy food and other supplies, i.e. providing 

a living environment. Police indicate they are seldom called to purpose built and managed 

facilities. 

In passing it was noted that backpacker accommodation is not worker accommodation and 

that a number of the recently publicised instances of Kiwi workers being refused 

accommodation in backpackers are caused in part by the fact that the accommodation and 

the level of oversight thus provided is inappropriate. 

It was observed that there is a real challenge for the industry to acknowledge these matters 

and to use the next few years to address them. 

There is also a current issue with many casual workers being unable to access medical care 

as all local GPs have full patient lists. This results in unnecessary visits to the local 

emergency services at the hospital. It is difficult to see how this shortage can be addressed 

in the short to medium term other than by the industry and various other agencies offering 

incentives to doctors to come and work in Blenheim. 

The industry has had challenges in the past with less reputable contractors and 

accommodation providers. There is a risk that this situation may recur increasing the 

likelihood of regulatory non-compliance in the areas of employment and accommodation. 

In summary, therefore, the industry should be looking at providing an overarching 

environment that encompassed suitable accommodation, adequate levels of pastoral care 

and support, and providing access to a range of ancillary services, such as access to medical 

services, Continuing conversations need to be held between the industry (in the widest 

sense), accommodation providers, developers, landlords, service agencies and the Police 

and health providers. 
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Mariborough is an attractive place to live and work and if the above matters are addressed 

then the district will be able to attract the young people and families needed to ensure the 

long-term health of the wine industry. 

7.6 Vineyard Labour Practices 

7.6.1 Recruitment Methods 

Vineyards were asked to rank the recruitment methods they find most useful in securing the 

workers they require. Vineyards use online recruitment - specifically Winejobs online; Trade 

Me and Seek as their top method of recruitment, followed by local referrals. 

Table 8: Value of Methods of Recruitment of Workers- Growers and Wine Companies 

Method of recruitment 1 = most useful 10 = least useful 

Online recruitment (Seek, Trade Me jobs, Winejobs online) 1 

Local Referrals 2 

Advertising (eg. Newspaper) 3 

RSE through Seasonal Solutions 4 

Previous year's workers returning 5 

Casual walk-ups 6 

Referrals from Work & Income 7 

Direct recruitment / use of recruitment agencies 8 

Wine Mariborough Season Labour Co-ordinator 9 

Social Media 9 

While contractors also rely heavily on local referrals (including from accommodation 

facilities) their top method of worker recruitment is direct RSE. 

Table 9: Value of Methods of Recruitment of Workers - Contractors 

Method of recruitment 1 = most useful 10 = least useful 

Direct RSE 1 

Local Referrals 2 

Wine Mariborough Season Labour Co-ordinator 3 

Referrals from Work & Income 4 

Previous year's workers returning 4 

Advertising (eg. Newspaper) 5 

Direct recruitment / use of recruitment agencies 6 

Casual walk-ups 7 

Online recruitment (Seek, Trade Me jobs, Winejobs online) 8 

Social Media 9 
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7.6.2 Recruitment Challenges 

We asked vineyards and contractors how a number of factors have affected their ability to 

recruit or retain staff. Results were similar for both vineyards and contractors and most 

found they are not greatly affected by the factors discussed. 

Of those that are affected, however, interviewees felt they were most affected (or could be) 

by the RSE Cap, whether they engage RSE through Seasonal Solutions or have RSE workers 

employed by contractors working on their vineyard. 

It is interesting that the location of work and availability of transport were Indicated as 

issues for some businesses. To help solve these issues some indicate they encourage car- 

pooling, provide transport for workers or pay mileage or fuel costs. The availability of 

accommodation also sometimes affects interviewees. Work placement of spouses, 

availability of childcare, incorrect paperwork and costs association with hiring were not 

issues. 

It was suggested that a bus service for casual workers in the Wairau Valley would assist with 

transport issues. As has previously been noted there is no public transport to the Awatere 

Valley and this could also help solve transport issues. 

One interviewee indicated they have noticed that fewer young New Zealanders have their 

full driver's licences, making it difficult for them to get to work as well as unqualified for 

operating some machinery. Some indicated they put workers through driver training 

programmes. 

7.6.B Retention 

Vineyards describe a stable and loyal permanent workforce with the average worker staving 

8.5 years. Contractors keep their permanent staff for an average of 5.4 years. Seasonal 

workers stay in their roles on average between 3 weeks (New Zealand Jobseekers) and 6.2 

months (RSE workers). 

