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PREFACE
This report has been prepared for ATEED by Patrick McVeigh, Nicky Jones and Sam Ponniah from
MartinJenkins (Martin, Jenkins & Associates Limited). MartinJenkins advises clients in public, private
and not-for-profit sectors. Our work in the public sector spans a wide range of central and local
government agencies. We provide advice and support to clients in the following areas:
•

public policy

•

evaluation and research

•

strategy and investment

•

performance improvement and monitoring

•

business improvement

•

organisational improvement

•

employment relations

•

economic development

•

financial and economic analysis.

We aim to provide an integrated and comprehensive response to client needs – connecting our skill
sets and applying fresh thinking to lift performance.
MartinJenkins is a privately-owned New Zealand limited liability company. We have offices in
Wellington and Auckland. The company was established in 1993 and is governed by a Board made up
of executive directors Kevin Jenkins, Michael Mills, Nick Davis, Allana Coulon and Richard Tait, plus
independent director Sophia Gunn and chair Hilary Poole.

Disclaimer
This Report has been prepared solely for the purposes stated herein and should not be relied upon for
any other purpose. To the fullest extent permitted by law, we accept no duty of care to any third party
in connection with the provision of this Report. We accept no liability of any kind to any third party and
disclaim all responsibility for the consequences of any third party acting or refraining to act in reliance
on the Report.
We have not been required, or sought, to independently verify the accuracy of information provided to
us. Accordingly, we express no opinion on the reliability, accuracy, or completeness of the information
provided to us and upon which we have relied.
The statements and opinions expressed herein have been made in good faith, and on the basis that
all information relied upon is true and accurate in all material respects, and not misleading by reason
of omission or otherwise. We reserve the right, but will be under no obligation, to review or amend this
Report if any additional information, which was in existence on the date of this Report, was not
brought to our attention, or subsequently comes to light.
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EXECUTIVE SUMMARY
Context
Auckland, like all economies, faces the prospect of disruption as a result of changing population
demographics, emerging technologies and societal norms that have the potential to reshape the future
of work. These changes may be felt in the mix of the city’s industries, in the changing structure of
occupations and the skills needed for success. These changes will also create risks and opportunities
for business, workers and communities. How quickly these impacts will affect Auckland will vary by
industry, with some of Auckland’s industries already having to respond to the forces of change, while
others have yet to experience the need for change.

Forces of change
There is a significant body of work globally and in New Zealand that seeks to better understand the
forces of change and the potential impacts of the future of work. The Future of Work Forum (a tripartite
forum made up of the New Zealand Government, Business New Zealand and the New Zealand
Council of Trade Unions) has commissioned the New Zealand Productivity Commission to consider
the likely impacts that technology will have on work, what that will mean for workers, productivity and
wellbeing, and how the government can best respond.
Much of the focus to date has been on technology and the number of jobs likely to be lost through
automation. It was previously estimated that 270,000 jobs in Auckland could be changed by
automation and that those that were most at risk were Māori and youth1. This single focus on the
impact of technology, based on the assumption that if something is possible, it will happen, tells just
one side of the story.

Understanding the future
To better understand the likely scenario for Auckland, we have looked at the future from two
perspectives. First, we have prepared forecasts to understand the likely changes in Auckland’s
industrial and occupational structure over 10 years, and we have also projected how a more
accelerated rate of technological change may further impact occupations within industries. Second, we
have talked to employers across Auckland, and in particular in south and west Auckland (the two
areas that have benefited least from Auckland’s recent economic growth and yet are expected to grow
the most in coming decades), to understand the changes they are seeing in their organisations and
industries now and what is likely to change for them over the next 5 – 10 years based on their
business plans.

1

NZIER (2017), Disruptive Technology in Auckland, ATEED
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Forecast industrial and occupational change
Growth industries
Based on the forecasts, Auckland can expect to see growth across most industries with particular
acceleration in Construction, Professional Services, Health Care, Food Service and Education.
Construction jobs are expected to grow by approximately 56,000 jobs, far exceeding the 24,000 jobs
created in the last decade. In construction, the sub-sectors forecast to grow are construction services
which are forecast to grow from 47,000 to 80,000 jobs and building construction, primarily residential
building construction, which is forecast to increase from around 18,000 to 32,000 jobs.
This growth in construction roles is likely due to both the current infrastructure and housing deficits in
Auckland (and increased construction activity resulting) as well as the projected population growth,
which is likely to require an increase in both residential and commercial property, as well as the
ongoing and significant investment in destination infrastructure.
Professional services jobs include accounting, legal, architectural, engineering and management
consulting services are forecast to be approximately 31,000 jobs, just above the growth rate the sector
experienced over the previous decade.
Other industries anticipated to contribute to the growth in total employment numbers are health care,
social assistance (due to population growth and aging2), food services (due to changing consumer
demands and societal norms), education (due to population growth and shifts towards lifelong
learning) and administrative and support services.

Demographic change is a defining issue of our time3

Growth occupations
Looking at forecast changes in Auckland’s occupational structure, the most significant growth is
projected for professionals (an increase of 62,000 jobs), managers (an increase of 37,000 jobs) and
technicians and trades an increase of 36,000 jobs).
Within professionals, the projections anticipate growth to be driven mainly by an increase in school
teachers (8,000 more jobs), business and systems analysts and programmers (7,000 more jobs),
midwifery and nursing (6,000 more jobs), engineering professionals (5,000 more jobs) and
management consultants (2,000 more jobs).
The forecast growth in management jobs is concentrated in construction, production and distribution
managers (10,000 more jobs), chief executives, general managers and business administration
managers (11,000 more jobs) and advertising, public relations and sales managers (4,000 more jobs).

2

Consistent with Forbes report “aging populations will challenge healthcare systems all over the world April 2018

3

Forbes magazine April 2018
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The significant increase in technicians and trades appears to be driven primarily by the continued
construction boom, with construction related trades providing around 20,000 more jobs over the next
decade. Food trades are also forecast to grow strongly, providing 5,000 more jobs by 2029.
In a scenario with more rapid uptake of technologies, employment growth is projected to be more
strongly concentrated within the professionals and management categories, with these accounting for
an additional 42,000 jobs. This growth is anticipated to offset significant declines in opportunities for
clerical and administrative roles, labourers, community and personal service workers, and machinery
operators and drivers. Technicians and trades roles appear relatively resilient, which could be a result
of the inelastic nature of the demand for these roles over the next decade, given the construction
boom and population growth anticipated.
It is important to note that, although some occupations within these industries will be positively
impacted through an increased adoption of technology, much of projected growth is not as a result of
the future of work but because Auckland’s population is projected to increase from 1.65 million
residents in 2018 to over 2 million by 20314 The impact of this growth, and the significant and ongoing
programme of construction activity across the city, will be the primary drivers of Auckland’s future
economy.

Auckland employer perspectives
While the forecasts can predict the shifts in industries and occupations, this does not tell us the skills
that will be required in these jobs and while some technical skills can be assumed, the literature
suggests that the introduction of technology is likely to reduce the reliance on technical skills and
increase the need for more uniquely human skills such as critical thinking, creativity and
communication.
To balance the possible with the probable, we talked to several employers, including those across key
growth industries and those situated in south and west Auckland. While each industry has its specific
opportunities and challenges, there was also a lot of alignment across industries and locations about
the challenges they were facing and their growing demand for common skills.
Key insights from Auckland employers include:
•

increased demand within managerial and professional roles for people to be more agile and
dynamic, work in ambiguity and exercise innovative thinking skills

•

concern that the critical skills needed for success were not being actively taught in the education
environment, leading to many people joining the workforce without the skills needed to be
successful. This leads to a requirement for business and schools to work more collaboratively to
help identify and develop critical skill gaps

•

some employers were finding that people were opting out of tertiary education as they could not
see the value in formal qualifications for obtaining entry-level roles, yet this meant they did not
have the skills critical for advancing into leadership roles in future

•

although some of the larger employers could see the efficiency benefits of automation, the
application of the technology was not happening as quickly as may have been anticipated due to

4

Auckland Council demographics evidence report June 2018
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insufficient in-house capability, commitment and understanding from leaders, budget constraints
and concerns that the technology did not fit with the culture of the organisation
•

there was a reliance on migration for scarce skill sets, yet there was some frustration from
employers that the current settings did not align to their needs

•

there are a number of roles that are not seen as desirable amongst locals, and there are
difficulties in attracting and retaining good people into these roles. Examples included entry-level
warehousing roles, bakers and butchers within the supermarket environment, and construction
jobs (the latter due to the volatility of the work pipeline and the often-temporary nature of
employment offered to staff).

Many of those businesses interviewed expressed difficulty in attracting and retaining highly skilled
people in emerging skill areas, such as data science, customer experience design, digital and
cybersecurity. Previously these skills had only been needed in a few individuals in specialist
organisations, but they are now required across industries and in most organisations, leading to
greater demand than supply.
At the lower skilled end of the spectrum, there is a consistent need for people with general
employability skills such as those that can turn up to work on time, regularly and be ready to work.
A further key challenge being faced by businesses in Auckland is accessibility. Due to the relative size
of Auckland and the challenges of housing affordability and access to reliable public transport, many
businesses are finding it difficult to attract and retain quality employees with the skills and experiences
they are looking for.

The pace of change in Auckland
The emerging view from those employers interviewed was that the uptake and impact of both current
and new technologies were likely to be slower in Auckland than might technically be possible or
anticipated. There are several reasons why this might be the case, including:
•

the capital investment required in many cases still outweighs the cost of labour, meaning that the
economics of technological adoption do not yet make financial sense

•

the smaller size of the New Zealand economy and domestic market, together with lower levels of
competition in some industries, making it easier to delay the required invest while remaining
competitive in local markets

•

even when new technologies could be adopted, there may not yet be sufficient skills available to
employers to both install and deploy these technologies in the workplace

•

given the large proportion of very small businesses across the Auckland economy, there are
additional challenges relating to the awareness of these businesses of the available technologies
and management capability to adopt these technologies

•

amongst larger employers, even where there is a combination of awareness, management
capability and investment available to support the adoption of these technologies, there is a
strong and ongoing commitment to maintaining employment opportunities for their local
workforce.
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While this means that the impact of technology and the potential for disruption in Auckland may be
less than it might be in other global cities, the forces of change that the city faces are the same and
the need for the Auckland’s businesses and workers to be prepared for these technologies in future is
paramount. A failure to respond to these opportunities and to ensure that workers have the skills that
the need to compete will have negative impacts on productivity and inclusion.

Getting ready for the future
Taken together with the industrial and occupational forecasts, the potential technology disruptions will
require a response. Some of these responses are for employers, both large and small; some are for
the education and training sector, and others are for Government. As the city’s economic development
agency, ATEED has an important role to play, working in partnership with Government, with
employers and with the rest of the Auckland Council group to ensure that the city is ready for the
future of work.
Key responses that should be considered include:
Organisations
•
•

building internal capability to understand and manage the change that will come with the impact
of new technologies
working across sectors and with like-minded corporates to codify future skills needs as
technologies are increasingly adopted in the workplace

•

proactively committing to workforce development and training to ensure that workers have the
skills and resilience they need to compete in the future

•

considering how to support adaption and change across supply chains, helping smaller
businesses to prepare for the future of work

•

engaging with the education and training sector to bring the future world of work closer to the
classroom, to teachers, students and their whānau

•

increasing awareness and understanding of existing and emerging technologies and the benefits
they may bring to current activities

•

engaging with existing business support providers and programmes to build workforce capability
and skills.

Workers
•

actively engaging in upskilling and re-skilling throughout their careers, be open to change and
seek out opportunities

•

understanding what support is available through communities, employers and from government

•

being curious about the changes happening in relevant industries of interest.

Government (central and local) and ATEED
•

providing support services to SME business owners to better understand the opportunities
presented by new technologies, including increased productivity and the opportunity to scale
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•

supporting collaboration between education providers and businesses and the desirability of
teaching as a profession for people with a variety of work experiences

•

facilitating collaboration between innovators in the education sector to work together and with
schools. This could include incentivising the application of new ways of working in schools

•

considering the location of an investment in public transport and affordable housing relative to
areas zoned for business (particularly those zoned for business park, heavy and light industry)

•

considering ways of incentivising upskilling and reskilling opportunities in emerging and indemand skill sets

•

assessing the suitability of immigration settings for supporting projected changes in the
occupational and skills mix.

6
Commercial In Confidence

INTRODUCTION
In February 2019, Auckland Tourism, Events, and Economic Development (ATEED) commissioned
MartinJenkins, in partnership with Infometrics, to research Auckland’s future skills needs. The purpose
of the research was to consider the changing nature of work and the implications of this for Auckland’s
key industries, employers, institutions and communities.

Research Scope and Approach
This research has involved several key phases: specific activities include:
•

document review – reviewing existing regional, national and global research and reports on the
future of work and the implications for industries and economies

•

stakeholder interviews – interviews and workshops with key stakeholders to understand their
views on the nature and pace of changes in Auckland’s key industries and occupations

•

employer interviews – interviews with several key employers across Auckland representing key
industries including construction, food and beverage, hospitality, commercial services,
technology, insurance and banking, manufacturing and transport and distribution

•

forecasts, projections and scenarios – to understand the likely impact of identified trends,
Infometrics prepared a series of forecasts, projections and scenarios that consider changes to the
structure of Auckland industries and occupations

•

analysis and reporting – identification of the key issues and implications for Auckland
associated with the future of work, considering the findings of the document review, the
stakeholder interviews and the forecast, projects and scenarios.

