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Introduction – Dedicated to making a difference

WHAT IS THE NZBCSD?

The New Zealand Business Council for

Sustainable Development (NZBCSD),

established in May 1999, is a coalition

of leading businesses. They are united

by a shared commitment to sustainable

development via the three pillars of

economic growth, environmental

protection and social progress. 

The NZBCSD is a partner organisation

to the World Business Council for

Sustainable Development (WBCSD).

The WBCSD is an alliance of 

150 international companies, from

more than 30 countries and

representing 20 major industrial

sectors. This partnership enables the

NZBCSD to benefit from the WBCSD’s

global network of 30 national and

regional business councils and partner

organisations, who have 700 business

leaders around the world. 

OUR MISSION

To provide business leadership as a

catalyst for change towards sustainable

development, and to promote 

eco-efficiency, innovation, and

responsible entrepreneurship.

OUR AIMS

Our objectives and strategic direction,

based on this mission are:

Business Leadership – To be the leading

business advocate on issues connected

with sustainable development;

Policy Development – To participate in

policy development in order to create 

a framework that allows business to

contribute effectively to sustainable

development;

Best Practice – To demonstrate business

progress in environmental and resource

management and corporate social

responsibility; and to share leading-

edge practices among our members;

Global Outreach – To contribute to 

a sustainable future for developing

nations and nations in transition.

Jo Hume, Operations Manager

Ph 09 488 7404

E-mail jo.hume@nzbcsd.org.nz

www.nzbcsd.org.nz

Contact
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Messages from 
New Zealand Leaders

In early 2003 we learnt that

skills shortages are limiting

the capacity of one-in-six

New Zealand businesses,

while one-in-ten young

people are out of work 

or training. 

Stephen Tindall,
Chairman, New Zealand
Business Council for
Sustainable Development
(NZBCSD) and founder
of The Warehouse

Messages from New Zealaand Leaders

Message from the
Chairman

February 2003 statistics show that 

the overall unemployment rate is

dropping. However, the proportion of

unemployed people under the age 

of 25 has increased to 42%.

Somehow we are allowing ourselves 

to miss out on the tremendous wealth

of energy, skills and perspective that

our young people can potentially

offer. NZBCSD was delighted to

partner with the Mayors Taskforce 

for Jobs to explore business's role 

in addressing this disconnect.

Six NZBCSD companies (City Care,

Fonterra, Holcim, Money Matters, 

The Warehouse and Urgent Couriers)

have worked with TMP Worldwide

Business Consulting Ltd. (Teesdale

Associates Ltd from 1 March 2003) to

identify ways to address youth

unemployment and at the same time

enhance their own performance. 

Thank you to all of them for their

insights, enthusiasm and above all, 

their action!

We have written this guide to share

our findings and demonstrate ‘why’ 

it can be a smart move for NZ

businesses to proactively address youth

employment and ‘how’ they might 

go about doing this.

We have found that the business case

for employing and/or training young

people is compelling, it includes:

■ Maintaining and developing the

skills required for growth

■ Getting fresh perspectives and ideas

■ Ensuring a sustainable, balanced

workforce 

■ Connecting with the future's diverse

markets and stakeholders 

■ Enhancing reputation as an

employer 

■ Growing customer and stakeholder

support.

I challenge all NZ businesses to think

about their own opportunities for

enabling the education and

employment of young people – 

the wins could be huge.

Stephen Tindall
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Garry Moore, 
Mayor of Christchurch
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Executive Summary

This was the comment of one of the

young women in a school focus group

run as part of preparing this guide. 

On the face of it this young lady is 

a success by both measures of the

purpose of this guide; she is in training

and she is employed. She is only 16

though. Will she remain in training or

employment until she is 25? The answer,

in fact, is that she is quite likely to wind

up on the dole for a considerable

amount of time. Her teacher will tell

you that her achievement at school is

suffering because of her part-time job,

and statistics tell us that despite being

highly motivated and having well

thought out plans for the future, 

many young people with poor

qualifications fall through the

employment and training cracks.

There is a great deal that business can

do to help. The Youth Employment

Project was the New Zealand Business

Council for Sustainable Development’s

premiere social initiative for 2002. 

The active participants in this project

were City Care, Fonterra, Holcim,

Money Matters, The Warehouse and

Urgent Couriers. As part of our

commitment to the bottom line of

social sustainability this project aims 

to make a difference in an area that

really matters to us all.

“I work 26 hours a week in a supermarket. The money I earn

pays for my school examination fees at the end of the year.

Dad drops me off at work and I catch a bus home. By the

end-of-the-week I’m pretty tired but my family couldn’t afford

it if I didn’t work.”

Chapter 1 – Executive Summary
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This guide is designed as a practical no

nonsense approach for business on the

‘why’ and ‘how’ of youth employment. 

■ We begin with the business case 

for tackling Youth Employment.This 

is the ‘why do we need to do

anything’ part. We approach this

issue from the macro perspective 

of the society and economy that 

we operate in, and also from the

micro perspective of the benefits

there can be to individual

businesses.

■ What can be done? This section

explores a selection of youth

training and employment

initiatives that are currently

underway, together with a number

of case studies, inspiring stories,

and new initiatives.

■ Finally we invite businesses to join 

us on the Youth Employment and

Training Journey. There are a wide

range of possibilities for effective

action that are open to business.

Included in this range are the

opportunities already identified in

the NZBCSD publication ‘Successful

Business and School Partnerships’.

Many of the initiatives identified in

that guide have a direct impact on

youth employment and training.

■ educated on the issues of youth

unemployment

■ motivated to accept the

challenge of youth employment

■ equipped with the necessary

tools and resources to take on

that challenge (or to know

where to go to find them.)

As you read though the
guide we trust that you
will become:
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20
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35

40

45

No Qualifications Bursary or Scholarship

Asian

European
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Ma- ori

■ 10,000 young New Zealanders 

leave school each year with little 

or no formal qualifications.

■ 1/4 of 15-24 year olds have 

no school qualifications.

THE QUALIFICATION SCENE
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Introducing the Industry Guide to Youth Employment

PURPOSE

The unemployment rate for young

people (aged 15-25) in New Zealand 

is more than double the unemployment

rate of the general population. 

High youth unemployment is not 

good for business, the economy, or 

the community.

In recognition of this, the NZBCSD has

established a Youth Employment

Project, in partnership with the Mayors

Taskforce for Jobs. The objective of this

project is to “Lead New Zealand

businesses in their role of ensuring

current employment or training for all

young New Zealanders by 2005”. 

The NZBCSD believes that business can

and should play a key role in addressing

youth unemployment. To do this, the

issue and potential solutions must be

well understood and communicated.

This guide aims to do this. It is designed

to inform and inspire, it is not intended

to be prescriptive. Every business is

different and they will have their own

ideas and opportunities for action.

TARGET GROUP

In tackling this issue the council has

identified a target group of youth who

are particularly at risk of not training 

or working in the years up to 2005. 

This group is made up of:

■ School leavers with little or no

school qualifications.

■ Sections of Māori and Pacifica

youth.

■ Youth who have been unemployed

or under-employed (i.e. wanting

more paid work than they currently

have) for longer than 6 months.

■ Youth with disability.

■ Youth who are disconnected from

access to appropriate training

opportunity owing to:

■ Entry pre-requisites.

■ Intergenerational 

unemployment.

■ Locality.

■ Unavailability of accessible 

training resources.

■ Cost and fear of student debt.

The programmes and case studies in

this guide are targeted at ensuring that

this group get their fair chance at a

bright and productive future, whilst

strengthening New Zealand business.

PREPARATION

In preparing this guide, The Business

Council was keen to use a knowledge

base that was as up to date as possible.

In order to achieve this we commissioned

original research. The research findings

have been used throughout the report

to illustrate the urgency of our task. 

The information was gathered from:

■ Desktop Research. This included 

a literature search of published books

and papers, government department

reports and research documents,

and media commentaries.

■ Schools’ Careers Advisors Survey.

An email survey of secondary school

careers advisors in June 2002.

■ Focus Groups. We held seven focus

groups, involving seventy-two

students, in a selection of six

Auckland secondary schools during

June 2002.