Table 10: Average Retention Period of Workers by Worker Type 

Average amount of 
time employed 

NZ 
Permanent 

NZ Seasonal Backpacker RSE Worker NZ 
Jobseeker 

Vineyards - Wine 
companies and 
Growers 

8.5 years 3.4 months 1.8 months 4.5 months 5 weeks 

Contractors 5.4 years 4.8 months 0.9 months 6,2 months 3 weeks 

7.6.4 Casual Worker Pay Rates 

We asked what a typical hourly rate on piece rates would be for RSE and non RSE workers. 

Contractors Indicated RSE workers earn between $16.50 and $22.50 an hour whereas other 

casuals earn between $14.75 (minimum wage) and $16.50 an hour. 
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Most contractors interviewed indicated that 80 - 99% of their work was on piece rates. One 

only did 35% and another none. 

The vineyards were also asked what they felt a typical hourly rate would be for workers on 

their property. Piece rates are usually set following a discussion between the contractor and 

the vineyard however many vineyards indicated they did not know the hourly rate the 

contract workers received while working on their properties. Some indicated they would like 

greater transparency from contractors on this as they had concerns that workers were not 

being paid adequately. 

Of those who were able to give an indication of the rates of pay rates these suggested 

$18.90 an hour for RSE was typical and $1 - $3 less than this for other casuals. 

7.6.5 Churn 

There is limited employee churn directly experienced by vineyards. Only one business 

indicated they experience churn amongst their casual workforce indicating they need to 

employ 2.5 winter casuals to fill one role and 1.2 summer casuals to fill one role. 

There is significant churn reported by the contractors, however, who indicate they need to 

engage between 1.2 and 5 winter casuals to fill one FTE role and between 1.2 and 4.5 to fill 

one summer casual role. 

7.6.6 Matching 

This part of the interview process involved an open ended discussion on the challenges 

businesses face in finding the workers with the right skills and attributes. We have 

documented the results in some detail as there are many themes of interest within them. 

We have also segmented the responses by entity size as the challenges - particularly as they 

relate to the smaller vineyards are size specific. The comments noted here are taken 

verbatim in most cases from the surveys undertaken. 

Small vineyards 

The challenges faced by small vineyards with fewer than 20 hectares all relate to the 

engagement of quality contracting labour when it is needed. 

Table 11: Challenges faced by Small Vineyards (3 - 20 ha) in finding the workers with the 
right skills and attributes 

Issues with contract 
labour 

Difficult to assess the contractor's business ethics 
Can be dissatisfied with quality of contract work. 

The quality of contractor work varies. Workers need adequate 
supervision and training to individual vineyard specifications. 

Contract workers need clear instruction. We have translated 
instructions for contract workers into different languages. 
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Small size of the operation means we need to book contractors well 
ahead. We find the labour brokers not up to standard with their 
paperwork / training. RSE workers used by contractors are good. 
Backpackers are good if we build a long term relationship. Best 
model involves a mix of locals; contractors with RSE workers 

Medium vineyards 

The key challenge for vineyard of a medium size is finding skilled and motivated workers 

with a good work ethic. They also face some challenges relating to seasonality, engaging 

quality contract work, compliance and visa processing. 

Table 12: Challenges faced by Medium sized Vineyards (20-50 ha) in finding the workers 
with the right skills and attributes 

Work Ethic / Motivation 
of workers 

Finding New Zealanders and keeping them is the challenge. They 
lack motivation. 
Skills and competencies are lacking in the potential worker pool, as 
is willingness to do task involved. 

Workers need to have a good work ethic, Many do not. 

Limited interest from University and Polytech students for seasonal 
work. 
It is hard to get young people into the industry - some have a sense 
of entitlement 
Low New Zealand uptake for physical jobs. 

Many casual staff expect a lot and don't give much back. Casual 
workers need to be given appropriate knowledge of tasks involved 
and employer expectations. 
Visa processes are getting more difficult and take longer. Workers 
are unsure if they should book flights before they have visa 
approved so have to advertise further ahead to counteract this. 
There is a gap in labour when the working visas expire at the end 
of summer work or pruning and if the jobs are not yet complete 
this causes a labour shortage. Some flexibility around the timing of 
visas could help the industry. 

Visa issues Seasonality of the industry means it is not suitable for many New 
Zealanders. 

Seasonality Hard to find contractors that have a good fit with the business but 
have been successful after a few years. Previously had drive 
up/backpacker workers who did not have a good work ethic or 
stickability. 