Report Structure
The following sections present the key findings, conclusions and recommendations, including:
•

the importance of future skills to Auckland

•

Auckland’s industries and occupations in 2029

•

Auckland’s future skills

•

conclusions and recommendations.

The report also includes a more detailed appendix of the industrial and occupational forecasts for
2029.
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THE IMPORTANCE OF FUTURE
SKILLS TO AUCKLAND
Auckland’s Success Matters
Auckland is New Zealand’s largest city both in terms of population and in terms of the size of the
economy. Auckland’s economic performance has a significant impact on the economic success of
New Zealand as a whole. If Auckland succeeds, the rest of New Zealand will benefit too.
At a glance, Auckland has5:
•

a diverse and growing population with 1.65 million residents, 13% of which are of Māori descent
(who also represent 24% of the country’s Māori population), and 15.2% of which are Pacific
people

•

913,900 in the labour force from a total working age population of 1.34 million, with an
unemployment rate of 4.5%

•

192,000 registered businesses are generating 38% of national GDP.

Despite this, recent economic growth has not been evenly distributed and many of Auckland’s people
and places, particularly in south and west Auckland, are at risk of being left behind. Previous research
has highlighted the prosperity gap that exists across the city and emphasised the importance of
equipping current and future residents and workers with the skills and qualifications they need to thrive
and take advantage of highly skilled job opportunities that exist across the city. While factors such as
transport accessibility, the proximity to quality employment opportunities and supportive business
networks are important, workforce skills and qualifications are one of the key determinants of
individual and business success6.

While Auckland has benefited from economic growth. The distribution of
those benefits has not been shared equally across the region7

Consideration also needs to be given to the wider issue of Auckland’s competitiveness and the
recognised productivity challenges that face the city. Auckland’s productivity performance which has
been a concern for several years is a challenge for the city’s current and future economy and it one of
the factors contributing to a weakening of Auckland’s economic competitiveness. As described in a
recent review of Auckland and other New Zealand cities while the economy has grown, wages have
failed to keep pace with growth and with rising costs8.

5

ATEED, Auckland Growth Monitor August 2018

6

ATEED, Growing Prosperity, March 2018

7

ATEED Prosperity in Auckland May 2018

8

PwC, Competitive Cities: A Decade of Shifting Fortunes, May 2019
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The future of work
The changing nature of work and the potential impact of technological change and disruption makes
issues of skills and training even more important. Auckland, like all cities globally, is facing the
prospect of a series of changes and disruption that have the potential to reshape the city’s future
economy and impact the type and range of future employment opportunities for residents.
Understanding and embracing the future of work provides the opportunity for Auckland businesses
and workers to prepare themselves for these changes and to ensure that Auckland increasingly
becomes a desirable, productive and inclusive city. Auckland’s future economic success depends on
the development of a workforce that possess the skills required for today and tomorrow, enabling
businesses to thrive into the future.
Discussions on the future of work are commonplace, both in policy circles and in the media. To better
understand the impacts that technology might have on the future of work in New Zealand the
Government, in February 2019, instructed the New Zealand Productivity Commission to conduct an
inquiry into technology change, disruption and the future of work. The inquiry will consider the impacts
of technological change on the future of work, the workforce, labour markets, productivity and
wellbeing, and how Government might respond to these changes to secure better outcomes for New
Zealand.
These are important issues for New Zealand and Auckland, and the potential impacts of a wave of
technological advancements including robotics, machine learning, artificial intelligence, augmented
and virtual reality and genetics can reshape industries and jobs. The potential changes are not just
limited to technology and encompass a wide range of factors, including:
•

automation and the ability of machines to undertake the completion of tasks that were previously
completed by people

•

the ability to harness new insights from big data and predict likely outcomes

•

the impact of changing organisational trends including new business models, ways of working
and job design

•

changing customer expectations due to wider access to information, the decline in deference and
the ability to self-serve through digital means

•

new employee expectations due to changing demographics, increased competition for scarce skill
sets and a growing social conscience

•

changing policy and regulations with a focus on maintaining the safety and security of people
within an ever-changing landscape

•

the impacts of globalisation leading increased access to talent and trade as well as rising antiimmigration sentiment as a result of increased political and economic instability.

These are critical issues for Auckland and as the city’s economic development agency, ATEED has an
interest in ensuring that the city’s businesses are informed and prepared to respond to these changes
and that current and future workers are able to respond and adapt to the future of work and have the
skills they need now and tomorrow.

9
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The potential impacts in Auckland
The wide range of changes will undoubtedly impact the future of work and on the skills needed across
Auckland’s workforce. The rapid pace of change will create challenges and opportunities for Auckland.
Auckland itself is rapidly growing, and the changes as a result of the future of work have the potential
to impact the city’s industrial structure and job market significantly.
Research undertaken for ATEED in 2017 predicted that over 270,000 jobs in Auckland are at risk of
automation9. The research, which was based upon the approach used by Frey and Osbourne 10 also
suggested that due to the nature of their work, youth and Māori are more likely to be impacted. The
research also predicted that those working in advanced industries in Auckland were less likely to be
impacted.
The greatest number of jobs predicted to be at high risk of automation included: 35,283 retail trade
jobs (60% risk of automation); 32,497 manufacturing jobs (55% risk of automation); 23,495
professional, scientific and tech services jobs (34% risk of automation); 21,523 accommodation and
food service jobs (63% risk of automation); and 21,370 construction jobs (50% risk of automation).
In terms of the potential impact of automation on occupations within the Auckland economy, the
research considered both the total numbers at risk and the probability of that risk occurring. The
occupations considered to be at greatest risk, and in the highest numbers, were numerical clerks
(12,983 jobs at risk), general clerical workers (12,552 jobs), and other admin workers (11,786 jobs). In
addition, while the probability is lower, a significant amount of jobs were also found to be at risk for
sales assistants and salespersons (26,367 jobs), hospitality workers (9,274 jobs) and food trades
workers (7,289 jobs).

We focus on estimating the share of employment that can potentially be
substituted by computer capital, from a technological capabilities point of
view, over some unspecified number of years. We cannot attempt to
estimate how many jobs will actually be automated. The actual extent
and pace of computerisation will depend on several additional factors
which are left unaccounted for11

While these statistics could be of concern, it is worth noting that these are only projections of what
could happen if the available technologies were adopted at the rate suggested by Frey and Osborne.
In addition, disruption does not necessarily mean that these jobs will be lost, nor that other jobs won’t
be created. It is, therefore, necessary to consider these issues alongside forecasts of industrial and
occupational change at an economy-wide level and how this is likely to change over the next decade.

9

NZIER 2017 Disruptive Technology in Auckland

10

Frey and Osbourne (2013), The Future of Employment: how susceptible are jobs to computerization?,

11

Carl Benedict Frey and Michael Osbourne Automation and the Future of work – understanding the number April 2018
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The following sections present forecasts of industrial and occupational change in Auckland over the
2018-2029 period. These provide a picture of the future shape of the Auckland economy, indicating
which sectors will grow and what jobs will be created. In addition to the forecasts, we also present a
scenario-based forecast that considers the impact of a faster rate of technological change on
Auckland’s occupational structure.

11
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AUCKLAND’S INDUSTRIES AND
OCCUPATIONS IN 2029
Introduction to the forecasts
A key part of this project has been the development of a 10-year forecast for industries and
occupations for Auckland. The forecast has been prepared by Infometrics and suggests that total
employment in Auckland is forecast to increase by 23% over the next 10 years, which represents just
under 200,000 jobs. This rate of growth is consistent with the expected rate of population growth but
reflects assumed structural changes in the regional economy in terms of technological change,
industry productivity, and consumer demand.
The forecast, which is presented in more detail in Appendix 1 and in the supporting spreadsheets
assumes that over the next decade, the rate of technological change would be similar to what has
been seen historically. However, recognising the fact the technology has been growing at an
exponential rate we have also prepared a ‘technology on’ scenario that assumes a higher rate of
adoption of technology, to model possible impacts if this were to occur at a faster rate. The
‘technology on’ scenario assumes that Auckland’s industrial structure remains as in the business as
usual forecast, but occupational structures would change as a result of technological impacts.

Growth Industries for Auckland
Infometrics’ forecasts anticipate the most significant growth to occur in the construction and
professional services industries. Construction jobs are expected to grow by close to 70% (approx.
56,000 jobs), far exceeding the 24,000 jobs created in the last decade. In construction, the subsectors forecast to grow are the construction services (e.g. building installation and completion, which
is forecast to grow from 47,000 to 80,000) and building construction (primarily residential building
construction which is forecast to increase from around 18,000 to 32,000 jobs).
This growth in construction roles is likely to be attributed to both the current housing shortage in
Auckland as well as the projected population growth which is likely to require an increase in both
residential and commercial property, as well as the ongoing and significant investment in destination
infrastructure including the completion of the NZ International Convention Centre and the development
of the Americas Cup Village and associated enhancements to Queens Wharf.
Professional services jobs include accounting, legal, architectural, engineering, and management
consulting services and are forecast to grow by 28% (approx. 31,000 jobs), just above the growth rate
experienced in the previous decade of 25,000 jobs.

The fastest growing industries in Auckland are forecast to be
construction and professional services, which collectively contribute to
45% of Auckland’s overall employment growth

12
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Other industries anticipated to contribute to the growth in total employment numbers are health care,
social assistance, food services, education and administrative and support services. The growth in
health care and social services is likely to be as a result of the aging population, education driven by
both population growth and a societal shift towards lifelong learning and food services due to changing
societal norms.
Some of these growth industries are also the largest employers of Māori in Auckland, particularly
construction, education, health care and social assistance, which collectively account for close to 30%
of Māori in employment.

Growth Occupations for Auckland
A focus on industries is useful to identify opportunities for investment in new and emerging business
opportunities as well as possible career paths that may have the greatest growth trajectory but are too
high level to accurately project the future skills that will give individuals the best chances of securing
ongoing employment. To do this, we are best to look at the forecasts at an occupation level.
In the Infometrics forecasts, the fastest growing jobs, at an aggregated level, are projected in
professionals (an increase of approx. 62,000 jobs), managers (an increase of 37,000 jobs) and
technicians and trades (an increase of 36,000 jobs). Breaking these numbers down:
•

within working professionals, the projections anticipate growth to be driven mainly by an increase
in school teachers (8,000 more jobs), business and systems analysts and programmers (7,000
more jobs), midwifery and nursing (6,000 more jobs), engineering professionals (5,000 more jobs)
and management consultants (2,000 more jobs)

•

the forecast growth in management jobs is concentrated in construction, production and
distribution managers (10,000 more jobs), chief executives, general managers and business
administration managers (11,000 more jobs) and advertising, public relations and sales managers
(4,000 more jobs)

•

the significant increase in technicians and trades appears to be driven primarily by the continued
construction boom, with construction-related trades (e.g. bricklayers, building technicians,
electricians, plumbers) providing around 20,000 more jobs over the next decade. Food trades are
also forecast to grow strongly, providing 5,000 more jobs by 2029.

Technology could significantly shift 25% of Auckland’s employment
growth towards high-skilled, knowledge-intensive roles in management
and professional services

In a scenario with a greater uptake of technology, employment growth is projected to be more strongly
concentrated within the professionals and management categories, with these accounting for an
additional 42,000 jobs (over the BAU scenario), evenly split between the two occupation types.
This growth is anticipated at the expense of significant declines in opportunities for clerical and
administrative roles, labourers, community and personal service workers, and machinery operators
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and drivers. These occupations tend to hire a greater proportion of Māori and Pacific peoples,
particularly in south and west Auckland.
Technicians and trades roles (mainly construction and food trades) appear relatively resilient, which
could be a result of the inelastic nature of the demand for these roles over the next decade, given the
construction boom and population growth anticipated. Table 1 provides further detail on the
occupations that would be most impacted by a faster rate of technological change.
Table 1:

1

Top 10 most impacted occupations by technology

Occupations

2018
Employment

2029
employment
BAU

2029 Tech
employment

Impact of
tech1

% impact of
tech

School Teachers

37,852

46,113

51,757

↑ 5,644

↑ 12%

Chief Executives, General
Managers and Legislators

34,342

40,571

45,792

↑ 5,221

↑ 13%

Construction, Distribution and
Production Managers

23,980

34,212

38,446

↑ 4,234

↑ 12%

Midwifery and Nursing
Professionals

18,152

24,281

27,748

↑ 3,467

↑ 14%

Business Administration
Managers

25,126

29,879

33,262

↑ 3,384

↑ 11%

Sales Assistants and
Salespersons

45,761

49,242

46,391

↓ 2,851

↓ 6%

Accounting Clerks and
Bookkeepers

11,963

12,961

9,690

↓ 3,271

↓ 25%

General Clerks

16,181

13,526

10,180

↓ 3,347

↓ 25%

Hospitality Workers

18,141

22,624

18,197

↓ 4,427

↓ 20%

Accountants, Auditors and
Company Secretaries

14,912

17,945

12,381

↓ 5,564

↓ 31%

Calculated as the difference between employment for 2029 Tech and 2029 BAU

Forecasts for south and west Auckland
ATEED has a particular interest in considering the future structure of the economies of south and west
Auckland and how more economic opportunities might be realised for residents and businesses. In
total, south and west Auckland represent around 36% of Auckland’s regional employment (south
Auckland 28% and west Auckland 8%).
As highlighted in the analysis contained in the prosperity index south Auckland, in general, has lower
levels of household prosperity, lower levels of formal qualifications and fewer employment outcomes
when compared to other parts of the Auckland.
While these outcomes are often a reflection of marginalisation or exclusion, they are a barrier to many
individuals and communities realising their potential. However, south Auckland is also home to a
significant share of Auckland’s current and future employment opportunities and considering how to
assist individuals secure quality job outcomes should be a priority.
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West Auckland also performs below average in terms of labour and skills measures, but in contrast to
south Auckland, there is also a lack of quality local employment opportunities and connectivity is a
challenge.