■ Interviews. Government, business,

and not-for-profit stakeholders in

the area of youth employment and

training have been interviewed and

made contributions during the

preparation of this guide.
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MOTU KINGI, VOLUNTEER WORKER,

PEOPLES CENTRE 

Motu Kingi is a typical young 

New Zealander. In 2002, however, 

he left school after only three weeks 

in year 13 without any substantial

school qualification. He complains that

at school the teachers were too stuck

up, there was too much mucking

around in class and there was too much

drug and alcohol abuse at school. 

Since he left school no-one from school

has chased him up to see how he is

doing. Fortunately for Motu he was

able to help out at the Auckland

Peoples Centre for the rest of 2002 as 

a volunteer receptionist. Motu turned 

18 late in 2002 and is now eligible 

to undertake a one-year Foundation

Course at Unitec, which he heard about

from another volunteer at the Peoples

Centre. Motu has been accepted for

the course which will cost $4,500 and

be paid for from a student loan. Motu

looks forward to “more freedom and

more focus” at Unitec. He is still not

sure what he’ll do after the course but

one thing is certain; Motu will have 

a student debt and still not much work

experience with which to impress 

a prospective employer. How many

businesses out there will give Motu 

that chance that he’ll need?

Motu Kingi, December 2002

An Unemployed View
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This represents huge social and

economic waste because unemployed

youth are:

■ Wasting the considerable

educational investment that has

already been made in them. 

In New Zealand it is an especially

worthwhile investment that has

been made. Results from the

OECD Programme for International

Student Assessment (PISA 2000) 

confirm beyond doubt that 

New Zealand students consistently

achieve in the top quartile of

OECD students for Maths, Science

and Reading, albeit with a diversity

of achievement between and

within schools. We have cause to

be proud of the education of our

young people. We must match it

with meaningful opportunities for

them to take advantage of their

education.

1. Statistics New Zealand. Note: Census figures are used
throughout to achieve consistent comparisons. 
The figures for unemployment considerably exceed 
registered unemployment and the household labour

force index owing in part to the questions asked, and
the time of year that the census is taken (March) when
many young people may be in transition from school 
to work or other training.

In 2000 the ILO (International Labour Organisation)

estimated international youth unemployment to be at least

70 million. This figure excludes the millions more who are

under-employed or who may be students with poor job

prospects at the end of their study. It is a staggering figure

made up in many countries of sustained youth

unemployment levels of between 15 and 20 per cent. 

In New Zealand the figure at the 2001 census was 17.6%,

accounting for 41% of total unemployment, representing

around 45,000 young New Zealanders.1

Chapter 2 – The Business Case

The Business case
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■ Not contributing to society

through taxation. Young

unemployed do not pay PAYE.

When they turn 18 that loss is

compounded by the payment 

of the unemployment benefit. 

A single unemployed beneficiary will

receive at least $131.13 per week. 

An 18-year-old in full-time

employment being paid at the

minimum wage would be paying

around $75.00/wk in PAYE. 

A conservative estimate of the net

effect of getting New Zealand Youth

off the dole and into work is a benefit

to the country of $400 million. 

■ Not spending and consuming as

strongly as those in employment. 

In addition to lost PAYE through 

the dole there is lost GST and

depressed economic growth. Young

people with less disposable income

are not consuming the economy’s

goods and services to the extent

that is healthy for them, and for 

the economy.

■ Not saving and building up the

financial reserves that will give

them choices in their future.

■ Not participating in society and

contributing as citizens in a

meaningful way. American research

shows that unemployment leads to

unhealthy disconnectedness from

society and the community. That is,

‘unhealthy’ in a very literal sense.

Unemployed young people are far

more likely to suffer from poor

mental and physical health than

their employed contemporaries.

They are more likely to be part of a

dysfunctional family situation and

are far less likely to contribute at all

to their community.

■ Far more likely to become

criminals. At one of the school

focus group sessions held during

research for this guide there was 

a young man who was clearly tightly

connected to a situation of multi-

generational unemployment.

He spoke without inhibition about

methods of augmenting benefit

income by fencing stolen property

in his community. Crime and

unemployment are often natural

bedfellows.

Recent groundbreaking research 

from Great Britain refers to the 

long-term cost to society of youth

unemployment. The report Estimating

the Cost of Being “Not in Education,

Employment or Training” at Age 16-182

(NEET), published in September 2002,

estimates the cost to Great Britain of

10,000 NEET youths over their lifetime

to be nearly £1 billion. There is no

reason to believe that the cost to 

New Zealand of NEET youth would be

any less, proportionately.

At the level of the individual business 

a range of additional matters come to

play which point to gains that can be

made by businesses when they develop

a strategic focus on youth employment:

■ Young people are the drivers of

new ideas in society; they always

have been. Visionary leaders in any

field usually accomplish the great

discoveries, innovations, and new

applications before they reach the

age of 25. The world, and the role

of knowledge in the world, is

changing quickly. Young employees

are every business’s window into 

a prosperous future.

■ A balanced workforce is a

productive and effective

workforce. Businesses that allow

themselves to age at the same rate

as their employees lose balance in

their workforce, and can often pay 

a hefty price later for regaining that

balance. Ensuring that there is

steady recruitment of young people

into a business is a guarantee of

long-term viability.

2. Social policy Research Unit, University of York, 
University of Hull © 2002.

“I am enjoying making money, it means 

I can now save for the future. I’m eating

better, now I eat 3 times a day instead 

of once or twice. I like what I am doing,

meeting good people and learning a lot.”

ISSAC RIKIHANA-GRAY, CITY CARE TRAINEE. 
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15-19 yrs

20-24 yrs

All other ages

YOUTH EMPLOYMENT YOUTH UNEMPLOYMENT

■ Unemployment amongst 15-24 year

olds was 17.6% at 2001 census.

■ This figure far exceeds the 7.5% rate

for general population

unemployment identified in the

2001 census.

■ Youth unemployment accounts for

42% of total unemployment.

■ 1 in 6 young New Zealanders are

unemployed.

■ Older employees rejuvenate and

stretch their performance in the

company of young employees.

One of the most consistent pieces 

of feedback from the Gateway

Programme (page 28) is about 

the positive effect of having

enthusiastic secondary school

students in the workplace. 

Their presence has been found 

to boost the morale and productivity

of the existing workforce.

■ Successful businesses operate 

in-step with the communities 

where they do business.

There are no communities where

youth is unimportant. Businesses

with a demonstrable connection 

to youth in their communities have

an edge on their competitors 

in winning in the future.

■ Young people are tomorrow’s

market. (And, for many of the 

high-value products and services 

of the twenty-first century, today’s

market). The youth market is

changing as society changes. 

By the middle of this century half

the young people in this country will

be Māori or Pacifica3. Is there a

business that exists that can afford

to be disconnected from such 

a huge slice of the future market?

■ Investing in the employment 

of young people is an investment

with the longest possible return

for an employer. Inevitably many

young employees will move on to

other employers, even other careers,

long before they have clocked up 

a gold watch with a particular

employer. There is no harm in that; 

it is a good thing. The younger the

age at which an employer begins

investing in the training and

development of an employee, the

longer the window of benefit, both

for that employer in particular, and

the economy in general.

■ Young workers are energetic and

hungry. They want to get on; they

want to forge careers. Recent

evidence gathered about the shortage

of some crucial skills to the economy,

often understates the case. The fact

that there are more fitters retiring

than being trained is easily identified.

That the fitters retiring are generally

putting in far fewer hours than their

younger workmates are willing to

work, is far less obvious. Young

workers are keen to do overtime,

and can maintain a high level of

productivity over extended hours.

It is not a question of whether your

business can afford to tackle youth

employment, rather, can you afford 

not to?

And finally, what sort of a country 

do we want to live in? Are we content

to see large numbers of our young

people excluded and wasted? Should

we allow so much talent to go to

waste in our ‘land of opportunity’? 

If, like us, you believe that our country

should be a place of opportunity 

for all, then please join our journey

to achieve ‘zero waste’ of 

New Zealanders. 

3. Statistics New Zealand.
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Case Studies

Each of the active participants from the Business Council 

on the Youth Employment Project have undertaken their

own particular initiatives in respect of tackling Youth

Employment. The Active Participants represent a wide range

of New Zealand Industry and their initiatives likewise cover

an exciting variety of youth oriented initiatives. 