Compliance issues Compliance requirements of employing casual staff (ACC, H&S, 
Visas etc.) are becoming too arduous so moving to 100% contract 
for casual labour. 
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Large vineyards 

Large entities also report that finding workers with the right attitude and work ethic is the 

biggest challenge. Finding workers with the right skills is also difficult across all roles, but a 

particular shortage of vineyard and machinery operators is identified. 

Table 13: Challenges faced by Large Vineyards (50ha+) in finding the workers with the right 

skills and attributes 

Difficulty finding the right 
attitude / work ethic 

We look for common sense, attitude and willingness to work. 
People think they are owed a job. 

It is a challenge to find a person with the right attitude and fit for 
the team. Need to pay good money to get someone good. 

Challenge is finding people who want to work. Job is not a right - 
it is a privilege. If 1 do find, 1 can train them. 

Difficult to assess a worker's suitability and work ethic. 

Difficult to find people who are keen to work and learn. Kiwis are 
the worst in casual roles. Now have drug testing policy 

Difficult to find suitable people to fit the culture. Also need to be 
competent. Tend to shoulder tap. 

Need staff who are keen to learn. Picky in terms of choosing 
workers. Experience is good. Can train in machinery/driving. 

Lack of young people with the right attitude. Jobseekers only 
there because WINZ forces them. Some turn up with can of beer, 
forget, late, in socks, etc. 
Run a smoke- free site and a pre-employment drug test which 
sorts outworker pool. 

Hard to find right skills set. Hard to find people to fit into the 
team. 
Need practical can do skills - not tractor driving skills 

Difficulty finding the right 
skills 

Hard to find trained, skilled staff. We need to clearly advertise for 
the positions and skills needed. Truck drivers with Class 5 licence 
particularly hard to find - especially at harvest. Tractor drivers 
are also hard to find - option to target older/more mature 
workforce to fill the gaps. 
Difficult finding all-rounders as diverse skill set required, need to 
be flexible, vineyard work is very variable. Hire people on 
attitude and willingness to learn. 
Struggle to find labour to complete manual tasks so rely on 
contractors. Also skilled labour for regular workers is in short 
supply. 
Very difficult to find the right permanents. Large shortage of 
youth in Marlborough. Have tried to recruit straight out of 
school. Looking for tech savvy youth with machinery skills and 
leadership skills, Hard to find. Casual tasks are very hard work. 
Backpackers and other casuals - it is easy to attract them but 
their productivity is low. 
Can be difficult across all levels. Skilled people are hard to find. 

Marlborough Labour Market Survey 2016 
31 



Pay more to attract and retain right people. Good supervisors 
are needed as well as good machine operators. Don't often find 
people with both skills. 
It is getting harder to source competent machinery operators. 
More spraying now required for powdery mildew. More 
machines and drivers are required as a result. 
It is hard to find skilled, trained people - particularly vineyard 
operators. It can take up to 2 months to find the right person. 

Always a challenge to find staff, Locals do not often have the 
skills required. 
Practical skills are there but not theoretical background. 

Shortage of workers Poor response to advertising. Can't get young workers so take 
retirees. 
Is difficult to find good people. Need switched on people but not 
highly ambitious, $40-46k per driver. Mature workforce are 
great, ideal 40-50yr 
Transient labour (Marlborough lacks diversity of horticultural 
options that other areas have e.g., finish winter pruning then 
labour moves on to other regions). 
Lack of trained and available local labour. 

Difficulty finding 
machinery operators 

Very hard to find machinery operators - more machines than 
drivers. 

Impact of isolation Isolation is tricky so need to add Incentives such as travel 
allowance and pay extra. 

Location is a challenge to attracting staff (25 mins from 
Blenheim). We are constantly looking for staff. 

Very challenging to find staff in the Awatere. Hard to get people 
to travel. 

Poor image of the industry Viticulture is perceived as unskilled. Workers want to start up the 
hierarchy without experience. 

The industry has a reputation of being low paid. We focus on 
promoting within the company. 

IRD and DoL could have more of presence in Marl and come 
down on rogue contractors. Bad press does not help. 

No issues No issues finding staff. 

No issues hiring permanent staff. 

No issues, but if he had vacancies he would have trouble filling 
existing positions. 

Seasonality of the industry Due to seasonality of job at vintage kiwis are not available for 
such period of time. Noted Immigration has made it easier to 
extend visas for additional 3 months so returning workers can do 
2 vintages with same visa - just need extension. 

Machinery operators - it is difficult to find skilled people for 1 
months work, even though they pay well. Need 30 tractor & 
harvester drivers. Happy to train them, 

Competition for workers Competition from other local vineyards can make getting workers 
difficult. 
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Limitations of RSE Scheme RSE dates are restrictive and inflexible, impractical and 
detrimental. There is no flexibility surrounding RSE flight timing 
and visas. Need to be able to change dates to match annual 
seasonal changes. 