Forecast for south Auckland
Looking at south Auckland in 2029, Table 2 shows the industries where forecast growth in total
employment numbers is the greatest. Based on the forecast, construction stands out as the industry of
greatest projected growth for south Auckland with an expected gain of close to approx. 15,000 jobs
over the next ten years. This is a significantly larger increase than in any other industry for south
Auckland and therefore an important sector that will create new jobs for residents, particularly for
Māori, for whom the construction sector employs a higher share (13.2% of Māori) compared to nonMāori (8.8%).

The south Auckland economy, unlike the rest of the region, is more
reliant on construction, transport and logistics and wholesale trade skills

Ensuring that current and future residents in south Auckland have the skills and opportunities to
access employment in the construction sector and that these jobs are quality jobs, is a significant
opportunity for current and future south Auckland residents and communities.
Other industries forecast to grow in south Auckland include:
•

Transport, postal and warehousing – increase of 4,976, driven mainly by air and space transport,
road freight transport and freight forwarding services

•

Professional, scientific and technical services – increase of 4,772 employed

•

Administrative and support services – 4,293 increase in total employed

•

Education and training – 4,029 increase in total employed, primarily preschool and school
education.
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Table 2:

Industrial Forecast for south Auckland 2018 - 2029

Industry

Employment 2018

Employment 2029

Change

Construction

24,482

39,348

14,866

Transport, Postal and Warehousing

24,326

29,303

4,976

Professional, Scientific and Technical
Services

17,614

22,385

4,772

Administrative and Support Services

15,252

19,545

4,293

Education and Training

15,252

19,281

4,029

Accommodation and Food Services

13,221

16,922

3,701

Public Administration and Safety

11,247

14,930

3,683

Health Care and Social Assistance

19,922

23,358

3,436

Manufacturing

33,944

36,660

2,716

Source: Infometrics

The occupational composition of the south is expected to mirror the growth in industries, with the bulk
of employment increases coming in construction-related trades and management roles. There is a
high demand for school teachers as well (an increase of about 2,000).
In a scenario with an accelerated uptake of technology, trades grow at a slower rate in favour of
growth in management roles. Machinery operators and drivers, and clerical and administrative workers
are also at risk. On the other hand, school teachers and management roles would increase. Table 3
provides further details of the forecast change in occupations in south Auckland by 2029 and
specifically those that would be most impacted by a faster rate of technological change 12.

12

Table only includes occupations where volume change between BAU and Tech scenario is >500 AND proportional change between BAU
and Tech scenario is >10%
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Table 3:

1

Occupations in south Auckland most impacted by technology

Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of
tech1

% impact of
tech

Chief Executives, General Managers and
Legislators

11,578

13,120

↑ 1,542

↑ 13%

School Teachers

12,025

13,540

↑ 1,515

↑ 13%

Construction, Distribution and Production
Managers

9,421

10,650

↑ 1,229

↑ 13%

Business Administration Managers

9,066

10,134

↑ 1,067

↑ 12%

Midwifery and Nursing Professionals

4,476

6,947

↑ 892

↑ 15%

Advertising, Public Relations and Sales
Managers

6,832

7,543

↑ 711

↑ 10%

Engineering Professionals

4,369

4,919

↑ 549

↑ 13%

Social and Welfare Professionals

4,346

4,868

↑ 521

↑ 12%

Retail Managers

4,107

4,611

↑ 504

↑ 12%

Prison and Security Officers

3,206

2,576

↓ 629

↓ 20%

Receptionists

2,739

2,101

↓ 637

↓ 23%

Machine Operators

2,838

2,187

↓ 651

↓ 23%

Sales Assistants and Salespersons

13,532

12,764

↓ 768

↓ 6%

Logistics Clerks

4,598

3,802

↓ 796

↓ 17%

General Clerks

3,844

2,904

↓ 939

↓ 24%

Accounting Clerks and Bookkeepers

3,792

2,847

↓ 945

↓ 25%

Hospitality Workers

4,986

4,016

↓ 970

↓ 19%

Accountants, Auditors and Company Secretaries

3,868

2,683

↓ 1,185

↓ 31%

Calculated as the difference between employment for 2029 Tech and 2029 BAU

Forecast for west Auckland
Turning to west Auckland, Table 4 shows the industries where there is projected to be the largest
growth in total employment numbers between 2018 and 2029. While the numbers are smaller than for
South Auckland, the same industries are likely to provide the most new job opportunities in west
Auckland over the next 10 years with the exception of transport postal and warehousing. This is likely
to be due to the concentration of these services at the Airport Precinct in south Auckland.
Employment in the construction industry is forecast to increase by about 3,700, driven by increases in
construction services, building construction, and heavy and civil engineering construction. Other
industries forecast to grow in west Auckland include:
•

Education and training - an increase of 1,720 driven mostly by preschool, school, and tertiary

•

Healthcare and social assistance - an increase of 1,412, evenly distributed across hospitals,
medical and other health care services, residential care services and social assistance services

17
Commercial In Confidence

It is also worth noting that the manufacturing industry provides a significant proportion of employment
opportunities in west Auckland, disproportionately, so when compared to Auckland as a whole. The
west Auckland economy has almost double the share of manufacturing opportunities (17% of west
Auckland employment is in the manufacturing industry compared to 9% for the Auckland region).
Manufacturing is also one of the largest employers of Māori in Auckland and will continue to be a
source of employment opportunities.
Table 4:

Industrial Forecast for west Auckland 2018 - 2029

Industry

Employment 2018

Employment 2029

Change

Construction

8,175

11,913

3,738

Education and Training

5,696

7,415

1,720

Health Care and Social Assistance

7,376

8,789

1,412

Professional, Scientific and Technical
Services

3,728

4,606

878

Accommodation and Food Services

4,144

5,006

862

Public Administration and Safety

2,536

3,262

726

Administrative and Support Services

2,834

3,527

693

Manufacturing

11,164

11,750

586

Source: Infometrics

The west Auckland labour force contains a greater proportion of
manufacturing, construction and retail trade skills than the rest of the
region

As with the south, the occupational composition of the west is projected to change in line with the
industry forecasts. More opportunities are anticipated in construction-related trades and management
roles. Professional services roles are forecast to grow the most. However, this growth is evenly
distributed across different specialist roles like architects, business analysts, engineering, etc.
Teaching and nursing professionals experience slightly more growth, as you would expect when
considering the increases seen above in the education and health sectors.
Table 5 provides further details of the forecast change in occupations in west Auckland by 2029 and
specifically those that would be most impacted by a faster rate of technological change 13. The
technology scenario shifts the growth emphasis towards management and professional roles (mainly
teaching and nursing) at the expense of machinery operators and drivers, and clerical and
administrative workers.

13

Table only includes occupations where volume change between BAU and Tech scenario is >500 AND proportional change between BAU
and Tech scenario is >10%
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Table 5:

1

Occupations in west Auckland most impacted by technology

Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of
tech1

% impact of
tech

School Teachers

4,969

5,582

↑ 613

↑ 12%

Chief Executives, General Managers and
Legislators

2,944

3,326

↑ 382

↑ 13%

Construction, Distribution and Production
Managers

2,554

2,875

↑ 321

↑ 13%

Midwifery and Nursing Professionals

1,738

1,988

↑ 250

↑ 14%

Business Administration Managers

1,871

2,085

↑ 214

↑ 11%

Accounting Clerks and Bookkeepers

842

630

↓ 212

↓ 25%

Machine Operators

958

734

↓ 224

↓ 23%

General Clerks

917

691

↓ 226

↓ 25%

Accountants, Auditors and Company Secretaries

827

571

↓ 255

↓ 31%

Hospitality Workers

1,431

1,152

↓ 278

↓ 19%

Calculated as the difference between employment for 2029 Tech and 2029 BAU

Occupational change for key sectors
ATEED has previously identified several sectors of focus that are key to providing quality jobs and
supporting economic prosperity across the city. These sectors are important as they represent 53% of
Auckland’s GDP, 59% of Auckland’s jobs and 51% of Auckland’s businesses. The Infometrics
forecasts suggest that these could grow to represent around 70% of the Auckland labour market by
2029. The construction industry alone is forecast to deliver 35% of employment growth in the region,
and the commercial services sector a further 26%.
In terms of the occupational composition within these sectors of focus, this is forecast to change
incrementally over the coming decade, with a higher uptake of technology accelerating the changes to
occupational structures.
Appendix 1 provides further details on the forecasts for each of these sectors and the following tables
look at how the occupational structure of each of these sectors might change over the period to 2029
and the specific impact of an accelerated rate of technological change in each sector, calculated as
the difference between employment under the accelerated technology scenario and the business as
usual scenario14.

14

Table only focused on occupations where volume change between BAU and Tech scenario is >200 AND proportional change between
BAU and Tech scenario is >10%
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Within the sectors of focus, technology and automation will primarily
increase employment opportunities in management and professional
services jobs at the expense of other forms of labour-intensive or less
knowledge intensive employment.

Table 6:

Potential impact of technology on construction sector occupations

Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of tech

% impact of
tech

Specialist Managers

29,143

32,281

↑ 3,138

↑ 11%

Chief Executives, General Managers and
Legislators

6,464

7,231

↑ 766

↑ 12%

ICT Professionals

1,704

1,928

↑ 224

↑ 13%

Inquiry Clerks and Receptionists

920

714

↓ 206

↓ 22%

Business, Human Resource, and Marketing
Professionals

3,168

2,847

↓ 322

↓ 10%

General Clerical Workers

2,133

1,607

↓ 525

↓ 25%

Mobile Plant Operators

2,738

2,157

↓ 582

↓ 21%

Numerical Clerks

2,247

1634

↓ 613

↓ 27%

Machine and Stationary Plant Operators

3,368

2,683

↓ 685

↓ 20%

Construction (total employment = 162,322)

Table 7:

Potential impact of technology on education occupations

Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of tech

% impact of
tech

Education Professionals

47,409

51,385

↑ 3,976

↑ 8%

Inquiry Clerks and Receptionists

565

361

↓ 205

↓ 36%

Office Managers and Program Administrators

1,559

1,345

↓ 214

↓ 14%

General Clerical Workers

746

453

↓ 292

↓ 39%

Business, Human Resource and Marketing
Professionals

2,377

1,938

↓ 439

↓ 18%

Carers and Aides

9,929

8,840

↓ 1,089

↓ 11%

Education (total employment = 83,021)
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Table 8:

Potential impact of technology on transport and logistics occupations

Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of
tech1

% impact of
tech

Transport and logistics (total employment = 30,668)
Specialist Managers

2,814

3,407

↑ 592

↑ 21%

Chief Executives, General Managers and
Legislators

1,040

1,275

↑ 236

↑ 23%

Other Clerical and Administrative Workers

1,955

1,724

↓ 231

↓ 12%

Table 9:

Potential impact of technology on technology occupations

Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of tech

% impact of
tech

Design, Engineering, Science and Transport
Professionals

4,464

5,003

↑ 539

↑ 12%

Machine and Stationary Plant Operators

935

716

↓ 219

↓ 23%

General Clerical Workers

1,143

841

↓ 301

↓ 26%

Sales Assistants and Salespersons

2,362

2,045

↓ 317

↓ 13%

Other Clerical and Administrative Workers

1,652

1,334

↓ 319

↓ 19%

Numerical Clerks

1,327

955

↓ 372

↓ 28%

Other Labourers

2,293

877

↓ 1,416

↓ 62%

Technology (total employment = 81,192)

Table 10: Potential impact of technology on advanced materials occupations
Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of tech

% impact of
tech

Specialist Managers

1,844

2,172

↑ 327

↑ 18%

Machine and Stationary Plant Operators

1,718

1,371

↓ 348

↓ 20%

Advanced materials (total employment = 15,260)
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Table 11: Potential impact of technology on advanced materials occupations
Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of tech

% impact of
tech

Specialist Managers

4,323

5,030

↑ 707

↑ 16%

Chief Executives, General Managers and
Legislators

1,575

1,859

↑ 284

↑ 18%

Other Clerical and Administrative Workers

1,417

1,192

↓ 225

↓ 16%

Food and beverage (total employment = 35,061)

Table 12: Potential impact of technology on screen and creative occupations
Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of tech

% impact of
tech

Design, Engineering, Science and Transport
Professionals

8,924

9,610

↑ 687

↑ 8%

Other Technicians and Trades Workers

2,211

1,963

↓ 247

↓ 11%

Numerical Clerks

857

574

↓ 283

↓ 33%

Screen and creative15 (total employment = 68,573)

Table 13: Potential impact of technology on tourism occupations
Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of tech

% impact of
tech

Education Professionals

4,432

5,077

↑ 645

↑ 15%

Chief Executives, General Managers and
Legislators

1,986

2,400

↑ 414

↑ 21%

Specialist Managers

2,799

3,209

↑ 410

↑ 15%

Hospitality Workers

8,481

6,896

↓ 1,585

↓ 19%

Tourism (total employment = 67,215)