The following case studies are inspiring

and practical. The experiences range

from a Fonterra Farm co-operative to 

a Warehouse Big Red Shed and from

cleaning streams in Manukau City with

Holcim Cement, to City Care attracting

youth back to trades, and from learning

about finance from Money Matters 

to learning to run a business with

Urgent Couriers.

There is no one-size-fits-all solution 

to youth employment and training. 

What is most significant about the

case studies is that they all involve

imaginative new ideas, and some 

of the schemes can be easily

replicated by other businesses.

The real impact of these case studies

though should be to illustrate what

can be achieved with a bit of

innovative thinking and commitment,

and then inspire other businesses and

organisations onto their own unique

youth employment journey.

Chapter 3 – Case Studies
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City Care

THE TRADES PATH TO SUCCESS

City Care is in the business of

construction, maintenance and

management of New Zealand’s

infrastructure and amenity assets. 

With operational bases in Auckland 

and Christchurch, City Care provides

contract services to local authorities and

other major assets owners. With diverse

operations including maintenance of

parks, water networks, buildings and

roads, work undertaken by City Care

ranges over many occupations, each of

which carries potential for training to

Level 4 on the NZQA framework, the

trades level. City Care employs 500 staff,

more than 80 of which are currently in

modern apprenticeship training.

Many of City Care’s existing apprentices

are older than 25. Conscious of the need

to train younger trades people to ensure

a replacement supply of skilled labour 

to the industries that City Care operates

in, CEO Richard Lauder was keen to

develop a scheme that could ease young

people into trades training. Richard was

not prepared to accept the tired and

often expressed refrain that ‘young

people do not want to work; you’ll never

find anyone to take up your scheme’.

Armed with evidence from the research

phase of this project that young people

do in general desperately want to work,

Richard set about hammering out a new

and flexible Work and Income supported

proposal of his own. In this case, Richard

sought to secure Work and Income

subsidy support to take on 20 young long-

term unemployed people and offer them:

■ 12 months paid employment 

and training cycling through 

8 occupational areas at City Care.

■ Training to a new Level 2 NZQA

certificate in a range of generic

trades skills, and including life skills

like teamwork, communication, time

management, first aid and remedial

literacy & numeracy.

■ Significant opportunities for personal

development.

■ Buddying with experienced Trades

qualified mentors for the twelve

month period.

■ The opportunity for at least twelve 

of the twenty to continue on to full

fledged apprenticeships with 

City Care at the end of the twelve

months.

■ Opportunities to continue

employment and training with

other Christchurch employers 

for those that City Care will not

retain themselves. City Care will

facilitate and assist with placement

to other employers.

Work and Income is assessing the

scheme’s success to see if it can be rolled

out to employer groups nationwide. 

The Contracting Industry Training

Organisation (CITO) has developed and

registered the new National Certificate 

in General Contracting Skills, and the

Amalgamated Workers Union of 

New Zealand (AWUNZ) is offering 

free employment support. 

The City Care scheme started in October

2002 and is expected to be repeated

annually with similar numbers. There 

is a cost to City Care for running a

programme of this sort, including the

appointment of a dedicated programme

manager, but as Richard Lauder observes

City Care benefits through the

opportunity to offer employment and

apprenticeships to all the trainees who

have proved themselves to be quality

employees. 

Above: City care Trainees, Day one, September 2002. 
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“There’s nothing to do (when you are unemployed), you don’t feel like you’re 

being productive....Things are happier at home now because now I’m doing

something worthwhile.”

BRUCE WILSON, CITY CARE TRAINEE

“I don’t feel good when I’m unemployed

because I don’t achieve anything during

the day....I’m in a routine now. I feel good

at the end of the day because I’ve

finished a job and have done it well. 

It’s very satisfying.”

MICHELLE MINHINNICK, CITY CARE TRAINEE

Michelle Minhinnick City Care Trainee. Bruce Wilson City Care Trainee.  

“City Care operates in industry sectors that are not regarded as attractive for school

leavers, and our industry has generally neglected training new staff during the 1990s.

As a result, many of our trades qualified staff are reaching the end of their working

careers, and we do not have enough younger staff in training to replace these skilled

workers. At the same time, NZ has an unacceptably large number of unemployed youth.  

Our pre-apprenticeship work skills programme has turned out to be an elegant solution

to address these problems. The 20 young people we have employed will work in a wide

range of trades for a year, receive training suitable for careers in any trade, and earn,

in addition to their weekly pay packet, a Level 2 National Certificate to validate the

skills gained.

The programme has been very successful for City Care. Staff morale and our public 

profile have improved, and we have 20 enthusiastic new staff members. I strongly

encourage other employers to take up this rewarding initiative.”

RICHARD LAUDER , CITY CARE 
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Fonterra

IT’S A FARMING LIFE FOR ME

Fonterra employs 20,000 people,

approximately 7,000 in NZ and 13,000

overseas. That makes Fonterra one of

New Zealand’s largest employers. When

the 40,000 workers employed on the

farms of the 13,000 New Zealand

farmer shareholders of Fonterra are

added, a substantial slice of the 

New Zealand economy and labour

market is covered.

As part of the Youth Employment

Project, Fonterra has surveyed farmers

via the net on farm employment. 

There was a positive and enthusiastic

response from 228 farmers. In summary

the survey revealed that ignorance of

farming in the wider community and

insensitivity to the needs of young

people by farmers are the twin enemies

of rural youth employment. Fonterra

believes that education is the answer:

Farmers need to become better

informed about the needs of young

people and what it means to be a

‘good employer’ of a young school

leaver. This will require: 

■ Developing an understanding and

respect for their needs. 

■ Providing them with time off and

on a more flexible basis.

■ Ensuring school leavers have a

positive and educational experience.

The youth and the public need to be

educated about farming as an exciting

and challenging career option because:

■ Farming is BIG business.

■ Farming requires intelligence and

commercial acumen.

Comments from Fonterra’s survey

illustrate the point:

■ “There is an obligation on the

employer to nurture staff at this

early stage of their career – it needs

to be fun and a positive

environment”.

■ “In my opinion some of the farming

advertisements leave a lot to be

desired. Some of them seem to

portray that farmers are obviously

uneducated and a bit stupid. 

The opposite is more correct.”

As part of its commitment to the Youth

Employment Project Fonterra is

developing a company-wide strategy 

to tackle community and farming

attitudes and to kill the idea that

farming is ‘a bit daggy’. Already at

Reporoa school they have made a start.

The Reporoa School Project involves

students living on a farm and

undertaking some of their school

curriculum study for unit standards 

on the farm. Farmers act as mentors.

The scheme is new but it is working

well. Students who achieve a Level 1

National qualification can move on 

to become employed on the farm 

and then continue their study towards 

a Level 2 qualification.

As is seen elsewhere in this guide, good

attitudes and relationships are the key

to success.

“On a farm, labour shortages can be a key constraint on productivity. It doesn’t

make sense to have farmers desperate for help while young people are desperate for

work. Our industry organisations are working to address this mis-match and improve

the value proposition of farming for young people. It is a great win-win.”

CRAIG NORGATE, CHIEF EXECUTIVE, FONTERRA CO-OPERATIVE GROUP 

“The diversity of Fonterra’s employees is an asset. The diversity of our people and

their ideas and skills allows us to make decisions that serve a broad spectrum of

customers in markets around the world. Our diversity enhances our ability to gain 

a competitive advantage in today’s global economy. Young people are a crucial part

of the mix for a successful business.”

GLEN PETERSEN, GROUP DIRECTOR HR, FONTERRA CO-OPERATIVE GROUP 
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FARMING – YOUNG FARM WORKER 

LOOKING FORWARD TO A CAREER

ON THE LAND…

Alicia (Lis) Kereru left school at 15 and

was at a loose end before going to a

careers evening with her grandfather. 

“He said I should look at dairy farming

but I’d never thought of that before. 

I don’t like being indoors and when I saw

it was all about the outdoors, animals

and motorbikes that was enough.”

Lis is now learning dairy farming

through the Agriculture Industry

Training Organisation’s (ITO) Modern

Apprenticeship scheme and full time

work on Russell and Kim Berquists’ dairy

farm in Dunsandel, Canterbury.