Contract labour pay There is a conflict between minimum wage and piece rates. 
Employers often need to top up contract workers wages 

Contractors 

Table 14: Challenges faced by Contractors in finding the workers with the right skills and 

attributes 

Need the right attitude The key challenge is to find people with the right attitude and 
skills who are adapted and keen to work outside, for long hours 
in vineyards 

Competing for the same 
staff 

Always seem to be competing for the same staff at the same time 
as everyone else 

Piece rates Being prepared to work long hours for piece rates 

'Seasonal' tag a misnomer Jobs now becoming more permanent in nature and the seasonal 
tag puts people off 

Unattractive industry End up with people who don't want a job, job seekers not 
motivated 

7.6.7 Incentives 

We asked interviewees what they offered workers in the way of incentives. 

Vineyards 

Listed below are the ten most common responses given by vineyards with training; the use 

of vehicles and a wine allowance as the most frequent responses. 

1. Training 

2. Vehicle to use at work / to and from work 

3. Wine allowance 

4. Work gear 

5. Bonus for permanents 

6. Good pay rates 

7. Accommodation - provided or rent subsidised 

8. Safety gear 

9. Social engagements, barbeques etc. 

10. Flexible hours 
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Other: Health insurance, uniforms/clothing, travel/fuel allowance, piece rates, cell phones, 

purchasing discounts with local retailers, pay overtime, Christmas voucher/ ham / gifts / 

home baking, meals, pastoral care, water, sunscreen, pay for renewal of vehicle licences, 

pay on time, modern equipment, extra hours, access to a computer, superannuation 

contribution, salary not wages for permanents, pay for the dentist, no limit on sick days, 

health checks, good offices, good work environment, team building days, 'returner' financial 

incentive, well maintained equipment, a digital culture. 

Contractors 

1. All surveyed contractors provided some form of vehicle access or use often with help 

with fuel. 

2. All provided access to training (some to Primary ITO level), plus machinery, first aid and 

Health and Safety. 

3. Most provided some form of safety gear - often to permanent staff only. 

4. Two provided a bonus with one of them offering a 7% KPI linked bonus. 

5. Other incentives included regular barbeques, use of a phone, flexibility for families, 

provision of mini loans, pruning games, help with fuel. 

7.6.8 Attracting New Zealanders 

Vineyards 

We found vineyard operators committed to engaging New Zealanders Into both permanent 

and casual roles. Our discussions revealed that Marlborough vineyards undertake the 

following initiatives aimed at attracting New Zealanders into employment: 

• Invest in in-house and external training specific to the job. 

• Demonstrate a career path through the company and wage and a salary structure. 

• Match the job to the worker - New Zealanders sometimes best suited to less physical 

tasks. 

• Work with, advertise with and engage Jobseekers from Work & Income. 

• Work with local Universities, Polytechnics and schools (cadetships, presentations, 

scholarships etc). 

• Use word of mouth to fill vacancies 

• Offer flexible hours ('Mums' hours or shorter hours for older workers) 

• Advertising locally in newspapers or online 

• Give walk-up workers a chance 

• Pay well 

• Minimise transportation costs for staff 

• Take a good New Zealand worker - even if no vacancy at the time 

• Sponsor ITO training 

Marlborough Labour Market Survey 2016 
34 



Most interviewees (despite the challenges outlined in the 'Matching section') have had good 

success in engaging New Zealanders into permanent vineyard roles. Some also reported that 

they have been able to move New Zealanders from casual roles in to permanent positions. 

The interviews do highlight however a shortage of workers to fill skilled positions such as 

vineyard machinery operators. Particularly difficult is finding machinery operators at harvest 

time. Some engage harvest drivers from other regions of New Zealand and Australia as they 

cannot find an adequate number of suitably trained drivers locally. 

One vineyard thought that RSE workers could be trained up to use machinery to fill this gap. 

Another had been part of a government scheme involving work experience for polytechnic 

and university students and felt this worked well and would like to see this as an ongoing 

initiative. 

There is mixed success attracting New Zealanders into casual roles in the vineyard, with 

some finding they are able to fill vacancies with others finding they have limited success, 

due to factors outlined in 'Matching'. 

Contractors 

Contractors faced many of the same issues identified above and had employed a variety of 

initiatives to attract staff. A number have indicated that the majority of their permanent 

supervisor positions are filled by New Zealanders. Constant advertising is the norm with a 

heavy reliance on local referrals and with close contact being maintained with Work and 

Income and Wine Marlborough. 