15

No screen and creative occupation is forecast to grow both by more than 10 percent and by more than 200 employees between the Tech
and BAU scenarios (design, engineering etc professionals is closest at 8 percent change) based on forecast assumptions
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Table 14: Potential impact of technology on commercial services occupations
Occupation

2029
Employment
BAU

2029
Employment
Tech

Impact of tech

% impact of
tech

Specialist Managers

23,907

26,251

↑ 2,344

↑ 10%

Legal, Social and Welfare Professionals

9,175

10,531

↑ 1,357

↑ 15%

Education Professionals

2,977

4,155

↑ 1,178

↑ 40%

Health Professionals

2,947

3,750

↑ 803

↑ 27%

Carers and Aides

4,017

4,532

↑ 515

↑ 13%

Hospitality, Retail and Service Managers

4,150

4,549

↑ 399

↑ 10%

Machine and Stationary Plant Operators

1,370

1,028

↓ 342

↓ 25%

Sales Assistants and Salespersons

2,740

2,384

↓ 356

↓ 13%

Other Labourers

3,379

2,979

↓ 399

↓ 12%

Inquiry Clerks and Receptionists

3,142

2,652

↓ 491

↓ 16%

Clerical and Office Support Workers

2,340

1,825

↓ 516

↓ 22%

Personal Assistants and Secretaries

3,163

2,574

↓ 589

↓ 19%

Other Clerical and Administrative Workers

5,480

4,389

↓ 1,090

↓ 20%

General Clerical Workers

4,889

3,775

↓ 1,114

↓ 23%

Numerical Clerks

9,684

7,344

↓ 2,339

↓ 24%

Commercial services (total employment = 232,761)
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AUCKLAND’S FUTURE SKILLS
Prospects for selected key sectors
Following on from the summary of the industrial and occupational forecasts, this section looks in more
detail at three specific sectors which, given their size, the forecast growth and their relevance to south
and west Auckland, are of particular importance. We have also chosen to focus on these sectors as
our discussions with employers and institutions provided additional insights and highlighted how these
sectors are impacted by the future of work. How businesses and workers respond to these changes
should be a key area of concern.
For each of these sectors we:
•

detail the projected changes in occupational structure within the sector, under both the ‘business
as usual’ forecast and a ‘technology on’ scenario

•

highlight the insights from interviews with Auckland employers in these sectors and the impact on
future skill demands

•

suggest potential responses for employers and the government.

Construction Sector
Globally, the construction sector is a significant source of employment and opportunity. Looking at the
Infometrics forecasts, Auckland’s construction sector is projected to account for 36% of regional
employment growth by 2029. Within the construction sector, the greatest increase in employment
opportunities by occupation is for technicians and trade staff (Figure 1). While a higher rate of uptake
of new technology could dampen this increase, the scale of the increase, even in such a scenario, is
around 60%. Forecasts and feedback from organisations in the industry suggest that technology and
automation could have the impact of redistributing employment on professional services and
management jobs.
The construction sector is an important sector for Auckland as it is key to the government’s goals for
infrastructure and regional development, including specific programs like KiwiBuild and the Auckland
Transport Alignment Project. The sector is also facing constraints as the construction workforce does
not have the capacity to deliver New Zealand’s growing pipeline of construction projects. Increasing
demand for new housing and infrastructure has exposed shortfalls across all levels in construction
with opportunities for entry-level, low skilled roles as labourers, mid-level trades’ roles as well as an
increase in professional and managerial roles representing positive career path opportunities for those
that choose to take them.
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Figure 1:

Projected Occupational Change in the Construction Sector

The projected growth in these occupations is unlikely to come as a surprise to Auckland. Auckland is
currently facing a deficit in infrastructure with housing affordability and transport two of the key pain
points felt by Aucklanders.
Alongside this, the historical ‘boom/bust’ nature of the sector has contributed to an uncertainty
regarding the demand for future work. As a consequence, employers in the sector value, the ability to
shed and hire workers to meet demand and they rely heavily on labour hire and sub-contracting. They
also have limited workforce development and long-term investment in training which has contributed to
negative perceptions of construction as a stable career 16
These issues have already been recognised, and several national initiatives have been put in place to
address these challenges. These include:
•

the establishment of an Infrastructure Commission is intended, among other goals, to act as a
‘shop front’ for the market and publish a pipeline of infrastructure projects. This should enable
greater visibility and certainty in the sector of the medium to long-term infrastructure needs
nationally, including in Auckland, and therefore enable industry to invest in the skills, training and
technology needed to deliver against that pipeline

•

the Construction Accord, a partnership between the Government and industry to lift outcomes
and productivity in the sector. This includes growing a skilled, sustainable construction workforce
to meet the significant anticipated increase in demand for workers over the next decade. Of
particular focus for Auckland is the Construction Skills Action Plan. This is a cross-agency plan to
encourage more people into construction careers and increase business investment in training

16

Action Plan to deliver the Construction Skills Strategy Cabinet Paper 2018 www.mbie.govt.nz
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and development. The plan includes proposed changes to the government’s procurement rules
that will incentivise firms to invest in training by making it part of the criteria for tender evaluations.
Auckland’s infrastructure pipeline is significant and likely to continue to grow as a result of the longterm underinvestment and a growing Auckland population. This will be a key driver behind the
significant increase in roles in the construction industry over the coming years and of interest is the
high concentration of projects in south Auckland. At a sub-regional level, we are aware of a significant
number of projects, including those shown in Table 15.
Table 15: Auckland’s infrastructure pipeline by area
Area

Projects include

Time Span

Combined value (approx.)

Downtown

International Convention
Centre, Commercial Bay,
City Rail Link, America’s
Cup bases, Civic Highrise’s
Apartments and Auckland
University Developments

2014 - 2024

12,746 million

Central

Harbour Bridge Sky Path,
Central stormwater/
wastewater upgrade, ADHB
hospital upgrade, various
housing developments and
Unitec site development

2010 - 2025

11,959 million

West

Northern Busway, HNZ
Waterview housing,
Whenuapai Town Centre
and light rail to Westgate

2019 - 2029

10,745 million

North

Northern interceptor water
care, Puhoi – Wellsford
motorway extension, Long
bay Housing and town
centre and Massey
University Campus
Extension

2016 - 2022

9,801 million

South

Wesley new town, HNZ
Māngere Housing, Drury
South Industrial, Ormiston
Town Centre, Auckland
Airport expansion and
Middlemore Hospital repairs
and extensions

2015 - 2033

19,811 million

East

AMETI and Pakuranga
Town Centre

TBC

1700 million

Regional

Various walk /cycleway,
greenfield infrastructure
projects, safety programmes
and bus and ferry
improvements

TBC

8,568 million
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Skills implications for construction
Discussions with employers and training providers within the industry also identified a number of
critical skills required to meet the growing demand. In terms of the future skill needs of the sector,
these will largely be concentrated in professional and managerial roles with an increased demand for
innovative thinking skills to learn and test how to apply new technologies within their business
environment.

With the impact of artificial intelligence and robotics, we will need more
knowledge workers in the future17.

For professional and managerial roles, flexibility has been identified as a key to ensuring effective
work-life balance; this is especially important as the project nature of the work can lead to burning out.
People are also looking for more meaningful work so that they can see how their work connects to the
community. In terms of critical skills, the need for knowledge workers is increasing due to the
automation of processes and roles. There is a growing demand for people to be more agile and
dynamic, deal with ambiguity and have innovative thinking skills.
In mid skilled trades, roles industry training bodies are noticing a greater need for skills such as
communication, critical thinking, and collaboration alongside the technical skills required for each
discipline. While they are considering to methods of learning like micro credentialing, they are feeling a
reluctance from employers who want to stay with the traditional apprenticeship approach. But while
the apprenticeship model is preferred, only 30% of employers within the construction and trades
sector take on apprentices, meaning it is challenging for many who want to enter a trade to be able to
access the opportunity.
For the low skilled entry-level roles, the challenge remains general employability skills. Employers are
finding it difficult to attract people to the roles who are work ready, drug-free, reliable and interested in
learning new skills. This was common across many low to medium skilled roles across industries and
is something that could be addressed pre-employment through our educations system. Literacy was
also identified as a barrier to entry for low skilled workers into labouring roles. To help overcome this
there are a number of initiatives at industry and employer level to support basic literacy attainment
including the Plumbers, Gasfitters and Drain Layers Board working with Literacy Aotearoa and
Downer Construction’s Employer led Workplace Literacy and Numeracy programme.

Potential responses
At a local level, there are several initiatives already in place to support employment within the
construction sector including ATEED’s BuildAKL campaign and the work of the Māori and Pasifika
Trades Training Programme (MPTT). There is an immediate opportunity to build upon these
established programmes and continue to build employer engagement with these initiatives and to
consider how further resources might be applied to growing a skilled and flexible workforce for the
sector in the context of the future of work. Auckland construction businesses should also be

17

Fletcher Building 2019

27
Commercial In Confidence

incentivized to take on apprentices as current uptake (approx. 30%) is not enough to meet current or
growing future demand.
There is a need however for providers of programmes such as MPTT, and ITOs such as The Skills
Organisation and the BCITO to work together to enable greater visibility and easier access to
opportunities for individuals wanting to enter the sector. All of these initiatives offer job matching
services to connect candidates with employers looking for apprentices, but a candidate would need to
know where to do to access the information they need to find the right opportunity for them.
There is also an opportunity through the current Reform of Vocational Education (ROVE) process to
enable greater accessibility to on the job training through support for employers to offer
apprenticeships and ensure employers continue to have a strong voice in the capability requirements
required through vocational education and training offered through training providers.

Education Sector
By 2029, Auckland’s education sector is projected to account for 9% of regional employment growth.
The occupation balance within this sector remains largely unchanged with professional occupations
(mainly pre-school, school and tertiary educators), continuing as the most significant occupational
group (Figure 2). Under the technology-led scenario, this will be further reinforced, while jobs for
carers, aides and clerical and administrative workers are most at risk.
Figure 2:

Projected Occupational Change in the Education Sector

Within south Auckland, there is likely to be an overall increase of approximately 2,000 preschool and
school teachers and 560 tertiary teachers. In west Auckland, the numbers are an overall increase of
750 preschool and school teachers and 260 tertiary educators. These increases are forecast to nearly
double in the technology scenario.
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The growth in preschool and school educators is predominate as a result of the growing population in
Auckland. Over one quarter (27%) of the south Auckland population (Mangere-Otahuhu, Manurewa,
Ōtara – Papatoetoe and Papakura local boards) were children aged 14 years and under18.
The projected growth in tertiary and adult education may be as a result of changes in the way we are
thinking about education. The future of work is enhancing the need for lifelong learning.
Learning for life19 has been described by the Future of Work Forum as to how support is extended to
people to gain the relevant skills and knowledge, particularly workers whose jobs are under threat, and
to prepare those who are yet to start working in future sectors. Focus on ensuring the workforce has
the foundational skills needed to support adaptability and resilience. Enabling effective transitions from
school to work and ensuring the skills system is responsive to the labour market and assisting people
with changes in skills required over time.

We are preparing our youth for employment when the job they will have
will not exist in 10 years20

Skills implications for education
The future of work is impacting the skills needed for success in the workforce, which in turn is
influencing the way we need to educate people. Much of the literature is focused on up-skilling and
reskilling those currently in jobs, however; we also have a great opportunity to ensure that those
coming through our education system have the skills needed to thrive in the changing world of work.

No one’s value is what they retain in their brain anymore. It’s nonsense
to think our value as an individual is what we can remember. The value
has gone from being what we can memorise, to actually, what can you
do with the information? But we haven’t changed the school system21

There was also concern that school leavers were opting out of tertiary education as they did not see it
as relevant, yet employers were counting on tertiary education as an important step in being able to
fast track people into management roles.

18

Waiparerira Tuararo Local Population Snapshot South Auckland 2017

19

Future of Work Forum May 2018 – a tripartite between New Zealand Government, Business New Zealand and the Council of Trade Unions

20

Teacher – Papakura High School

21

Frances Valentine, Founder of MindLab
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From our interviews with education providers, there was evidence of a small number adopting new
and innovative practices to develop the core capabilities required in the workplace of today and
tomorrow, but these are in the minority. In these classrooms, there is an increased focus required on
project-based problem solving and the acquiring of in-demand skills such as collaboration,
communication, critical thinking, and creativity.
These skills are very similar to those identified by the World Economic Forum 22, who have highlighted
seven core competencies that every child needs to compete in the future world of work, specifically:
•

critical thinking and problem-solving

•

collaboration across networks and leading by influence

•

agility and adaptability

•

initiative and entrepreneurialism

•

effective oral and written communication

•

accessing and analysing information

•

curiosity and imagination.

Another key factor influencing the number of roles and the skill sets required for those roles is the
increased need for tertiary and adult development. Rather than viewing education as something that is
done prior to entering the workforce, the need to upskill and retrain is leading many adults back into
the education system throughout their working lives 23. As the life span of skills reduces, and new ways
of working emerge, many of the technical skills we learned in our youth are now outdated. There are
new technical skills to learn, as well as the ability to learn how to learn.
Examples of how these issues are already being responded to in Auckland include:
•

the Mind Lab - launched in 2013 to support education, innovation, contemporary practice and the
pursuit of highly relevant, applied knowledge in classrooms to improve education access and
outcomes. Their vision is to transform New Zealand education by aligning digital skills and
capabilities with the demands of the contemporary world. They are seeking to raise student
achievement, build teacher confidence and challenge outdated legacy education practices. They
are doing this by offering a number of graduate and post graduate programmes for teachers to
learn new skills, share knowledge, collaborate and build partnerships in order to achieve
impactful, sustainable change. To date, 4,000 teachers have completed a certificate in post-grad
in collaborative learning and teaching

•

21C Skills Lab - focused on supporting the development of the skills required for success in the
21st Century, those that are required to thrive in tomorrow’s rapidly changing world of work. They
are supporting educators to do this by providing a space for designing, developing, testing and
rolling out solutions to the big issues around how our education system can transform to meet the
21C needs of young people and employers better. They are also launching an Edternships
programme to enable educators to connect with innovative business leaders in order to grow their
understanding of what is required in the workforce.