Russell says Lis is a great asset to the

farm and she works very hard for a 

17-year-old. “She’s one out of the bag

really and I wish a few of the boys

that age worked as hard. Lis is very

good with the animals and since

coming here has become a lot more

outgoing and confident.” 

Almost 12 months after starting the 

job Lis says she’s in farming for the long

haul and is ‘learning heaps’ under

Russell and Kim’s guidance.

“They’re awesome bosses,” she says. 

“I have to enjoy something to stay put

and I’m really enjoying it here. They

look after me really well… I want to

keep moving up and going as far 

in my training as I can. I’ll take as

much information as I can get.”

She likes the way the Modern

Apprenticeship scheme provides extra

help. Her Agriculture ITO Training

Adviser, Andrew Shepherd, is always

available to make sure she’s on the right

track and achieving goals and Russell 

is a boss who is keen to provide on the

job training.

When she has to take courses during 

the day Russell allows paid time off and

Lis repays him by putting in a bit of

extra effort.

“I’d like to stay with Russell and Kim 

for the whole three years of the 

apprenticeship because there aren’t

many bosses like them and I’m learning

a lot about milking, calving and all the

other jobs that have to be done.”

And what about getting up at 4.30am

every morning to milk?

“No problems. I must be enjoying it

because I’m still here,” she says

For more information about Agriculture ITO training
courses, call 0800 691 111 and speak to your local
Training Adviser or visit www.agricultureito.ac.nz

Alicia Kereru
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Holcim

ENVIRONMENT AND COMMUNITY;

THE HEART OF YOUTH TODAY

Holcim cement is a Swiss owned

business with 45 sites around 

New Zealand. The business is committed

to sustainable development

internationally and is active to this end

in all the countries where it operates.

Many of the jobs at Holcim’s sites in

New Zealand are low or semi-skilled

jobs involving a large proportion of

manual work. Because of this and the

locality of the plants, Holcim has found

that its workforce often has strong

networks in well-defined discreet

communities within the towns in which

they operate. Holcim is using this

knowledge to good effect in matching

youths from at risk target groups with

an experience that lifts their sights,

gives them some skills and confidence

for the future, and keeps them linked 

to their community.

In response to a request for sponsorship

by a local rugby league team,

management at Holcim’s Manukau

Quarry came up with a novel idea.

Instead of direct sponsorship, Holcim

offered to purchase goods and

equipment – tracksuits and playing

gear – in exchange for members of 

the team working alongside Holcim

employees at the plant and on an

environmental project to clean up a

stream adjacent to the quarry. Many 

of the employees at the Holcim plant

are part of the same community as the

young people from the league team.

They all know and trust each other. 

By working alongside experienced

quarry workers these young people

receive mentoring, are expected to

comply with all workplace rules like

signing in and out and being punctual,

and enjoy their role alongside their

older mentors in cleaning up the

environment.

“We find that direct engagement with our employees' community is much more

positive than simply handing over a cheque. Our employees value the chance 

to mentor young people from their own community, and these young people are

working with role models that they know and respect. This creates the sort of bond

that sees people looking out for each other well beyond the end of the work

experience. We are certain that the experience involves deep-seeded learning for 

these youngsters, that I am sure will inoculate them from future unemployment.”

REX WILLIAMS, MANAGING DIRECTOR, HOLCIM CEMENT 
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Left: Rodger Spiller. Right: Nalini Fernandez

Money Matters
OPPORTUNITY AND INSPIRATION

Money Matters, a leading personal

investment advisory firm, headed by 

Dr Rodger Spiller, offers mentoring and

work experience opportunities to

university students. This experience 

is invaluable as it enables them to

overcome the major challenge facing 

all youth – they can’t get a job without

experience but can’t get experience

without a job.

Nalini Fernandez, tells how working

with Money Matters enabled her to

identify her niche and obtain

employment. “Every week, while the

rest of my classmates rushed home 

(or to the pub) after University, I’d

enter the corporate world, feeling like 

a fish out of water. Nevertheless,  

I found people in the organisation to

be surprisingly helpful and while I was

given abundant guidance, I was also

given the opportunity to ‘feel my way

around’ and grow. I was given tasks

that challenged me but also received

encouragement that reinforced my

belief in my abilities. 

As my knowledge of the industry grew

so did my desire to learn more about

the subject, and after I finished my

BCom I went on to do my MCom and

then secured a marketing job with a

large financial organisation, Royal &

SunAlliance, where I am currently

employed. According to my employer,

it was my previous industry experience

(through Money Matters) combined

with the fact that through this I had

obviously demonstrated skill, ambition

and the ability to work effectively with

other people in an organisation, that put

me ahead of other graduates and

secured me the job!”

David Ring, a young Auckland

university student sums it up like this. 

“I find that working alongside people

who are experts and leaders in their

fields of work and who have genuine

passion for what they do has been an

inspirational and motivational

experience for me.”

David also highlights the importance 

of mentoring. “The generosity shown

by a well established member of the

business community to act as a mentor

has been a humbling and rewarding

experience and has also given me the

desire to look beyond myself and see

the rewards of doing what I can, where

I can for others. This I am sure will

remain with me throughout my career.”

Who knows how many jobs for young

people that sort of inspiration and

motivation could see David create

when he makes his own way in the

business world? For every young leader

and entrepreneur that is inspired to

create new business opportunities as

many as ten new jobs for young people

can be created alongside.

“Suddenly theories and principles I’d learned about in University seemed to make

sense as I worked on their application in the world of business. While my classmates’

learning was limited to the textbooks, I considered myself lucky to be able to apply

my knowledge to the real world.”

NALINI FERNANDEZ

"Investment in youth employment provides a virtuous cycle of benefits for youth, 

business, the economy and the community."

RODGER SPILLER, MANAGING DIRECTOR, MONEY MATTERS 
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The Warehouse

THE RED RAVE WAY

The Business Council has already been

a trailblazer for developing business to

school partnerships. In the context of

tackling youth employment, business

school relationships take on an even

sharper focus.

The Warehouse, with 78 ‘Big Red

Sheds’ around New Zealand, is taking

the concept of school relationships to 

a new level as part of its commitment

to the youth employment project.

The EDAL system (Enterprise

Development Alongside Learning refer

page 26) has already proved itself to

be one of the most effective ways in

New Zealand today to get businesses

and schools working together for their

mutual benefit. The Warehouse is

using the EDAL system already and

has 22 active partnerships with

schools. The plan now is to introduce

EDAL to all their 78 stores with a view

to achieving relationships with over

100 New Zealand schools. To achieve

this the Warehouse knows that you

have got to have commitment right

from the top. Warehouse founder

Steven Tindall is right there behind

the initiative and all store managers

will receive induction and training 

on the scheme by EDAL founder

Elizabeth Deuchrass as part of the

new project. 

To ensure that the project remains 

at the forefront of consciousness in

the Red Sheds, Elizabeth will be

producing a monthly newsletter called

the ‘Red Shirt Rave’. Because of the

significant size of this initiative 

The Warehouse expects over time to

develop their own unique process and

to encourage learning-through-

sharing between the stores ultimately

leading to a system of mentoring of

school relationships within the group. 

“Don’t think that working in The Warehouse isn’t good enough for work placement.

You learn more than you think.”

SENIOR STUDENT, TE KURA KAUPAPA O MA
-
ORI KAIKOHE

“The win-win’s that have come from relationships between our stores and local

schools have been rewarding and inspiring. Activities have varied from fashion

parades to waste recovery to statistical survey work. In every case each party has

come away with added value.”

GREG PAGET, REGIONAL MANAGER, THE WAREHOUSE LTD

“It’s great to give pupils these experiences they may otherwise not get. They are 

provided with an insight into future possibilities beyond school.”

KAREN BLUE, MATAURA SCHOOL
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“The Glenfield Primary kids helped us

with our Easter Display – the display

really came alive with their input 

and the work fitted into their art 

curriculum and lifted the school’s 

profile in the community”

SCOTT SHANNON, GLENFIELD STORE
MANAGER, THE WAREHOUSE LTD

“It is great for our students to have

the opportunity to display their work

off-site” 

TEACHER, GLENFIELD PRIMARY

“Everything that you do in the school

curriculum can be reinforced practically,

somewhere within a Red Shed.” 