Some of those interviewed reported minimal or at best mixed success, but commented that 

a good Kiwi employee could be with them for years. One commented that permanent staff 

are always looking for the next job. 

It was commented that Kiwis are needed on the staff as they are best at communicating 

back to management. 

Two of those interviewed reported that they had had good responses and had success with 

their appointments (they said they pay well). 

There is a recognition that permanent staff need to be well paid with hourly rates between 

$18 and $22 per hour. 

7.6.9 Retaining Jobseekers 

Vineyards 

Vineyards were asked if there is anything the Government can do to assist them to retain 

Jobseekers referred from Work and Income. A number felt that the pre-selection criteria 

could be enhanced to ensure that workers are work ready, understand the role and come 

with a good attitude and preferably some technical skills. Some also indicated they would 

Marlborough Labour Market Survey 2016 
35 



like to see the Government provide subsidies to businesses employing Jobseekers or 

subsidies for training. Additional pastoral care and oversight was also mentioned. 

Contractors 

Contractors interviewed broadly reflected this view with a clear majority suggesting some 

form of top up from Work and Income in cases where workers are unable to make the 

minimum wage in their first week. One contractor recommended more investment in 

techniques that would make these workers more employable. 

7.6.10 Productivity of Workers 

Vineyards were asked to rate the productivity of their workers. RSE and permanent workers 

are the most productive, exceeding or meeting expectations most of the time. Views on the 

productivity of locals and other casuals varied with most 'meeting expectations some or 

most of the time' and some 'exceeding expectations'. 

Vineyards also varied in their views on the productivity of backpackers and Jobseekers 

referred by Work and Income - with ratings of 'Meet expectations most of the time' through 

to 'unproductive'. Workers through the New Zealand Seasonal Worker Scheme were rated 

as 'meeting expectations some of the time' to 'unproductive'. 

Like the vineyards, contractors found their permanent workers and RSE workers the most 

productive. On the whole they found backpackers, workers referred by Work and Income 

and other local casuals to be either meeting expectations some of the time or were 

unproductive. 

7.6.11 Barriers to Productivity 

Vineyards 

Vineyards were asked what the barriers are to increasing the overall productivity of their 

business. Of the 59 wine company and grower businesses interviewed, 23 felt that a lack of 

suitably trained staff was a barrier to their increased productivity. Thirteen also indicated 

that a shortage of labour when it is required affected their productivity. 

The lack of technical knowledge indicated in Table 15 was in the casual vineyard workers 

rather than the permanent staff. Availability of transport and accommodation for workers, 

and the underutilisation of expensive capital investments due to seasonality are also 

affecting productivity on some vineyards. 

Table 15: Barriers to Productivity 

Barriers to increasing productivity Number of businesses affected 

Lack suitably trained staff 23 
Shortage of labour when required 13 
Lack of technical knowledge 8 
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Availability of transport for staff 8 
Underutilisation of expensive capital investments due 
to seasonality 

7 

Availability of suitable accommodation 6 

Availability of finance for purchasing equipment 3 
Shortage of nursery stock 2 

Contractors 

A shortage of labour and a lack of suitably trained staff were the main barriers to 

productivity cited by the contractors. Availability of transport also affected some. The 

following factors are not important to contractors: availability of finance to purchase 

equipment, a shortage of nursery stock, underutilisation of expensive capital investments 

due to seasonality and a tack of technical knowledge. 

7.7 Benefits of the RSE Scheme 

Vineyards were asked to describe the benefits of the RSE scheme to their businesses. These 

comments are taken verbatim from interviews: 

• RSE has meant a sea change in the quality of labour. It has improved productivity, 

reduced costs of pruning, provided a cost saving and a quality improvement. 

• We could not be without RSE scheme. RSE workers are up to 70% more productive 

than other casuals. Workers from Vanuatu and Thailand keep returning and have 

good skill levels. 

• RSE means reliable contractors with reliable productive workers both from Vanuatu 

and Thailand. 

• If we didn't have RSE we would be stuffed. 

• All good. We rely on RSE workers. The industry is theirs. We need to bring the same 

RSE workers each year as this increases productivity. 

• The work done on time. RSE has allowed the business to grow. It provides more work 

for New Zealanders as well as support to Vanuatu. 

• RSE workers are a skilled labour force. The main people know the job well. It allows a 

stable and reliable supply of workers. 

• RSE are fit and reliable. They want to work. 