22

https://www.weforum.org/agenda/2017/09/skills-children-need-work-future/

23

This phenomena is talked about in the work of Linda Gratton and Andrew Scott’s book A hundred year life. London Business School
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Initiatives such as these have been born out of the fact that almost half of our 30,000 educators are
over the age of 50 and a fifth are over 60, and almost all have not worked anywhere other than in a
school. Finding opportunities to enable educators to gain experience outside of the classroom, as 21C
Skills Lab is promoting through their Edternships, and encouraging people with work experience to be
able to teach in the classroom, would enable student’s greater visibility of the capabilities required to
operate within the workplace. Current barriers to this collaboration include the strict registration
requirements to teach in a classroom and the lack of desirability of the teaching profession as a result
of the relatively low salary.
Education providers interviewed shared with us the challenges they face in moving to this new
approach to teaching including the need to marry this way of working against curriculum requirements
set by the Ministry of Education and NZQA and audit requirements from ERO. While the goals of these
institutions are not competing, more could be done to show how one contributes to the other.
One secondary school interviewed talked about removing assessments for NCEA level 1, enabling a
two-year journey to level 2 and cutbacks on the assessment process. They talked to NZQA and
opened up communication with the moderators so that they can see how the learning is being
achieved. However, they have found this more challenging with some subjects such as mathematics,
chemistry and physics. They commented that many moderators have been out of the system for a
while and are taking a quantitative approach to assessment rather than a qualitative one. They did
note that some moderators that want to support the change are seeking student's voice.

Potential responses
Given these issues, there is an opportunity to encourage further collaboration between Government
and innovative education providers such as MindLab and 21C Skills, together with teachers from
across the sector and employers to find ways to ensure national systems and standards are enabling
learning the skills needed for success in the workplace. This could also include looking at how to
encourage and incentivise educators and schools to support continued education for teaching staff.
Looking at Auckland’s schools, there are also opportunities to integrate new practices within the
school environment will be critical for sustainable change and feedback from providers was that upskilling interventions worked most effectively when they were implemented across a school rather than
just with individual teachers. In addition, schools should be encouraged to actively work with business
in their local areas to understand capability gaps and work collaboratively to address these. ATEED
could play in role in connecting schools together to share good practice and in connecting schools and
businesses. Auckland’s employers should also be encouraged to work with local schools and tertiary
providers to support the greater alignment of curriculum to local skills needs.
We should also be looking to international examples of where countries have overcome the hurdles
we are facing to learn from their experiences. Both Finland and Singapore are often cited as leading
the world when it comes to education, and both countries have similar population sizes to New
Zealand, so could be good case studies to consider. In the article ‘Why are Finland’s schools
successful?’24 there are a number of examples including their lack of focus on standardised tests,
there focus on individual students and meeting their needs, ‘whatever it takes’ attitude of teachers and
preparing children to learn how to learn, not how to take tests.

24

Smithsonian.com Why are Finland’s schools successful? Lynell Hancock 2011
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Transport and Logistics Sector
The transport and logistics sector is projected to account for an increase of 4,500 roles across the
Auckland region, predominantly in south Auckland as a result of the proximity to Auckland
International Airport. As shown in Figure 3, under the business as usual scenario, all occupations
within the sector are projected to grow, with machinery operators and drivers, clerical and
administrative workers and managers being the most significant occupations.
If the rate of technological adoption is faster, there would be a notable increase in the proportion of
managerial and professional roles and a corresponding fall in clerical and administrative workers.
Somewhat surprisingly, only a slight decline is forecast in the proportion of machinery operators and
drivers within this sector, which is at odds with the forecasts for the occupation type overall (which
project a decline of 6,000 jobs). This may be due to the growth anticipated within this sector, as well
as the slower rate of technological change assumed, which aligns with the feedback from interviews
we conducted. An even faster rate of adoption of technology would likely produce a greater impact on
these roles in the future.
Figure 3:

Projected Occupation Change in the Transport and Logistics Sector

Implications for skills
It had previously been suggested that within the Transport and Logistics industry, 53% of all roles
were at risk of automation25, but when we spoke to major Auckland employers this change is unlikely
to eventuate in the foreseeable future.
One large employer that we spoke to had recently offshored simple office based processes to Manilla
to enable their NZ based office staff to specialise in more technical skills, leading to a greater variety
25

NZIER (2017), Disruptive Technology in Auckland, ATEED
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of work and job satisfaction but other than that the sentiment was that they would prefer to stick to the
way they have always done it if it means keeping people employed.
A further employer was looking for ways to automate freight forwarding through the use of scanners
but did not see their roles changing significantly. Another employer suggested that within the next
twelve months, they may see a shift in the processing of parcels but that there would still be a human
element required. While a third employer suggested that while they won’t become automated in the
near future, it will come within the next 5 years as their labour costs change and they need to find
cheaper ways of doing things.
Much of this reluctance to implement automated practices now was not due to the availability of
technology but more their care for their staff with one stating that they don’t want to ‘dumb down’ or
automate roles when they can be perfectly well done by an employee. This, in the most part, is driven
by the leader and so unlikely to change while they are still in charge.

We want to be second out of the gate on change rather than first26

Changing employee expectations has led to difficulty in attracting truck drivers. The owner-operator
model introduced in the 1980s is no longer attracting the required numbers, and so the organisation is
being forced to consider changes to their operating model.
A lack of employability skills was identified as a key barrier to entry, with prospective candidates not
being work ready. Of particular note in addition to the standard request for staff who are reliable and
drug-free, they were also after employees who have the confidence to ask questions, work in teams
and actively contribute.
One of the employers interviewed stated they get a lot of applications for entry-level roles from new
migrants, but due to their lack of local knowledge and New Zealand geography, they were not ideal
candidates for these roles. What they were looking for was people with local knowledge who were
reliable and open to learning new skills.
There is also an issue with the perception of warehousing as a viable career option and employers
were finding that people were falling into it because they could not get anything else. That was leading
to a small pool of people with the potential to progress into a team leader or managerial roles in the
future.
Given the new equipment being used in many warehouses, health and safety was also a key
consideration. This is creating a move to hire people into permanent roles rather than relying on
temporary staff. This was important for two reasons; the need to train people was time-consuming and
therefore not practical on a shift by shift basis, and they found that when people work with each other
over a period of time, their care for one another’s safety grows more than for those who they did not
know their co-workers.
Many were focussed on promotion from within business models and therefore were looking to recruit
people not only with the skills needed for now but also the potential to move into more senior roles.

26

Quote from a leader in Transport and Logistics in response to reluctance to introduce technology that is being used in sector internationally
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However, due to low turnover in senior roles and the different expectations of ”Generation Z” (young
people born between the mid-1990s and mid-2000s now entering the workforce), they were finding it
harder to meet their expectations around progression.
Transport and logistics employ a large number of entry-level roles that are not well paid. Due to the
size of land required and the proximity to other transport hubs such as the airport and the ports they
are restricted in where they can be situated. Many identified housing affordability in nearby areas and
public transport as key factors limiting their ability to attract and retain good staff. While parking was
available for many the costs of owning and servicing a car was significant and therefore prohibitive
and the long commutes, often requiring multiple means of transport made it undesirable.
One employer commented that there was support available for their low wage employees through
government from WINZ and IRD but that many were not aware of it and found it daunting to ask. A
campaign to make this information more accessible through workplaces may go some way to reduce
perceived accessibility barriers.
A further employer interviewed expressed an interest in the industry working together to offer technical
and leadership training. Given their close proximity and common needs, this could produce a win-win
situation of heightened opportunity for lower investment collectively. They also questioned whether
there was an opportunity to share physical resources to cover ‘ebbs and flows’ across the workforce,
assuming not all providers were facing these at the same time.

Potential responses
There is a need to raise the profile of opportunities available in the transport and logistics sector and in
particular warehousing in order to attract and retain good workers. In particular, there is the
opportunity to promote the career path opportunities into a team leader, and managerial roles as after
machine operations and driver roles, managerial and professional roles were forecast to experience
the greatest growth and were more resilient to the adoption of technology than other roles in the
sector.
As the construction sector, literacy is an issue for some current and prospective employees, and
therefore, there could be a role for employers in supporting their people to increase their verbal and
numerical literacy. This is of particular importance due to the health and safety requirements within
these roles and the need to work with new technologies over time.
The ability to travel to and from work was a major concern for many employees, and therefore
consideration should be given to affordable housing options (high density) around transport hubs or
more reliable direct public transport options from dense population areas.

Insights for other sectors
In addition to the construction, education and transport and logistics sectors, we also interviewed a
number of people from other industries across Auckland. Key insights from the forecasts and the
interviews are described in the following sections.

Fast Moving Consumer Goods
The FMCG (fast moving consumer goods) sector is comprised of aspects of the manufacturing and
wholesale and retail trade industries in the Infometrics forecasts. With an employment total of around
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78,00027, the manufacturing and sale of FMCG products currently represent just under 10% of
Auckland’s total employment by industry. Employment is forecast to grow by around 7,000.
Employers that we spoke to within the FMCG sector stated that they are finding it hard to secure good
talent given the competitive candidate market and they are needing to become more flexible with what
they are looking for from candidates in order to secure potential talent. Many roles in this sector are
low paid and therefore susceptible to talent jumping to another organisation for small increases.
Some organisations are finding it difficult to hire into skilled roles as the capability is not present in the
Auckland markets, and they are grappling with immigration reform and support from ITOs and
education providers to provide a skilled pipeline of talent for manufacturing and laboratory roles. Given
the small number of organisations within their field locally, they felt it had not been seen as a priority
sector for support.
Within the FMCG sector, food retailers are also noticing a change in customer expectations. There is a
growing preference for solutions rather than components, leading to a greater need for staff who can
add value. This includes a greater need for deli staff, bakers, butchery and seafood counter staff.
There is a shortfall in the Auckland market for candidates to take on these roles, with last year seeing
40 fewer butchery apprentices due to lack of interest and the need to hire bakers offshore. Feedback
was that New Zealanders were not keen to become bakers due to the non-sociable hours and that
there was a poor perception of working in a supermarket.
When deciding on the location of distribution centres, the population was also a consideration. While
some are tied to the airport precinct due to their need to be close to the airport, others have selected
to situate within the Southern Initiative (TSI) area (Māngere through to Papakura local board) due to
the population-base and relative accessibility to transport and housing.
Another food manufacturing company commented that while they had been able to secure good
operational staff locally (south Auckland) they found challenges in hiring engineering resource locally.
They also commented that they needed to find new ways of working within the manufacturing setting
to allow greater flexibility to continue to attract and retain young talent.

The Public Sector
The public sector in Auckland currently employs around 14,300 people and is forecast to grow to
19,500 in 2029. Public order, safety and regulatory services (i.e. police, corrections, fire protection)
also accounts for 14,100 jobs and is expected to grow to 19,000 in 2029.
Efficiency was a key driver in changes experienced across local and central government agencies,
with a growing population base to service but a constant or declining workforce. Automation is being
embraced in pockets and efficiencies are being created, but many staff would be unaware of what is
happening.
Customs, who is a major employer in south Auckland, has embraced technology through the
introduction of E gates. They are experiencing a growing number of tourists visiting New Zealand and
New Zealanders travelling overseas and are coping with this increased demand through opening up E
gates use to more nationalities and ages. Taking the manual work out of the Customs Officer role has
meant that the role now requires a lower skill level than previously, leading to greater differentiation
27

Within the current industrial classifications in New Zealand, there is no clearly identifiably category for FMCG industries. We have
aggregated the Infometrics forecasts for retail and manufacturing industries (e.g. retail and manufacturing for beverages, electronic goods
and pharmaceutical products), that are related to FMCG goods.
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between those and higher skilled roles. Over the coming years, they will also be increasing capability
in more specialised functions such as drug smuggling, financial crime, and working with offshore
intelligence agencies.
There is also interest for Customs to understand new technologies being implemented overseas, and
they are looking at places such as Dubai to see how advances in facial recognition technology may be
able to transform their current practices.

Commercial Services
Commercial Services comprises of several advisory services including in finance, insurance,
engineering, and accounting. It accounts for around 188,000 employment opportunities at present and
is forecast to grow by 24% to 233,000 by 2029.
One organisation commented their middle or senior managers are most likely to be affected by the
future of work, with changes made to the organisational structure and the introduction of new ways of
working. Middle-level roles will be most affected, with the recognition that this is not just predictable; it
is almost unavoidable28.
Automation is happening now in the banking sector and with a skills mismatch likely to hit around 2020
as the speed to implement automation increases. Within the insurance sector, however, they were
experiencing a longer lead time, given the complexities involved in their processes. The Financial
Services industry was also feeling the effects of recent changes to the regulatory environment
resulting from the Australian Royal Commission and global political and economic stability leading to
extra requirements on front line staff to safeguard against instability and poor conduct.