WAYNE FOWLER, AREA MANAGER, 
THE WAREHOUSE

School students with poor academic

achievement at school are keen to

work, often have entrepreneurial

expectations or desires, and fear

unemployment. Many students see

‘doing a course’ when they leave

school as the obvious next step in

life’s journey. There is ignorance

about, and stigma associated with

apprenticeships.

When asked what qualities make 

for a good worker, focus group

participants identified:

■ Ambition

■ Communication skills

■ Confidence

■ Co-operative

■ Experience

■ Friendly

■ Good attendance

■ Good attitude

■ Good hygiene

■ Good presentation

■ Good self-esteem

■ Good training

■ Hard worker

■ Holds qualifications

■ Honesty

■ Interested in work

■ Language skills

■ Leadership skills

■ Listening skills

■ Loyal

■ Mental toughness

■ Motivated

■ No criminal record

■ Not scared

■ On-to-it

■ Passion

■ People skills

■ Persistent

■ Positive

■ Punctual

■ Reliable

■ Respectful

■ Responsible

■ Skilled

■ Smiling

■ Team player

■ Team worker

■ Well organised

■ Well prepared

Focus Groups
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Urgent Couriers

THE ENTREPRENEURIAL SPIRIT

Urgent Couriers is a point-to-point

courier service in the Auckland and

Wellington areas with 85 contractors

and 21 employees. They have been

operating since 1989 and are generally

recognised as leaders in the courier

industry. During 2002 Urgent Couriers

had problems finding a reliable source

of contractors to grow the business and

to replace those who were leaving.

Urgent Couriers identified a number 

of reasons for this decline in available

applicants. These included a drop in

overall unemployment, increased traffic

and consequent congestion, and

competitive pricing. Quite apart from

developing a range of strategies to

combat some of these issues, Urgent

was keen to find a way to attract young

people into an entrepreneurial

opportunity as a courier driver. 

The Urgent Courier fleet was at that

time made up entirely of contractors.

Urgent identified the capital cost 

of establishment as a barrier to many

young people becoming contract

drivers, especially if they were

unemployed. An extra barrier for taking

on registered unemployed people was

that since Urgent was not offering

‘employment’ but rather a contractors

relationship, that Work and Income

New Zealand were not able to offer an

employment subsidy. As is often the case

with innovative solutions, a more

imaginative and flexible application of

the rules was necessary. At a meeting

convened by project consultants TMP

Worldwide the right ingredients were

put into place and a proposal developed. 

The ‘Employment to Contracting’

scheme involves:

■ Work and Income identifying

suitable long-term young

unemployed candidates for

interview by Urgent Couriers.

Considerable pre-screening against

previously agreed criteria is

undertaken by Work and Income.

■ Urgent purchasing a vehicle for 

the candidate to use throughout the

cadetship period.

■ Urgent employing the candidates,

who all qualify for wages assistance

from Work and Income, for a period

of not less than 6 months on

$12.00/hr.

■ Urgent and the cadet agreeing to 

a ‘Transition Savings Plan’ to cover

the period from when the cadet

finishes employment until they

receive income as a contractor.

Urgent and the cadet will determine

a set amount to be deducted from

the cadet’s weekly wages and saved

by Urgent for this purpose.

■ Thorough and structured training

for candidates to equip them with

the necessary skills to run their own

small business.

■ Urgent organising and scheduling

the sitting of all of the requisite

licences.

■ Subject to the cadet successfully

achieving and meeting all

neccessary milestones throughout

the cadetship, Urgent will provide 

a fixed amount grant to the cadet,

of similar value to the wages

subsidy received, for the cadet to

use as a seed capital for a deposit

on the vehicle.

■ The young people involved then

become contract drivers in their

own right.

Urgent Couriers Managing Director

Steve Bonnici is confident about the

long-term benefits of his scheme. 

“Our experience is that even when we

lose courier drivers it is inevitably to

another career or entrepreneurial

activity. By working for us as a courier

driver these young employees learn the

skills of being a small business person. 

I haven’t heard of anyone leaving

Urgent and winding up on a benefit.”

By easing the way into self-contracting

Urgent is unlocking the entrepreneurial

spirit of young New Zealanders. 

And, they are giving hope to long-term

unemployed youth.

“Urgent is competing to recruit reliable contractors in an increasingly tight labour

market. Young people who work for us as contractors learn all about running a small

business in a safe, supportive environment. These skills provide a sound basis for

former drivers to move on to another career or other entrepreneurial activity. 

By easing young people’s way into sub-contracting, we are strengthening our

business and tapping into the entrepreneurial spirit of unemployed youth.”

STEVE BONNICI, MANAGING DIRECTOR, URGENT COURIERS  
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“The task of addressing youth employment in New Zealand today, for the 

betterment of tomorrow, is the social responsibility of all forward thinking 

and responsible companies.

Ensuring that young people are given the opportunity and encouragement 

to join the ranks of the workforce with the tools to train, develop and prosper 

gives us all the far-reaching benefits of a mentally and economically fit 

community.

Transfield Services stands firm behind the philosophy of recruiting apprentices, 

graduates and trainees with the intention of training, mentoring and succession

planning, and along with Taskforce, supports wholly the concept of developing

the youth of today into valuable, skilled members equipped for the workforce 

of tomorrow.”

TONY FISHER, GENERAL MANAGER, TRANSFIELD SERVICES (NEW ZEALAND) LIMITED 

DEPARTMENT OF LABOUR 

ADVICE TO EMPLOYERS HIRING

YOUNG PEOPLE.

Positive Employment Relationships

and Youth

In any job the expectations of both

parties need to be well understood 

at all times during the employment

relationship. The procedures in place 

for monitoring and ensuring that those

expectations are met need to be

explained. Young employees should 

be treated with respect; condescension

undermines good working relationships

Some practical matters include:

■ Being clear about what skills a

young employee is required to

bring to the job and which skills 

will be taught and nurtured. Make

sure that any new young employee

understands these things and record

the matters covered.

■ Regular reviews of performance 

can be built into the Employment

Agreement, and this is

recommended particularly in the

early days of the employment

relationship.

■ Actively “coach” young employees

so they can reasonably know what

is expected of them and receive

adequate training.

Sometimes, however, despite the best

efforts of both parties, things don’t work

out quite as planned. If an employee 

is not meeting expectations then this

needs to be raised with them to find out

why this is happening and how it can 

be remedied. This is then followed by 

an opportunity for the young employee

to improve. Keep a record of these

discussions as it is sometimes the case

that improvement will not occur and the

employment relationship may need to

come to an end.

Ensuring that young people have a

positive employment experience will

help the employment relationship

flourish, ensure the development of

good work ethics and save your business

time and money in the long term.

Transfield Services joined the Youth

Employment project in late 2002 

and, like other NZBCSD companies,

they will be using the experiences of 

the 6 pioneering participants to develop

their own youth employment program.

Transfield Services
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IF WE FIND THEM WE CAN 

HELP THEM

Activists in the youth employment field

frequently point to the lack of reliable

information available on what happens

to at-risk young people between leaving

school and turning 18. Debbie Mohr 

at the Auckland Central Peoples Centre

explains why. “Young people don’t see

any point in registering with Work and

Income until they are 18. They are often

suspicious of authority and, since they

don’t qualify for the unemployment

benefit until the age of 18, they avoid

the hassle of being tied up with

government departments until then.

If a young person isn’t in a job or

training by the time they are 18, they

may have developed many of the bad

Aspirations and Destinations Project
The raw statistics on youth unemployment and the low levels

of qualifications amongst some school leavers tell us about

what these young people are not doing. It also tells 

us about the opportunities they aren’t getting. What the

statistics don’t reveal is anything about what these young

people are actually doing with their lives. Information on

what young people, who are estranged from work and

training, are doing is crucial to designing effective approaches

to re-integrating them into the labour market. The Aspirations

and Destinations Project seeks to find out what young people

intend to do when they leave school, and compares that to

what they actually wind up doing.

Chapter 4 – Programmes and Schemes      

Programmes and Schemes
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habits of unemployablity; sleeping in,

lack of motivation, hours on the

playstation. I just wish we could help

them earlier.” 