• RSE is great. Numbers are consistent and workers are motivated. Quality of work is 

improving. We aim to have the same workers back. Physically fit and not lazy. 

• Enables pruning to be done efficiently. It is a productive labour model - less people, 

more efficient, less accommodation needed. 

• They are a more skilled and reliable workforce. All new development has been 

enabled by RSE. 

• RSE workers the best. Gives surety. Here to work. Without them, contractors would 

not have a viable business. 

• Mechanical stripping and RSE have both taken the pressure off at pruning time. 
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• Would not be in business without them. Great source of labour. 

• A good scheme. Very helpful with seasonal nature of the work 

• Good quality of job. Return RSE workers & availability of labour when you need it, 

• Contractors rely on RSE. Would like to see more workers from Asia. 

• Huge positive impact. Speeds up getting the job done. RSE do a very good job. 

• We would not be able to produce the product without the labour. Key security for 

future growth. Allows for a sustainable business. 

• RSE are a highly skilled workforce that understands the job and the region. They are 

also a happy workforce and much more reliable than backpackers. Same workers 

coming back means good relationship with supervisors and workers. Pastoral care 

has improved but there is still work to be done. It has given confidence for expansion 

and the employment of more New Zealanders. 

Contractors reflected similar thoughts on the RSE scheme: 

• They are a happy, reliable and skilled workforce, without whom we would not have 

wine. 

• Without RSE we wouldn't be in business. We depend on RSE. 

• RSE are a stable, trained and skilled workforce who are enthusiastic. We could not 

do this without RSE. I would leave the industry. Quality of work would be poor and 

the quality of wine (and our reputation) would be totally different. 

• Massive. Would not be in business without RSE. It would be a very different business 

without it. We would employ fewer permanents. 

• Provides security for workers and families. 

• Work is done on time and it has grown the wine business. It provides more work for 

New Zealanders and aid to Vanuatu. 

• We could not operate without RSE. We would not get the labour. 

7.5 Experience with the New Zealand Seasonal Worker Scheme 

Two vineyards were involved in a pilot for the New Zealand Seasonal Worker Scheme 

(NZSWS). One found that the scheme had worked satisfactorily and that they see the 

NZSWS as useful for filling gaps in the labour market going forward. 

The other vineyard owner (who is also a contractor) had mixed success with the scheme. 

This member felt there should have been a more stringent selection policy plus more detail 

on the backgrounds of the workers such as health issues. Of the 12 workers under the 

NZSWS scheme engaged by this vineyard, four workers stayed for the period they were 

engaged for and ended up on a pay rate of $17.50/hr. 

The vineyards felt that workers needed to have self-motivation and want to succeed to be 

successful in the roles. He also thought that the NZSWS would play a limited role in filling 
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gaps in the labour market in the future as he felt that many New Zealanders have too high a 

level of expectation regarding the job and pay. 

Contractors 

Three contractors interviewed had taken workers through the New Zealand Seasonal 

Worker pilot programme. We received mixed feedback about its success. One contractor 

felt that supporting the programme was the right thing to do and that a long term view of 

the programme was required to encourage New Zealanders into permanent roles. He had 

offered six NZSWS workers 12 month contracts following the trial with the view to making 

them permmant after this. 

The other two contractors had struggled with the work ethic of the workers and their level 

of productivity and found they had significant pastoral care needs. 

Contractors made a number of suggestions on ways to improve the scheme: 

• Implement a more robust selection process and more detail on the workers eg. 

Background, health issues. 

• Drug testing. 

• Have Work and Income provide pastoral care. 

• Work and Income to provide more comprehensive induction paperwork. 
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Appendix 2: AAarlborough Labour Market Survey 

Viticulture Sector Interview Forms 2015 

TO BE FILLED IN BY THE INTERVIEWER 

SECTION A: BUSINESS DETAILS 

1. nterview Details 

Position of Interviewee Date of Interview Business Code 

2. Type of business 

Winery □ 
Grower □ 
Contractor □ 

SECTION B: PLANTING DETAILS (Owned, leased and managed hectares) 

3. How many hectares do you currently have in production and plan to have in production for each of the 
following four years? Please indicate in which years any new and replacement plantings are planned. 

2015/16 2016/17 2017/18 2018/19 2019/20 

In production (ha) 

Planned new plantings (ha) 

Planned replacement plantings (ha) 

4. If you are planning new plantings, in which sub-region will they be located? 

2015/16 2016/17 2017/18 2018/19 2019/20 

location of new plantings by sub region 
(Refer fo map for sub regions) 

5. Are you planning to remove any vines without replanting? If so. please indicate the number of hectares 
and in which year you have planned the removals. 