Lots of talk at the Board but the actual investment is less than is needed,
and lots of projects involving new technology are slow and over budget

Tourism and hospitality
The Tourism and hospitality sector includes international education, retail, accommodation, food and
beverage, and certain transport support services, in addition to tourist services and activities. The
industry currently provides around 61,000 jobs and is forecast to grow slightly to 67,200 jobs by
202929.
Within the gaming industry, they are introducing new technology to assist front line staff in identifying
problem gamblers, with cameras now replacing staff in the Pits. While this is reducing the numbers of
staff needed, they are also experiencing difficulty in hiring people into skills gaming roles due to the
increased regulatory requirements for checks, leading to difficulty in hiring new migrants into these
roles.

28

From interview with Hadas Wittenberg, Future of Work Enabler, Adaptive Future
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It is important to recognise that this is narrower statistically driven view of the tourism sector, rather than the wider destination sector which
is a focus for ATEED.
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One major Food and Beverage service employer is having difficulty in recruiting quality staff into front
line roles and felt that many New Zealanders did not see hospitality as a viable career path. At the
time they were interviewed, they were holding 140 vacancies, and that was not uncommon, and they
anticipate that the required number of staff was likely to increase as the number of outlets they have
increased. They were looking overseas for how automation has impacted hospitality internationally.
While there are examples from self-service hotels to 3D printing in kitchens, they were keen to get a
feel for how these were impacting the customer experience before looking to implement here.

Small to Medium Enterprises - SME
While not strictly an industry, more a classification, SMEs are very important to Auckland and the
wider New Zealand economy, with 90% of New Zealand businesses are classified as SME’s and while
this economic reliance of small the medium businesses is not unique around the world the size of
most New Zealand SME’ is significantly smaller meaning it is harder to find comparable examples of
good practice on how to support SME’s succeed in the future of work.
Across Auckland, the SME sector encompasses self-employed people as well as those employing
others. It operates across all sectors, so the dynamics and drivers of small business activity vary
dramatically. Māori and Pacific SMEs are also important to the Auckland economy as we know that
they are more likely to hire Māori and Pacific staff, offer professional development pathways and pay
higher wages, all of which contribute to greater opportunities for advancement and skills transfer30.
Development in small businesses is often limited by the time of the owner, team capability and
funding, and so many are not embracing new technologies that are available. To take the fear factor
away ATEED’s business innovation advisors are working with owners to help them understand the
benefits available through adopting new ways of working and efficiencies to be gained through
simplifying the business processes, that have been used for years in large organisations.

We need to change the narrative as many are still thinking too far into
the future. It is not just about AI and VR but efficiencies that can be
gained from simple off the shelf products now31

The primary driver for those that were introducing technology was efficiencies, and many are looking
to partner with other organisations to leverage ecosystems rather than feeling a need to be an expert
themselves.
There is a concern however that many SME’s are established as a result of people wanting to
overcome accessibility issues to finding meaningful work with many ill-equipped with the skills needed
to make it a success including the ability to develop and validate an idea quickly and inexpensively
and to know when to drop or change as needed rather than hanging on. This gap is leading to many
small businesses failing in the first few years.

30

MBIE, TSI, Auckland Co-Design lab (2018). Pacific Peoples Workforce Progression
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ATEED Business Innovation Team member

37
Commercial In Confidence

Common trends and skills needed for Auckland
Beyond the sector-specific issues discussed above, there are also a number of common treads and
skills needs that are apparent across Auckland. As part of our engagement with Auckland employers
and key stakeholders, we explored their views on the type of skills that they believed would be in
greater demand in the future. In this section, we look at the common trends that emerged during those
discussions and the implication of these for future skills needs. These insights are in addition to those
areas highlighted in the previous section.
The interviews highlighted a number of common skill sets where demand was increasing and a
smaller number where there was a decrease in demand as a result of the impacts of the future of
work. Interestingly, these were similar to those identified in various international research studies,
including the World Economic Forum32.
We have broken these down into three categories
•

industry specific specialist skill gaps – specialist skills that require significant training and
development that were only identified as important in individual industries or employers

•

non industry specific specialist skill gaps – specialist skills that require significant training and
development that were common across multiple industries and employers

•

non industry specific – non-specialist skill gaps – skills that do not require specific training and
development that were common across multiple industries and employers.

Specialised Skill Gaps – Industry specific
According to the employers and institutions we interviewed, a small number of industries across
Auckland are experiencing skill shortages in specialist roles. A few of particular note are shown in
Table 16 highlighting those sectors that are of particular interest and highlights the fact that there a
number of Auckland specific specialised skills gaps that are opportunities for the city’s residents.
Table 16: Auckland industry-specific specialised skills gaps
Sector

Skills Gaps

Aviation Industry

The aviation industry in New Zealand is highly regulated and has a small number of employers. As
a consequence, they are finding it difficult to attract and retain sufficient pilots (the forecasts
indicate 360 additional pilots will be needed in 2029, or 460 in the event of accelerated adoption of
technology – relatively high numbers for an industry that currently employs 1,400 pilots). This is
leading to an aging workforce and questions whether current practices may need to change to
allow more flexibility of career in order to attract new people to the role.

Gaming Industry

Due to the specific regulations, police and credits checks the gaming industry is experiencing
difficulties attracting and retaining quality staff into their specialised gaming roles. While the
industry has great ethnic diversity amongst its staff, the level of checks necessary to be accredited
limits who it can employ for specific roles.

32

https://www.weforum.org/agenda/2016/01/the-10-skills-you-need-to-thrive-in-the-fourth-industrial-revolution/
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Sector

Skills Gaps

Contract
Manufacturing

The contract manufacturing industry in New Zealand is small with only two main players, one
based in south Auckland and the other based in west Auckland. Due to this, there is not a ready
labour force to recruit from, and the employers are required to find people with basic lab skills and
then upskill them internally. Until now they have been heavily reliant on migrant workers who
obtain the ability to work in New Zealand through the skilled shortages lists, but recent changes to
immigration regulations mean that this is becoming more difficult.

Law Enforcement

Law enforcement is another industry where the future trends including the capability of technology
and globalisation are impacting the work that they do. This is creating a need for new specialist
skill sets such as cybersecurity, drug smuggling detection, AML and working with international
intelligence agencies. With the need for these capabilities now and the high degree, a
specialisation required law enforcement agencies are looking for opportunities to recruit
internationally. The forecasts suggest 1,900 additional police officers will be needed in 2029, 2,200
when accounting for greater uptake of technology (compared to 3,700 currently employed).

Source: MartinJenkins analysis

In addition, our interviews with employers and institutions also identified a series of specialised skills
gaps where there is a growing demand for more general technical skills.

Specialist skill gaps – non industry specific
Turning to these non-industry specific specialised skills, Table 17 shows the skills that are new or
emerging and as a result of this demand cannot keep up with supply. These were not industry-specific
and were common across almost all industries and organisations interviewed.
Table 17: Auckland non-industry specific specialised skills gaps
Skill

Description

Data and Analytics

Data analytics is the science of analysing raw data in order to make conclusions about the
information. While as a result of big data there is significantly more information available to use the
skill set to be able to draw insights from that data is necessary, the role of Data Scientist is one that
is in high demand across industries. Data scientists have the technical skills to solve complex
problems and the curiosity to explore what problems need to be solved. They are part
mathematician, part computer scientist, and part trend spotter.

Digital

As technology develops, we have the ability to digitalise many of our manual processes in order to
be more efficient and /or more personalised, we need people with the skill sets to programme the
software to make this happen. This includes DevOps software development, coding and testing

Agile and Human
Centred Design

As organisational structures flatten and the way we work is more adaptive, we require people who
are skilled in work in agile teams. Adopting Agile or HCD practices enable organisations to not only
build new products and services faster but also to ensure that they will better fit the customer’s
needs through developing empathy for their problems and understanding their unmet needs.
Changing customer expectations and desire for a more customised approach across all industries
means that many of the skills sets used in Agile and HCD practices are in high demand. In a recent
article, Gallop suggested that disruptor companies are rewriting the rules in every industry and that
as a result, large established organisations need to create a culture that encourages and executes
agility, or they run the risk of getting left behind.33

33

Gallop 2019 The Real Future of Work: Agility Issue www.Gallop.com
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Skill

Description

Cyber Security and
Risk

Cybersecurity was identified as the key risk posed to business growth locally by the PWC New
Zealand CEO survey. This is because, as more business is completed online and new technologies
such as blockchain increase our ability to interact globally, new threats to our personal and financial
safety are being introduced. The ability to detect security breaches and protect customers,
employees and organisations are becoming increasingly important. Based on the increasing rate of
change and the need to develop new products and services in a digital environment, there is an
increased demand for people who can identify and manage risks appropriately.

Source: MartinJenkins analysis

Even though we are not feeling the full effects of the future, yet we are
looking for capabilities that will enable our people to adapt

As previously highlighted, these skills are very similar to those that have been identified by global
institutions such as the World Economic Forum. For Auckland, it is likely that these skills gaps will
become increasingly important, due to the forecast growth in a number of relevant occupations.
Table 18 displays some of the forecasts for occupations that are likely to require these technical skills.
There is strong alignment with the feedback from employers, with the technology scenario
accentuating the demand for these roles in the future.
Table 18: Occupation projections for data analytical, digital and ICT related roles
Occupation type

2018

2029 BAU

2029 Tech

Business and systems
analysts / programmers

19,900

26,800

28,800

ICT network professionals:

3,800

5,400

6,100

Database and Systems
Administrators and ICT
Security Specialists

3,300

4,700

5,400

ICT managers

8,500

10,500

11,800

The importance of this is further underlined by a recent survey of New Zealand Chief Executives which
found that more than half (56%) of New Zealand’s business leaders are struggling to access digital
talent. CEO respondents point not only to the shortfall in digital skills in their own organisations but
also to a lack of digitisation and skilled digital workers nationwide. On par with Australian CEOs, nearly
two-thirds (61%) of New Zealand CEOs responded with concern regarding the country’s
understanding and execution of digital skills 34.
Some Auckland employers are already responding to the challenge of employing scare skill sets such
as advanced data analytics, some organisations are thinking about their future workforces in different
ways and are even looking at how they collaborate across industries to grow and share capabilities.

34

https://www.pwc.co.nz/insights-and-publications/ceo-survey.html
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This is a shift away from the traditional approach to hoard key talent as a competitive advantage to
collectively using their ‘buying’ power to attract, retain and develop great talent.

Non-specialist skill gaps – non industry specific
In the majority, the skills required by almost all businesses interviewed were not highly specialised, nor
do they take years to develop. These were uniquely human skills such as creativity, problem-solving,
care, collaboration and resilience. These skills are detailed in Table 19 and are again very similar to
those that have been identified globally.
Table 19: Auckland non-specialist skills gaps
Skill

Description

Growth mindset and
an openness to
change

Growth mindset is being open to growth and development and recognising that as the world
around us changes, we too need to adapt and change with it. People with a growth mindset believe
that abilities, like skills and intelligence, can be developed through dedication and hard work and
as a result more likely to enjoy learning, seek out situations to experiment and see failure as an
opportunity to grow and learn from their experiences. As the working environment changes, the
jobs we do and the way that tasks are completed, the desire and interest to want to change is vital
to staying relevant

Creativity and
Curiosity

Creativity in jobs is not limited to those in creative occupations such as the arts. Creativity and
curiosity are becoming vital in almost all roles as organisations and people must experiment with
new ways of operating and new products and services to sell in order to stay competitive.
Creatively is not just the ability to be artistic but is our ability to think laterally, generate new ideas
and come up with different ways of doing things. Forbes describes creativity as unique,
imaginative, non-routine and autonomous and it can be argued that as machines replace many of
the standardised routine tasks, our ability to think laterally, experiment with new ways of working
will become increasingly more important to adapt.35

Critical Thinking and
Problem solving

Alongside creativity and curiosity is our ability to apply these skills in a productive way through
critical thinking and problem-solving. As the environment around us changes, we are not able to
rely on always knowing what to do based on what has worked well in the past to keep pace with
change we need to be able to make decisions and solve problems without full information. This
may involve understanding how things connect across the systems or being able to assess the
information at hand to identify similarities to other instances and learn from previous experiences.

Care of others

A key, uniquely human skill is our ability to care for others. While automation can replace many
tasks, care, consideration and empathy for others cannot be replaced. In interviews with
employers, this came up a number of times and in many different guises. In highly manual,
industrial environments this was talked about from a health and safety perspective where the ability
to show care for their colleagues and not do anything to cause them harm was vital. In corporate
environment it was focussed more of care for the customer, operating ethically and putting the
needs of the customer first.

Collaboration and
Interpersonal skills

As our workplaces become more diverse and our work practices more agile the ability for
employees to work well with each other, value the differences between them and produce shared
results is growing. In the past where many people may have worked on their own or in small
established teams of like people, organisations now operate in more fluid multi-disciplinary teams
with members from across multiple generations and ethnicities. Additionally, our uniquely human
ability to relate to others interpersonally, still sets us apart from robots. But this collaboration is not
limited to just within organisations. Forbes recently published an article entitled ‘the Future of Work
is collaborative, not competitive, where they suggest that companies must open their kimonos in
order to co create the future of work.36

35

Forbes 2018 The Skills you need to succeed in 2020 (https://www.forbes.com/sites/ellevate/2018/08/06/the-skills-you-need-to-succeed-in2020/#2481a1a9288a)

36

Forbes 2019 The Future of Work is Collaborative, Not Competitive #jointhecollective
(https://www.forbes.com/sites/johnwinsor/2019/01/28/the-future-of-work-is-collaborative-not-competitive-jointhecollective/#35affc8a7c85)
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Skill

Description

Resilience and Grit

While the need to be resilient, both personally and organisationally has always been important,
many organisations are now talking about Grit. Grit is a concept that describes an individual’s
perseverance of effort combined with a passion for a particular long-term goal. Research by
Angela Duckworth showed that grit is a key driver of achievement and success, independent of
and beyond what talent and intelligence contribute37. As change continues to disrupt, people who
have the passion and perseverance to continue to perform outside of what they know will be vital
to all organisations.