If we are going to help them earlier 

we need to know where they are and

what they are doing. The Destinations

and Tracking Pilot was a programme

undertaken by Career Services, in

partnership with Skill NZ. It was set up

to tackle this problem. The programme

was conducted among students from

eight Christchurch and four Porirua

schools. Aspirations data was collected

from nearly 2,500 students in Term 4 

of 2001 by self-completion paper

questionnaire and 90% of those

students were successfully followed 

up by telephone in February/March

2002. The data collected corroborates

strongly the findings of our own research

focus groups. Amongst the key findings

it was noted that:

■ Only 9% of students were unsure 

of their intentions for 2002 in their

response to the first questionnaire.

Most students have a plan for the

future.

■ Overall 18% of these students had

changed their mind by the time 

of the follow up in February/March

with this figure rising to 35% for

year 13 (seventh form) students.

Most of these students had made

other plans and still had strongly

formed intentions about what they

were going to do in 2002.

An obvious question arises. If school

leavers have such clear well-formed

intentions for their future between 

the end of the school year and the

beginning of the next, where do the

one-in-six unemployed young 

New Zealanders come from?

The project has been extended to

include Manukau City in 2003. Clearly

too there is a strongly identified need

to conduct a longer-term qualitative

based survey in this area. At some time

further removed from school than just

one-or-two months ‘the wheels fall off’

for many of our young people. It is

crucial for planners and policy makers

that we find out when and why.

For further information contact:
Judith Backhouse, Career Services, 04 801 5177
www.careers.govt.nz

Most students leave school with

clear plans to work or train. 

The extent of youth unemployment

however suggests that many of

these young people subsequently

‘fall off the rails’ and their fall is

often not noticed or tracked by 

state agencies. Schools have a very

superficial relationship to the

business community but are

invariably keen to enhance or create

that relationship. However, there is

not much ‘walking the talk’ on

school/business relationships.

Comments from Careers Advisors

about why youth don’t get jobs:

■ All employers want an ‘academic’

■ Employer reluctance to hire

young people

■ Family Problems

■ Fewer unskilled jobs available

■ Globalisation 

■ Health and Safety Legislation

■ High company taxes

■ Lack of local jobs

■ Lack of motivation

■ Lack of Role Models

■ Low Skills and Qualifications

■ Low youth rates (causing

employment disillusionment)

■ Not enough jobs

■ Parental Indifference

■ Pot Smoking

Careers Advisors Survey
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EDAL – Business / School Relationships

THE YOUNGER YOU GET THEM,

THE BETTER THEIR CHANCES

EDAL (Enterprise Development

Alongside Learning) is the brainchild 

of social entrepreneur Elizabeth

Deuchrass. She now facilitates this

process nationwide wherever she 

can find the embryo of a willing

relationship. With her years of

experience in the school and business

sector Elizabeth has developed a

proven six-step approach to

establishing school relationships. 

(See table 1)

It is a customized version of this

process that The Warehouse Ltd are

proceeding to roll out. (Case study 

page 20) 

Elizabeth cites numerous examples of

benefits to business from developing

school relationships. From the media

studies students of a secondary school

taking on the development and

production of a regular newsletter for 

a small engineering firm, to technology

students developing resources that help

reduce occupational overuse syndrome,

examples abound of businesses directly

benefiting from their association with

schools. Of greater import to this

project is the boost to a young person’s

capacity to participate meaningfully in

the labour market as a result of a solid

long-term relationship with business.

Elizabeth points out that school

relationships are not just about senior

students soon to enter the workforce.

“Younger students down to the level 

of primary school benefit if their school

has a formal relationship with business.

It is a business world out there. The

sooner that young people are exposed

to the business environment, become

familiar with businesspeople, and come

to understand what life outside of

school is like the more likely they are 

to adapt to ‘real life’ when they leave

school.” And what is in this for

business? A commitment to young

people at the earliest possible stage 

is the most long-term investment that

can be made. Quite apart from

profiling your business in tomorrow’s

market you are linking your business 

to arguably the most extensive network

available in any community. The

parents, teachers and relations, that

you secure access to through a

relationship with a school are without

match as a network into the community

where you operate. You don’t have 

to have gone to Harvard to appreciate

the business opportunities that arise

from that.

For further information contact: Elizabeth Deuchrass
027 242 2684, email elizd@es.co.nz

Stage 1 Introduction Stage 4 Project Teams

The Partnership Concept Inductions, Communication Avenues, Activity Planning

Stage 2 Nuts and Bolts of Partnership Stage 5 Activity Implementation

The Tools to make it Happen Tasks, Responsibilities and Guidelines Trialed 

Stage 3 Familiarisation Stage 6 Review and Future Planning

Site Tours and Needs Analysis Outcomes Measured, Successes Documented

TABLE 1. SIX-STEP APPROACH TO ESTABLISHING SCHOOL RELATIONSHIPS.

Elizabeth Deuchress (EDAL)
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First Foundation (FF)

WORK, STUDY AND SCHOLARSHIP

Like launchpad (see page 29) 

FF involves working and studying. 

With FF however participating

companies support a student in 

full-time tertiary study. Students who

display ability – at least a B average in

their studies – but who are likely to be

held back from further academic pursuit

by financial limitations are selected in

year 12 (sixth form) by the FF and the

participating companies for participation

in the scheme. An FF scholarship

features:

■ The requirement on recipients to

work part-time or during holidays

for the participating company.

■ A mentor throughout the tenure 

of the scholarship.

■ A ‘tertiary account’ into which the

recipient must make regular

contribution and which is topped

up by the sponsoring company to

pay each year for tertiary tuition fees.

FF aim to have 120 students on the

scheme by 2007. Claire Stewart,

executive director of the foundation

reports considerable success with the

scheme to date. “I know that these

students are not part of the most ‘at

risk’ group as identified in the Youth

Employment Project,” she remarks,

“but I do know that many of our

scholarship recipients would not have

reached their full potential without the

help of FF.” For every young person

who is denied their full potential there

is a knock-on effect down the chain

that ultimately disadvantages other

young people too. FF is a targeted

programme which suits many employers

of any size. Claire also points out that

an FF scholarship is a great way to start

a relationship with a local school that

can lead on to so many other business

opportunities.

For further information contact:
Claire Stewart 027 4901 058, www.ffp.org.nz
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Gateway

LET’S MAKE SURE THAT GATE 

IS OPEN

Gateway is a government initiative

designed to give year 11 to 13

secondary school students opportunities

to undertake part of their course of

study in selected workplaces. That may

not sound so very revolutionary. After

all school students have been touring

through local factories and workplaces

since time immemorial. What is

noteworthy about Gateway is that

students in the participating workplaces

are learning and being assessed against

national unit standards on the National

Qualifications Framework. The work

they do is important, systematically

planned, supported back in the

classroom, and is indispensable to

achieving the enrolled unit-standards.

As its name suggests, the scheme offers

students a gateway to the workplace.

The flexibility of the scheme is very

popular amongst schools and

employers alike. In some situations

students go into the workplace one

day-a-week, and in others they may go

in fortnightly or three-weekly blocks, or

even in a six-week block. Some schools

and employers use the scheme to

identify a good match between

students and employer, with a view to

the student being taken on permanently

by the employer upon completion of

the course. Many students have gone

on to pursue Modern Apprenticeships

in various industries, and others have

seen their workplace training continue

under industry training agreements. 

Other schools use the Gateway

experience to encourage their students

to undertake further training that they

might otherwise not have been ready

or qualified for, or willing to undertake. 

A number of Gateway students have

been able to use qualifications achieved

through Gateway as entrance to

University courses that would not have

been open to them on the basis of their

achievement in Sixth Form Certificate

or Bursary.

Gateway ran as a pilot in 24 schools in

2002 and the government is committed

to having the scheme available and

funded for all decile 1 to 5 school’s by

2007. This will provide gateway

opportunities for some 12,000 students.

There is a tremendous opportunity here

for business to get involved. The

interim evaluations of the pilot schools

have indicated enormous support for

the scheme from participating employers

and some notable direct benefits for

those employers. Quite apart from the

opportunity to partner with local

schools and to assess possible future

employees in a controlled workplace

setting, employers reported benefits

arising from the impact on existing

older employees from having these

students in the workplace. Morale

tended to improve. There were

opportunities for existing staff to

mentor and teach job commitment.