2015/16 2016/17 2017/18 2018/19 2019/20 

Planned removals without replanting (ha) 

6. What percentage of your grape vines are mechanically harvested? % In 5 years' time? % 

7. What percentage of your grape vines are mechanically stripped? % In 5 years' time? % 

8. What percentage of your grape vines are spur pruned? % In 5 years' time? % 

9. What percentage of your grape vines are cane pruned? % In 5 years' time? % 

10. Please estimate your average number of vines per hectare  

11. Please estimate your average row spacing in metres      

I^ilwtr .1 Inrkel .U/nrt 2(115 
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SECTION C: YOUR LABOUR FORCE 
12. Please estimate your total labour requirements for the current and upcoming seasons. 

Include permanents, casuals and owner operators. 

Number of workers required for; 2015/16 2016/17 2017/18 2018/19 2019/20 
Winter - pruning etc 

Summer work 

Harvesting 

Vintage labour (winery) 

Total Number of Workers (Estimate) 

13. Please detail below your seasonal labour requirements for the current season. Include permanents and 
casuals. 

Number of workers 
required for: 
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16
 

Winter - pruning etc 

Summer work 

Harvesting 

Vintage labour (winery) 

Total Number of Workers 
(Estimate) 

14. How many of the following types of worker do you employ or manage in the average season? Include 
owner operators. 

Number of workers 
Permanent workers (part-time and full-time) 
Seasonal workers under the RSE scheme 
Seasonal workers under the New Zealand Seasonal Worker Scheme 
Backpackers - Seasonal workers under other schemes (eg. WHS, VOC etc) 
Seasonal workers from Work and Income 
Locals and other casuals (seasonal workers and students) 

Please estimate how many workers of each type you employ per number of vines and / or hectares. 
Workers per x number of vines Workers per hectare 

Permanent workers / vines workers / ha 
Casual summer workers / vines workers / ha 
Casual winter workers / vines workers / ha 

6. How many casual workers do you need to fill one FTE in the following roles? 
Number of casual workers 

Winter-pruning etc 
Summer work 
Harvesting 
Vintage labour (winery) 
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17. 
Days Months Years 

NZ - Permanent 
NZ-Seasonal 
Overseas backpacker 
RSE worker 
NZ Jobseeker 

18. Con you estimate what percentage of your vineyard labour is done on piece rates? % 

19. Can you estimate your workers average hourly earnings on piece rates?  
RSE Worker $/ 
Casual workers $/ 

20. Do you use contract labour? Yes / No 

It yes, which contractor/s do you use? 

Which tasks do you use your contractor for? 
Tick For how many ha? 

Winter - pruning etc ha 
Summer work ha 

Harvesting ha 

Vintage labour (winery) 

SECTION D: RECRUITMENT AND RETENTION 

21. Rank the top three methods of recruitment that you find the most useful for securing your workers? 

Rank top three 1 = Most useful 

Casual walk-ups 

Direct recruitment / Use of recruitment agencies 

Wine Marlborough Seasonal Labour Coordinator 

RSE workers from Seasonal Solutions (RSE) service 

Casuals from Seasonal Solutions service 

Direct RSE - engaged by yourselves 

Online recruitment (Seek, Trade Me Jobs) 

Social Media (Facebook, Twitter etc) 

Work and Income NZ 

Advertising (e.g. newspaper) 

Previous year's workers returning 

Local Referrals 

Other (please specify) 
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22. Can you explain the challenges in finding employees with the right skills and attributes to fill your 
vacancies? 

23. What initiatives have you undertaken to attract more New Zealanders into jobs? 

24. What success have you had in securing permanent New Zealanders? 

25. What incentives do you currently offer staff to encourage retention? 
Prompt: piece rates, bonus, training, work gear to keep, provision of vehicle to use, special 
accommodation. 

26. What further incentives do you think could be utilised? (Prompt: Pastoral care) 

27. Do you think there is anything the Government can do to assist you to retain Jobseekers from Work and 
Income? 

28. Please indicate how the following factors have affected your ability to recruit or retain staff? 

Not affected 
at all 
(Tick) 

Somewhat 
affected 

(Tick) 

Affected 
(Tick) 

Significantly 
affected 

(Tick) 

Availability of transport □ □ □ □ 
Availabifify of childcare □ □ □ □ 
Work placement of spouses □ □ □ □ 
RSE Cap □ □ □ □ 
Availability of suitable 
accommodation □ □ □ □ 