Source: MartinJenkins analysis

These are very similar to those identified by the World Economic Forum 38 as the seven core
competencies that every child needs in order to survive in the coming world of work, and many of the
employers spoken to were using these skills as differentiators throughout their recruitment practices.
Given the speed at which technical skills may change, those that could demonstrate a growth mindset,
creativity and adaptability and resilience to change were preferable to those that had similar industry
or role experience but lacked these human skills.
Feedback from Auckland employers across multiple sectors raised concerns about the applicability of
what was taught in schools and how it translated into the skills needed in the workplace. Reservations
were raised around the logic of education system and funding for it based on the perceived limited
ability of educations providers to tailor curriculum around these common skill sets required for entry
into the workplace. In order to ensure the education system is preparing students for the workforce,
there is a responsibility on schools and on businesses to work together to identify critical skill
requirements and opportunities to develop them.

Skill set demand on the decline
In interviewing employers, there was a much smaller list of skills where the need is on the decline.
These include routine tasks in finance, customer service retail and back office manual handling roles
where there has been a significant uptake in technology over the past few years. The employment
forecasts back this up with an expected reduction of 16,000 clerical and administrative roles as a
result of accelerated adoption of technology. Sales workers were also one of the hardest hit by
technology.
This demonstrates a reduction in not only low skilled roles, but also mid skilled roles such as
accounting where advanced in AI have been adopted by mainstream providers such as Xero. This is
starting to show up in the banking and insurance industries too, where advancements are being made
of highly repetitive and formulaic tasks such as credit decisions and underwriting.
In organisations where technology is being adopted, and roles are being displaced, many are looking
at options to upskilling there workforce and make available opportunities for job sharing and
enrichment, and in one organisation that has recently automated, a number of tasks, 50% of workforce
impacted were supported to find new roles either within the organisation or externally.

37

Grit, The Power of Passion and Perseverance 2016 Angela Duckworth

38

https://www.weforum.org/agenda/2017/09/skills-children-need-work-future/
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Importance of employability skills
Many of those Auckland employers interviewed highlighted the difficulty in finding people with general
employability skills; those that will turn up to work regularly, on time and drug-free, have the
confidence to ask questions and are comfortable with working in teams. This was particularly an issue
in entry-level, low skilled roles where candidates are coming straight from school or have been
unemployed for a period of time.
To better understand this gap, the Ministry of Business, Innovation, and Employment, the Ministry of
Social Development and Auckland Council Southern Initiative sponsored The Attitude Gap Challenge.
The challenge centres on understanding the reasons behind the lack of connection between local
employers and young people in south Auckland. South Auckland has a broad and growing economy,
rich cultural diversity and a young population. However, south Auckland young people’s high
unemployment rate isn’t explained by lack of educational attainment alone. This situation is both
socially and economically costly to the region, with looming labour shortages and negative social and
financial impacts for families. Anecdotally, employers say they struggle to find local candidates with
the ‘right attitude’. On the other hand, young people report that the experience of applying for jobs and
encountering workplace culture is like entering a foreign country, with unfamiliar and invisible
practices, language and rules39.
There was frustrating from some employers interviewed that there is not sufficient focus in the
education system on developing these general employability skills. While some may argue it is not the
role of the schools to do this, with an increasing number of people going straight from secondary
school into the workforce, it is a good opportunity to ensure they are well equipped to be successful.
Some employers also expressed frustrations that, due to the lack of employability skills in many New
Zealanders, 90% of their best workers, those that they could rely on, were those that are new to the
country and in general ‘were harder working than the locals’. While this is a generalisation it does
highlight the need identified previously for people to be taught through schools general skills that
would support them being successful in obtaining and retaining employment including the important
basic skills such as turning up for work on time, being drug-free, and open to learning new skills.

The pace of change in Auckland
The emerging view from those employers interviewed was that the uptake and impact of both current
and new technologies were likely to be slower in Auckland than might technically be possible or
anticipated. There are a number of reasons why this might be the case, including:
•

the capital investment required in many cases still outweighs the cost of labour, meaning that the
economics of technological adoption do not yet make financial sense

•

the smaller size of the New Zealand economy and domestic market, together with lower levels of
competition in some industries, making it easier to delay the required investment while remaining
competitive in local markets

•

even when new technologies could be adopted, there may not yet be sufficient skills available to
employers to both install and deploy these technologies in the workplace

39

The Attitude Gap Challenge, A South Auckland Employment and Skills Challenge Summary Report
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•

given the large proportion of very small businesses across the Auckland economy, there are
additional challenges relating to the awareness of these businesses of the available technologies
and management capability to adopt these technologies

•

amongst larger employers, even where there is a combination of awareness, management
capability, and investment available to support the adoption of these technologies, there is a
strong and ongoing commitment to maintaining employment opportunities for their local
workforce.

While this means that the impact of technology and the potential for disruption in Auckland may be
less than it might be in other global cities, the forces of change that the city faces are the same, and
the need for the Auckland’s businesses and workers to be prepared for these technologies in future is
paramount. A failure to respond to these opportunities and to ensure that workers have the skills that
the need to compete will have negative impacts on productivity and inclusion. This is a particularly
important issue for south and west Auckland, and specifically amongst Māori and Pacifica
communities, who have not necessarily benefited from Auckland’s recent growth and could be further
disadvantaged in the future if they are not supported to be adequately prepared for the future of work.
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CONCLUSIONS AND
RECOMMENDATIONS
Addressing Auckland’s future skill needs
Auckland plays an important role in the national economy, and Auckland’s current and future success
contributes significantly to the overall health of the New Zealand economy. Auckland’s economy is
connected to and influenced by the wider global economy and the city’s businesses, workers and
communities are impacted by the same forces of change that are being experienced elsewhere. The
potential impact of technology adoption and other factors shaping the future of work will ultimately be
felt in Auckland the same as they are in other economies.
Auckland, and New Zealand as a whole is well placed to benefit from the advances in technology,
which provide opportunities to raise productivity, enhance competitiveness and generate quality
employment opportunities for current and future residents. Grasping these opportunities requires
current and future workers to acquire, enhance and maintain their skills. In this regard, despite
Auckland having a relatively highly skilled workforce, gaps are already apparent.
Addressing Auckland’s future skill needs will be critical if the city’s economy is to remain competitive,
compete in global markets and deliver inclusive growth outcomes. Enhancing the ability of Māori and
Pacific communities to compete in the future world of work will be essential in ensuring that all parts of
the city, particularly, south and west Auckland are to prosper.

Pace of change
At the same time, discussions with key employers, educational institutions and other stakeholders
suggest the pace of change in Auckland might be slower than in other locations. There are a number
of reasons why this might be the case, ranging from our relative geographical isolation and size,
through to the costs of technological adoption compared to the cost of labour, to the depth of technical
skills in the labour market to support the implementation of these technologies and finally to the
willingness of employers to implement available technologies, if they would have a negative impact on
current workers.

Productivity driver
While this may delay the potential impacts of the future of work, it does not mean they are not
important, nor that the impacts won’t be felt. In addition, given Auckland’s long-standing and wellrecognised productivity challenge, there are good reasons why the adoption of new technologies that
lift productivity and enhance economic competitiveness should be encouraged.
There is also a need to recognise that, despite the productivity challenge, Auckland has been an
economic success story and ensuring the city’s businesses, institutions and workers are prepared for
the future of work will be essential if that success is to continue. In this regard, it is particularly
important to consider the impact of the future of work in those places and communities that have not
benefited as much from Auckland’s recent economic growth.
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South and west Auckland
In particular, given the fact that the economic outcomes for south and west Auckland have been less
positive than they have for the city as a whole, it will be important to ensure that businesses and
residents in these places are prepared for the future. Specifically, this means that Auckland’s Māori
and Pacifica communities, who are largely concentrated in south and west Auckland, have access to
the education, training, and experiences that mean they are prepared for the future and are able to
access, secure and progress in quality jobs that support their wellbeing and quality of life for workers
and their whānau.
In particular, work conducted by MBIE, the TSI and the Auckland Co-Design Lab has shown that a
different and more culturally sensitive approach is required to ensure that Māori and Pacific peoples
are provided with professional development pathways and opportunities for skills transfer in the
workforce, including by offering better support for migrant families, mothers entry and re-integration to
the workforce pre and post motherhood and addressing transport barriers to workforce participation.
The analysis of Auckland’s forecast growth between now and 2029 suggests that the city’s economy
will continue to grow, providing more job opportunities for current and future residents and
communities. However, the forecasts suggest that over the next 10 years, the main drivers of
Auckland’s future growth will remain those things that have driven recent growth, namely population
growth and construction and infrastructure investment. While technology and other future of work
factors will shape this growth, the fundamental drivers will be the same.
Projected growth
Looking at the forecasts, the industries that will see the bulk of new jobs across Auckland will be
Construction, Professional Services, Health Care, Food Service, and Education. Construction jobs are
expected to grow by close to 70% (approx. 56,000 jobs), far exceeding the 24,000 jobs created in the
last decade. This highlights the critical importance of ensuring that Auckland has a future workforce of
sufficient size and with sufficient skills to support these growing industries. There is also a need to
ensure that in these industries, the jobs that are being created are truly quality jobs, offering a decent
and living wage, with support for training and workforce development and with opportunities for
progression.
From an occupational perspective, the forecasts suggest that Auckland will need more professionals,
managers and technicians and trades. Within working professionals, the projections anticipate growth
to be driven mainly by an increase in school teachers, business and systems analysts and
programmers, midwifery and nursing, engineering professionals and management consultants.
The forecast growth in management jobs is concentrated in construction, production and distribution
managers and in chief executives, general managers, and business administration managers. The
significant increase in technicians and trades appears to be driven primarily by the continued
construction boom, with construction related trades (e.g. bricklayers, building technicians, electricians,
plumbers) growing strongly.
If technological adaptation happens more quickly, employment growth is projected to be more strongly
concentrated within the professionals and management categories. This growth is anticipated to offset
significant declines in opportunities for clerical and administrative roles, labourers, community and
personal service workers, and machinery operators and drivers. Technicians and trades roles (mainly
construction and food trades) appear relatively resilient, which could be a result of the inelastic nature
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of the demand for these roles over the next decade, given the construction boom and population
growth anticipated.
For south and west Auckland, and for Māori and Pacifica communities, these anticipated changes
represent a challenge and an opportunity. In south Auckland, the construction sector is forecast to
continue to grow strongly, with 15,000 new jobs expected to be created by 2029. Other growth
industries include transport, postal and warehousing; professional, scientific and technical services;
administrative and support services; and education and training. Ensuring that current and future
residents in south Auckland have the skills, training, and experience to access these jobs is a
significant opportunity for current and future south Auckland residents and communities.
While the number of new employment opportunities forecast for west Auckland is lower, the forecasts
do show growth in jobs available in the construction, education, training, healthcare and social
assistance sectors. In addition, while the number of new jobs is not significant, the manufacturing
industry will still be, in comparative terms, an important employer in west Auckland. For west
Auckland, while ensuring that residents have the skills they need to compete in the future economy
will also be important, there are wider issues relating to transport accessibility and connectivity to
those parts of Auckland that have larger concentrations of employment opportunities.

Conclusions
Based on these Auckland forecasts and employer insights, a number of broad conclusions can be
drawn. Firstly, there is an urgent and ongoing need to address the challenge of ensuring that all
Aucklanders have the employability skills that they need to secure meaningful employment.
Irrespective of technological progress, workers need to have the basic skills, qualifications and
aptitude to secure, retain and compete in the world of work, now and in the future. As shown in
ATEED’s work on prosperity, skills and qualifications are the most important determinants in securing
quality jobs and good wages. This is a particularly important issue for south and west Auckland and in
our Māori and Pacifica communities.
Secondly, the prospect of disruption and the future of work in Auckland, even if slower than might
occur elsewhere, means that workforce development and lifelong learning will be essential if Auckland
businesses and workers are to be adequately prepared for the future of work. The changes that will
occur in the labour market, enabled by technology and other forces of change, will be a dynamic
process, and there will be a continuing need for training, re-training and adaptation.
Next, the primary drivers of the growth and the main source of new jobs in Auckland over the next 10
years will be those sectors that are already a feature of Auckland’s economy, fuelled by population
growth and the significant pipeline of infrastructure investment. Consequently, access to affordable
housing and transport will play a critical role in connecting people to quality jobs across Auckland.
Finally, it is also important to recognise that the scale of growth in some key sectors means that
immigration will still be an essential tool for accessing some scare skill sets across the city, not least in
those sectors such as construction, food and beverage and hospitality and tourism that are already
struggling to recruit sufficient numbers of skilled workers. National immigration settings will therefore
be of particular importance to Auckland.
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Recommendations
At a high level, there are several recommendations for individuals, education providers, business and
government. For individuals these include being actively engaged in learning, including upskilling and
reskilling throughout their working life, being open to change and curious about what is happening
around them and actively seeking out support that is provided through workplaces, communities, and
government.
Other system-wide recommendations that impact organisations, providers and government are as
follows:

Workforce planning
At an organisational level, there is a need for businesses to focus on workforce planning to
understand:
•

the skills they will need now, and in the future

•

how this aligns (or not) to what they have now

•

plans in place to acquire, develop or retain the skills required to meet their business plans.