There will be 63 schools participating in

Gateway in 2003. Gateway learners will

be able to credit their unit standards

towards their NCEA qualification. 

For further information please contact: 
Stephen Faitai on 0800 TECCALL
or at www.tec.govt.nz

“At the operating level, older staff are sometimes reluctant to train new staff for fear

of losing their jobs. However, there is enthusiasm for training these young ones. 

The youthful enthusiasm that the students bring along on Tuesday and Thursdays

somehow lifts the spirit on the factory floor.”

PARTICIPATING COMPANY TRAINING MANAGER
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launchpad
THE OFFICE JUNIOR MAKES 

A COME BACK

Formed in December 2000 and

operating in Dunedin, Christchurch,

Nelson, Wellington, Tauranga and

Rotorua, launchpad provides school

leavers with a practical supported

pathway from school to work. 

launchpad offers school leavers 

entry-level office administration and

financial services opportunities with the

chance to achieve a Level 3 certificate

in Business Administration. Key features 

of launchpad include:

■ Selection and recruitment of

scholarship candidates.

■ One year of full-time employment

paid by the employer.

■ Supported part-time tertiary study.

■ Industry-specific work-based

training.

■ Provision of the launchpad

workbook.

■ Post-placement support throughout

the scholarship year.

■ Guidance and support from staff

and employers.

■ Support with future career

directions.

Employers involved with launchpad

report improved overall workplace

productivity. And, the screening and

support offered by launchpad to these

young employees ensures that they

themselves quickly become productive

members of the team at work. 

The pendulum has begun to swing back

towards ‘office juniors’. It doesn’t make

sense to have highly skilled, highly paid

older employees doing the basic clerical

work that young people can so easily

pick up and learn from. Jo Wolfreys,

Director of launchpad points out that

the hugely successful outcomes for

graduates proves how critical this first

year out of school is in shaping future

careers and developing skilled workers.

‘Employers offer more than just work 

by participating in launchpad; it is an

opportunity to increase social skills,

shape work ethics and mature as a

person. Generally, at the end of the 

12 months, scholarship graduates move

into new positions and companies select

a new scolarship recipient. Some

companies keep these young people on

and often promote them but they are

encouraged to take on another

candidate to ensure the opportunity

remains open each year to the next

group of school leavers. The scheme is 

a great success and employers invariably

find being involved very rewarding for

them and their business.”

For further information contact:
Jo Woolfreys, 021 467 744, www.launchpad.org.nz

launchpad is a great organisation to get involved with after leaving school. It gave

me the opportunity to learn new life skills, extend my customer service background

and a chance to start my career with Westpac Banking Corporation. launchpad is 

an excellent support system making sure you’re achieving with studies and also happy 

in the workplace. I extend my appreciation to launchpad as their help and involvement

has got me to where I am today – a teller training for customer support.”

NATIA MASINA

Top: Nathan Lines (center) with fellow Cuningham
Taylor launchpad recipients (from left to right) Vanessa
Whittaker, Emily Banfield and Practice Manager, Beryl
Hamilton. Above: Natia Masina

"The scholarship programme has provided a ‘stepping-stone’ for me for the transition

from High School to tertiary education. 

I have always planned to continue to a University qualification and the scholarship

programme has allowed me to take a constructive period to consider which area 

f education I wish to continue my studies without leaving the educational environ-

ment which could cause a loss of motivation to study.

It has also given me an insight into the way a legal office works which has helped 

me come to my decision to study law at university."

NATHAN LINES
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Modern Apprenticeships/On-job Industry Training

THE OLD AND THE NEW, A RECIPE

FOR SUCCESS

Employers in all industries currently

decry the shortage of skilled labour in 

a wide range of fields and occupations.

The Modern Apprenticeships scheme 

is a government initiative administered

by Skill New Zealand (since 1 January

2003, the Tertiary Education

Commission) that is designed to stem

the tide of skill decline. ‘Modern’ refers

to the unit-standard based nature of

the training and to the extension of the

scheme to a number of industries that

did not traditionally use apprentices. 

Modern Apprenticeships are designed

for young people aged 16 to 21 years.

Unlike the ‘time-served’ basis of the

apprenticeships of old, Modern

Apprenticeships lead to a national

qualification at levels 3 and/or 4 on the

National Qualifications Framework.

Generally, apprenticeships still last three

or four years but the new system

ensures a flexible approach to learning

is possible.

The distinctive features of Modern

Apprenticeships include:

■ The use of a Modern

Apprenticeships Co-ordinator 

to support the young person and

his/her employer during the

apprenticeship to ensure the

successful completion of National

Certificates. 

■ Training that is shaped to meet the

needs of individual Modern

Apprentices through the use of 

an Individual Training Plan. 

■ Training that includes both

industry-specific and generic skills.

Such generic skills are referred to as 

‘key skills’ and include such skills 

as communication, numeracy and

information technology.

The numbers of Modern

Apprenticeships have grown rapidly

since its introduction in July 2000. 

The 2002 Budget committed an extra

$41 million to Modern Apprenticeships

over the next four years. This will

enable the number of Modern

Apprenticeships to more than double

to 6,000 apprentices in training at any

one time by December 2003. 

The structured training for Modern

Apprenticeships is arranged by ITOs

(Industry Training Organisations) and

ITOs can be contacted through Skill

New Zealand/TEC. Modern

Apprenticeships are now available in 

27 different industries, including

traditional trades, such as building and

construction, baking, and engineering,

and non-traditional trades such as

tourism, hospitality and retail. Skill

NZ/TEC can also put you in touch 

with apprenticeship trusts around 

New Zealand who can, if you wish,

take-over the selection and screening 

of apprentices, and ongoing financial

and employment administration.

For more information visit:
www.skillnz.govt.nz/modernapprents/Index.htm

Anthony Skipper, City Care Trainee
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THE RIGHT SKILLS FOR THE 

RIGHT JOB

Often an employer needs an employee

to have skills above-and-beyond those

achieved at school, but not to the level

of the Trades. Industry Training

arranged by ITOs and administered by

Skill NZ/TEC can be ideal for filling this

skills gap, enhancing the employment

security of young workers, and

delivering a national qualification to

Levels 1, 2 or 3 on the National

Qualifications framework.

Industry Training has been developed

by industry to give the workforce the

skills and knowledge that will give 

New Zealand a competitive edge. 

It is designed to be convenient and

cost-effective. There are currently over

80,000 industry trainees.

How does Industry Training work? 

Skill standards and qualifications 

have been developed by ITOs and

have been registered on the 

National Qualifications Framework. 

Staff can be trained on the job – 

and assessed by a registered assessor –

or trained off-site by a registered

training provider such as a Polytechnic

or private training establishment. 

On the job training can take a number

of forms. Sometimes the learning is

self-paced, sometimes the training is

carried out by an experienced staff

member or an external trainer. Some

businesses run formal training sessions,

others train staff on the job. Often the

ITO will have published training

resources and guides.

In the manufacturing industries for

instance the relevant ITOs all administer

modern, relevant and useful

qualifications, and offer advice on

training delivery. Skills covered in 

a typical Level 1 or 2 manufacturing

qualification include:

■ line-process

■ material handling

■ use and care of tools

■ health and safety

■ teamwork

■ weighing and measuring

■ workplace communication

■ employment relations

■ quality systems

■ engineering

The ITO that is relevant to your

business is contactable through 

Skill NZ/TEC on their web-site at

www.skillnz.govt.nz or www.tec.govt.nz

Anthony Skipper, City Care Trainee

“I now have more opportunities and things that I can do. I like being able to say that

I deserve things now after a hards days work. I have more money to play with – 

it’s at least double the benefit!”

ANTHONY SKIPPER, CITY CARE TRAINEE
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TMP Workchoice Trust

A DAY IN THE LIFE OF A YOUNG

PERSON’S FUTURE

The Workchoice Trust was formed in

1994 with the purpose of providing 

a much-needed link between the

business community and schools. 

The Trust initiates a variety of

programmes, which are designed to

stimulate students’ thinking about

careers through active contact with

organisations and their staff. 