Location of work □ □ □ □ 
language barriers □ □ □ □ 
Incorrect paperwork [IRD, Bank a/c □ □ a □ 
Lack of working holiday visa or VoC □ □ □ □ 
Finance (costs associated with 
hirinal 

□ □ □ □ 
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29. Have you found any solutions to these issues? Prompt; flexible working hours, providing transport 

SECTION E: VARIABILITY / PREDICTABILITY OF LABOUR 

30. In the season from July 2014 to June 2015 was the labour there when you needed it? 
Yes / No (Please Circle) 

If No, how many workers were you short in each month? 

t-
 

"''
-IK
 

J 
Ju

ly
 1

4 
 

J 

■"? 
D) O 
< Se

pt
 1

4 

O
ct
 1

4 

N
ov
 1

4 

D
ec
 1

4 

Ja
n 

15
 

Fe
b 

15 

M
ar
 1

5 

A
pr

il 
15

 

M
ay
 1

5 

Ju
ne
 1

5 

TO
TA

L 

Permanent 
workers short 
Casual 
workers short 

In which roles were you short? Managers/supervisors, viticulturists, vineyard workers, machinery operators 

SECTION F: PRODUCTIVITY 
31. On the scale of "Unproductive" to "Exceeded Expectations", please rate the productivity of each of the 

following groups; 

Unproductive 
(Tick) 

Met 
expectations 
some of the 

time 
(Tick) 

Met 
expectations 
most of the 

time 
(Tick) 

Exceeded 
expectations 
all of the time 

(Tick) 

Permanent workers □ □ □ □ 
Seasonal workers under the RSE 
scheme 

□ n □ □ 

Seasonal workers under the New 
Zealand Seasonal Worker Scheme □ □ □ □ 

Backpackers - Seasonal workers 
under other schemes □ □ □ □ 

Seasonal workers from Work and 
Income 

□ □ □ □ 

Local and other casuals (seasonal 
workers and students) 

□ □ □ □ 

32. What are the barriers to increasing your productivity? 

Tick 
Shortage of labour when required □ 
Lack of suitably trained staff □ 
Availability of suitable accommodation □ 
Availability of transport for staff □ 
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Availability of finance for purchasing equipment □ 
Shortage of nursery stock □ 
Underutilization of expensive capital investments due to seasonality □ 
lack of technical knowledge □ 
Other - please specify 

SECTION G: DEMAND FOR ACCOMMODATION 

33. Is there a shortage of worker accommodation in your area? 
Yes / No (Please circle) 

If yes, please describe the type of accommodation that is lacking eg. Houses, dorms, chalets 
campsites:  

34. By how many beds (in houses, dorm units or chalets) will your demand for worker accommodation 
increase or decrease each year over the next five years by sub region? 

2015/16 2016/17 2017/18 2018/19 2019/20 
Wairau (east of the Narrows) 
Wairau (west of the Narrows) 
Awatere, Blind River 
Grassmere, Flaxboume, 

SECTION H: SUPPLY OF ACCOMMODATION (FOR ACCOMMODATION PROVIDERS ONLY): 

35. How many beds of each type of accommodation do you provide? 
Number of Beds Location 

Backpacker house beds 

RSE certified accommodation beds 

Rental houses 

Onsite accommodation for permanent workers 

Campsite capacity (number of workers) 

Other types of accommodation - Please specify: 

Please also indicate what facilities you provide campers, e.g. ablution, kitchen: 

36. If you plan to change your bed numbers over the next 5 years then please indicate by how many 
+ or -) in each year, by sub region? 

2015/16 2016/17 2017/18 2018/19 2019/20 
Wairau (east of the Narrows) 
Wairau (west of the Narrows) 
Awatere, Blind River 
Grassmere, Flaxboume, 
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37, What other types of accommodation do your workers stay in (not provided by you) ? 

SECTION I: PASTORAL CARE (RSE EMPLOYERS AND CONTRACTORS ONLY) 

38. How many pastoral care workers do you employ per RSE worker?  

39. Describe the benefits to your business of the RSE Scheme? 

SECTION J; NEW ZEALAND SEASONAL WORKER SCHEME (CONTRACTORS ONLY) 

40. Did you employ workers under the pilot New Zealand Seasonal Worker Scheme? Yes / No 

41. Please describe your experience with the scheme 

42. Have you have any suggestions for improving the scheme? 

43, Do you think the NZSWS will be useful for filling gaps in the labour market? 
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Tara Druce: 021 216 6543 tara^druceconsulting.co.nz 

Martin Anderson: 021 575 575 sueandmartin(5)actrix.co.nz 