The Objectives include:

■ Developing, managing and

supporting education and

employment related programmes

which in particular benefit students

and those entering the workforce.

■ The promotion of career-orientated

programmes to employers.

■ The support of students, especially

in relation to post secondary and

career-orientated training.

■ Utilising the resources and support

of employers and to act as a

catalyst to bring together

employers, schools and most

importantly, students.

■ Seeking the support of employers

and educational organisations to

achieve these objectives.

■ Supporting others involved in

programmes which meet these

overall objectives and are of benefit

to the community of New Zealand.

All funds raised through the individual

company contributions and key

sponsor support are paid to the Trust

and are used exclusively to cover the

costs associated with running the

Workchoice Programmes. The

Workchoice Trust is funded fully by 

the business community.

THE WORKCHOICE DAY

The largest national event for the trust

is The Workchoice Day, which is

supported by over 400 companies and

9,000 year 12 (6th Form) students

across Auckland, Wellington and

Christchurch each year. The TMP

Workchoice Team undertakes the overall

administration for the day including 

co-ordinating the visits of approximately

20 students to employer organisations.

They also provide specially designed

resource material for companies on

planning their day, individual

participating kits for each student and

hold workshops prior to the day.

For more information visit:
http://nz.tmp.com/marketknowledge/tmpworkchoiceday.asp
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Waipareira Trust

DISCRIMINATION THAT WORKS

Waipareira trust is a west Auckland

based trust dedicated to furthering 

the Economic, Social and Community

Development of urban Ma-ori. The

trust’s activities include provision of

education, primary health, and other

social services to Ma-ori from all iwi 

in the urban context. It also provides 

pre-employment services to young 

Ma-ori to equip them better to tackle

the labour market. It is very successful

at what it does, many young Ma-ori

have had opportunities opened up for

them that would not have been there

but for the support and nurturing of

the trust. In addition to that, the trust

takes a strong political position on

tackling Ma-ori youth unemployment.

Some years ago the trust was successful

in becoming the major shareholder/

investor in the Westgate shopping

development at the end of Auckland’s

western motorway. From that position

Waipareira was completely committed

to ensuring that the Westgate

development would benefit young 

Ma-ori with opportunities for high-

quality employment. To achieve this,

the trust created what Diane Tuari from

the trust describes as a ‘Ma-ori Labour

Market’. Effectively acting as a

recruitment and development agency

for young Ma-ori, the trust was able to

fill over half the new jobs at Westgate

with Ma-ori. They were able to do this

because of the key business relationship

that they had with the agency.

“Nothing prevents other businesses

doing the same,” says Diane Tuari. 

As a single initiative that directly targets

the disproportionate level of Ma-ori

youth unemployment, the Westgate

initiative takes some beating. “Those

young people stand ten-foot tall in

those jobs” Dianne will tell you, 

“and, they’ve held onto them and gone

on to be promoted. We’re proud of our

young people for doing so well.”

For more information contact:
Dianne Tuari 025 685 2266, www.wai-trust.co.nz
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Unemployment rates for Young People by Ethnicity, 1996 

Source: Statistics New Zealand, Census of Population and Dwellings, 1996

DEMOGRAPHIC TRENDS

■ New Zealand’s Pacific peoples

population is growing three times

faster than the national average.

■ The median age of the Pacific Island

community is 20 years compared to

32 years in the general community.

■ Youth population is currently 21%

of total. This is expected to drop to

15% in 2051.

■ Skill and Attitude are possible factors

affecting youth employment

opportunities in nontraditional

industries.

Source: Statistics New Zealand
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UNDERSTANDING THE CAUSES OF

YOUTH UNEMPLOYMENT

There is a strong correlation between

youth unemployment, poor school

achievement, and low socio-economic

circumstance.

The range of jobs within which young

people predominantly work is narrow,

and usually in the service, retail and

recreational sectors.

Unemployment of parents and other

family members increases the likelihood

of unemployment for a young person.

Student debt arising because of student

loans is becoming an escalating barrier

to further training. Increasingly young

workers have to work part-time to

survive and pay tuition fees. Often this

work is detrimental to their study.

UNDERSTANDING THE 

NEW ZEALAND CONTEXT

There are numerous state agency driven

schemes to tackle youth unemployment.

Their effectiveness is increasing and

many are in the midst of review.

There is a hole in the tracking and

assisting of youth between leaving

school at 16-years-old and turning 

18 when they may register with 

Work and Income New Zealand.

Youth from the Ma-ori and Pacific Island

communities are disproportionately

over-represented in the ranks of youth

unemployment and there is evidence

that a culturally specific approach to

this unemployment is beneficial.

Evidence from overseas and anecdotal

evidence from New Zealand suggests

that some employers consciously

discriminate against hiring young

inexperienced workers.

Summary Comments 
From the Research

Chapter 5 – Summary Comments
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Join the Youth Employment Journey

STEP FIVE
Review/Report. In consultation with the stakeholders establish a commitment to review
the initiative over a realistic timeframe against the agreed milestones. Report the success
(or otherwise) of the initiative to the business.

STEP ONE
Analyse the current status of ‘youth’ in respect of your business.
• The importance of including young people in your business (connection to markets, 

succession planning, avoiding future skills shortages, connection to the community etc.)
• Number of 16 to 25 year olds employed by the business.
• Training opportunities within the business.
• Relationships with the education community.

STEP TWO
Decide within the business on what sort of youth employment and/or training initiative you
would like to become involved with. For example:
• Set and report against internal youth employment targets.
• Develop and implement internal ITO-based training programmes.
• Get involved in a Mentoring Programme.
• Develop a school partnership
• Directly sponsor training courses and/or equipment with third party education providers.
• Initiate company Scholarships/Competitions/Awards for young school leavers.
• Support young entrepreneurs.

STEP THREE
Register on the Youth Employment Journey on the NZBCSD website,
www.nzbcsd.org.nz/youthemployment

STEP FOUR
Set a specific timeframe and targets for the initiative. Establish the stakeholders for the
initiative within the company and ensure that there are lines of accountability established.
Make sure that personnel are identified and responsible for monitoring phases and
milestones in the project.
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Chapter 5 – Resources and Link

Resources and Links

PHYSICAL ADDRESS MAILING ADDRESS PHONE AND FAX EMAIL AND WEB

New Zealand Business Council for Sustainable Development (NZBCSD)

PO Box 1665 Phone: + 64 9 488 7404 email: office@nzbcsd.org.nz

Auckland Fax: + 64 9 488 7405 www.nzbcsd.org.nz/youthemployment

Work and Income for general enquiries about any Work and Income service call 0800 559 009

National Office

Level 8 PO Box 12-136 Phone: +64 4 916 3300 email: info@winz.govt.nz

Bowen State Building Wellington Fax: +64 4 918 0099 www.workandincome.govt.nz

Bowen Street

Wellington

Tertiary Education Commission Te Amorangi Matauranga Matua

44 The Terrace PO Box 27-048 Phone: + 64 4 462 5200 email: info@tec.govt.nz

Wellington Wellington Fax: + 64 4 462 5400 www.tec.govt.nz

New Zealand

Department of Labour

PO Box  3705 Phone: + 64 4 915 4400 email: info@dol.govt.nz

Wellington Fax: + 64 4 915 4015 www.dol.govt.nz

New Zealand

Ministry of Education

National Office P O Box 1666 Phone: + 64 4 463 8000 email: communications@minedu.govt.nz

45-47 Pipitea Street Thorndon fax: + 64 4 463 8001 www.minedu.govt.nz

Thorndon Wellington

Wellington

Career Services

Level 4 P O Box 9446 Phone: + 64 4 801 5177 email: kiwicareers@govt.nz

CMC Building Wellington Fax: + 64 4 801 5745 www.kiwicareers.govt.nz

89 Courtenay Place

OTHER USEFUL WEBSITES

International Labour Organisation www.ilo.org

The Jobs Letter/Mayors Taskforce for Jobs www.jobsletter.org.nz

Government www.beehive.govt.nz
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PO Box 1665

Shortland Street

Auckland

Ph 64 09 488 7404

Fax 64 09 488 7405

E-mail office@nzbcsd.org.nz

www.nzbcsd.org.nz
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