These workforce plans will enable them to work with education providers, industry organisations and
Immigration New Zealand to ensure there is access to the capabilities needed at the time they are
needed to enable them to maintain or grow productivity. In addition, there is also a case for
considering how targeted active labour market policies could support industries and employees in
preparing for the future of work.

Build internal capability on the future of work enablers
There is a need for all organisations to understand better the possibilities available to them to increase
efficiency and productivity through the application of new technology and ways of working.
Larger organisations have the opportunity to build internal capability in the house around the design
and implementation of new technologies and ways of working. Many organisations who see value in
implementing new technology are being held back because there is not a ready pool of external
resource to contract in, and they do not have the capabilities internally. This could be achieved by
sending employees on training programmes or bringing in a specialist resource through a through
immigration or as a consultant to upskill current staff.
For small businesses, this is not as easy due to the small number of people employed and the relative
costs of hiring someone specifically for this purpose. Because of this, they may benefit from partnering
with technical providers, working collaboratively with sector groups or receiving support from supply
chain partners or services such as the Business Innovation Team at ATEED to better understand what
is available and how they might benefit.

Support for upskilling and reskilling
While lifelong learning was identified as key to ensure that those in employment can continue to stay
relevant and adapt to the changing skill needs, there is currently not the culture nor the infrastructure
in New Zealand to support this. The ability of people to voluntarily take a break from full-time
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employment to retrain is difficult for financial reasons for most and the access to non-traditional
learning, such as micro-credentials, is still in its early stages. Two recommendations that should be
explored further to enable this current employer to upskill and re skills should be through microcredentials and in role development.

Micro-credentials
Micro-credentials are certification style qualifications to improve skill in a particular industry. For both
employers and employees, micro credentials have the potential to develop skills throughout their
careers without having to leave the workplace to study.
It is suggested that employers or government identify opportunities to make access to micro
credentials easier for people currently in employment. The government could subsidise participation in
micro credentials enabling free entry into specific future focused topics, similar to the Finland model
(detail included in appendix) to increase understanding and knowledge across critical areas or similar
to the SkillsFuture approach taken by the Singapore government (detail included in appendix) provide
credits to employees with certain demographics (e.g. mid-career, those in sunset roles, etc.) to enable
them to access micro credentials to upskill and reskill to maintain relevance.

Supporting in role development opportunities
Some organisations who have opted to introduce technology for efficiencies have then looked at ways
they can support staff to use the time saved in doing their jobs to upskill. This has the joint benefit of
supporting their team members to continue to grow while also ensuring they continue to grow and
learn. While learning can take a number of forms, one of the ones most commonly adopted by
organisations is to give their employees access to online micro credentials (as discussed above).
Others have taken a more hands-on approach introducing opportunities for employees to use a % of
their workday working on projects to provide them with the opportunity to learn through doing.
There are opportunities for employers across industries or geographic locations to band together to
focus on how the future of work is impacting their sector and to provide access to organisations to
learn from each other. Understanding how other organisations within their industries have adapted to
changes and lessons learned will increase the capability of the industry as a whole. A good example
of this is the Wynyard Innovation Neighbourhood, made up of a number of companies who have come
together to collaborate for a better New Zealand. They are doing this in a number of ways, including
exploring opportunities to attract, develop and retain talent within the neighbourhood and providing
opportunities to learn from each other and external speakers through the WIN Talks series.

Review of the education system
The New Zealand Education system is not designed to develop the 21C skills that employers are
requiring. While these can be developed in many ways, there is a missed opportunity if we do not
focus on these through the 13 years that students are in the classroom. The future of learning requires
a different approach to engaging students throughout the learning process and providing opportunities
to learn through inquiry and doing.
Innovative education organisations such as MindLab and 21C Skills lab are actively working with
individual teachers and schools to develop the capabilities needed in teachers to operate in this way.
However, this is not yet systematised, there is a significant opportunity for the government to:
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•

Review the assessment requirements of students and teachers to align with the development of
the skills required

•

Incentivise educators continuing education to ensure their knowledge is up to date and supporting
current, and future capability needs through partnership with innovative education organisations.

•

Reduce barriers to enabling people with business experience the opportunity to work with schools
to develop the capabilities needed. Currently, the need for registration and teachers’ salaries are
both significant barriers.

Some jurisdictions are encouraging people with work experience to retrain as teachers as they bring
with them a greater understanding of the capabilities needed for success in the workplace and can
pass this knowledge on to their students. Teachers’ salaries, however, were one issue cited in
interviews as a deterrent for people with previous work experience wishing to become teachers. In
Finland for instance, which is recognised as one of the best education systems in the world teachers’
salaries are comparable with other professions in Finland whereas in New Zealand teachers’ salaries
sit significantly lower than other professions that require similar levels of training and responsibility
making them less appealing to those with other work experiences.

Encourage partnerships between business and education providers
A core reason for the education system is to prepare people with the skills needed in life, yet there is
very little connection currently between education providers and businesses. Some businesses we
spoke to expressed frustration when they approached their local schools for support in developing
general employability skills in their students and were told by the school that that is not what they are
funded to teach. On the flip side, education providers expressed difficulty in getting local business
people involved in school run programmes as advisers or mentors to their students.
Developing the skills needed for success in the future should be a shared responsibility between the
education sector and business and incentives on each side should be put in place to support this. An
example of where this has worked well is the Foundation for Young Australians (FYA)-led South West
Victoria education-industry coalition. In this coalition the South West TAFE and the FYA worked with
industry partners to map out job opportunities and skills demand in the South West Victoria region and
provided a digital tool to help current and future workers to understand what their career pathway
might look like.
An example closer to home is the 21C Skills Lab Edternships which enables teachers within the
school environment the opportunity to work with innovative businesses to get a greater understanding
of the skills required for success in a business environment
While these initiatives are happening in pockets, they need to be systemised and incentivised to
enable greater collaboration between business and educators to achieve the common goal of a well
skilled productive workforce for New Zealand.

Increasing accessibility to scarce skills sets through
migration
Alongside the need to develop the right skills sets in New Zealanders is the ability for organisations to
attract, retain and develop migrants with the critical skills needed to support New Zealand’s
productivity.
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Several employers interviewed commented that recent changes to immigration policies could close off
channels, making it harder to develop good workers and retain them in New Zealand for future
opportunities. They want to have more security about how long someone can stay in NZ and their
ability to develop and grow into more senior roles
Some also commented that changes to immigration settings are making it harder to get skilled labour
in, especially in medium skilled roles where wage levels were lower than the threshold but where there
were insufficient New Zealanders with the skills needed to do the roles. On occasions, exceptions to
salary caps for specific roles had been granted but were still hard to get.
One employer interviewed commented on the need to balance immigration settings with training gaps
and that often the problem is a niche need, yet the approach taken by Immigration New Zealand is a
generalist one

Increasing accessibility to quality jobs through affordable
housing and public transport
While the focus of this research was on identifying and developing the right skills in order to be
effective into the future, as noted previously in this report, a large number of employers interviewed
identified housing affordability and access to public transport as key barriers impacting their ability to
attract appropriately skilled staff.
In many cases, suitable candidates could not afford to live in the areas where the businesses were
located, and many had limited or no public transport options nearby. This was particularly prevalent for
low to medium skilled jobs where wages were lower, and many could not afford to own or run their
own cars.
Advice to Auckland Transport would be to work with large employers to understand where current and
future employers live in relation to their places of work to identify opportunities for improved public
transport options.
It is also recommended that Auckland Council work with Auckland Transport and employers or
industry representatives to ensure that when new land is made available for commercial use through
the Unitary Plan that corresponding affordable housing and transport options are also put in place. A
number of employers interviewed, based near Auckland Airport commented on how difficult it is for
their staff to get public transport to work currently. With more land being opened up for commercial use
nearby this is likely to exacerbate the issue.
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The role of ATEED
Many of these recommendations are outside the specific scope of ATEED’s work. ATEED has an
important role to play, working in partnership with Government, with employers and with the rest of the
Auckland Council group to ensure that the city is ready for the future of work. This can include:
•

supporting businesses to understand what is possible and brokering collaboration between
sectors and locations to support small and large organisations to enable opportunities to learn
from each other’s experiences and collaborate on initiatives would be valuable

•

brokering relationships between schools and business and between schools that have made
changes and those that have not to enable greater collaboration and supporting new ways of
operating

•

continuing to support initiatives such as the Skills Hubs and TSI that increase accessibility for
those in south and west Auckland to development and work opportunities

•

working alongside Auckland Transport and other ATAP (Auckland Transport Alignment Project)
partners to ensure that accessibility to work and education opportunities are front of mind in
decision making on developing Auckland’s transport infrastructure.

In addition, due to the size and diversity of Auckland’s population, many of the challenges to
productivity and inclusive prosperity are greater than for other regions in New Zealand. There is a role
for ATEED to advocate for Auckland in central government discussions to ensure that Auckland needs
for the future are being met.
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APPENDIX 1: FORECAST GROWTH
AND CHANGE IN THE AUCKLAND
ECONOMY
Auckland Employment Forecasts to 2029
We have approached the forecasts by starting with the Auckland-wide employment outlook and
looking at the projections for the whole region by industry and occupation. We start with the industry
forecasts given these then form the basis for the occupation forecasts. In looking at the regional
employment forecasts by occupation, we also consider what impact a more aggressive uptake of
technology might produce. We then look at the forecasts for west and south Auckland in particular,
given these are of interest to ATEED. We also consider the nine key sectors that ATEED has
previously identified as sectors if focus and how the employment forecasts for these sectors change
over time and with the possible accelerated uptake of technology.

Introduction to the Forecasts
In looking at Auckland’s future industry and occupational structure, Infometrics has prepared two
separate forecast models. The first model relates to the period between 2018 and 2024. The second
model looks over a longer time horizon and focuses on the 2024-2029 period.
In line with standard practice, the models are based on a number of underlying assumptions. The
forecasts for the 2018-2024 period are driven by an econometric model which uses a mix of top down
and bottom up approaches. The model provides forecasts for all industries and all territorial authorities
and is constrained to be consistent with Infometrics macroeconomic forecasts for the New Zealand
economy as a whole.
The industry forecasts for the 2018-24 are translated into employment by occupation using Infometrics
understanding of the occupational composition of employment in industries and how this changes over
time.
The longer time period involved in looking out to the 2024-2029 period requires a different approach.
The model that has been built for this period should be seen as a projection or scenario rather than a
forecast. This recognises the fact that forecasts are largely based on existing economic momentum
and the current stage of the business cycle, whereas a scenario is based on assumptions that are
more structural in nature. The Infometrics projections for this period are based on a number of
structural assumptions including technological change, industry productivity, demographics, consumer
demand and New Zealand’s international competitiveness.
In the context of this research, one of the key areas of interest for both of these models is the
assumed rate of technological change and the impact that this has on Auckland’s changing industrial
and employment structure. In considering this issue, Infometrics has considered the impact of
technology on the changing occupational structure of employment over time.
However, recognising the prevailing discussion on the potential impact of new technologies on the
future of work, Infometrics has also produced a ‘technology-on’ scenario which assumes similar
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macro-economic conditions but assumes a more aggressive uptake of available technology. In
determining the rate at which these technologies are adopted, we have considered the rates of
automation suggested by Frey and Osbourne but have controlled these based on the findings of the
interviews with Auckland employers, which suggested a slower rate of adoption 40.

Total employment by industry
The Infometrics forecasts suggest that total employment in Auckland could increase by 23% over the
next 10 years, which represents just under 200,000 jobs. This rate of growth is consistent with the
expected rate of population growth but reflects assumed structural changes in the regional economy in
terms of technological change, industry productivity and consumer demand.
Figure 4 overleaf displays the overall historic and forecast employment growth in Auckland by industry
from 2008 to 2029. These figures do not include a scenario in which there is a more rapid uptake of
technology as the Infometrics forecasts do not attempt to estimate the change to the distribution of
jobs across industries but rather the change across occupations.
The forecasts anticipate the most significant growth to occur in the professional services and
construction industries. Construction jobs are expected to grow by close to 70% (around 56,000 jobs),
far exceeding the 24,000 jobs created in the last decade. Professional services jobs are forecast to
grow by 28% (31,000 jobs), just above the growth rate experienced in the previous decade of 25,000
jobs.
Other industries anticipated to contribute to the growth in total employment are health care and social
assistance, accommodation and food services, education and training and administrative and support
services. Agriculture, forestry and fishing, manufacturing, mining, retail trade and wholesale trade are
forecast to grow marginally.
Notably, for health care and social assistance and retail trade, the forecasts for growth over the next
decade are substantially lower than for the previous decade. We would expect that if the rate of
technology uptake is accelerated, employment in these industries will become at greater risk of
decline.

The fastest growing industries in Auckland are forecast to be
construction and professional services, which collectively contribute to
45% of Auckland’s overall employment growth

40

The Productivity Commission’s recent report has also suggested that the rate of disruption in New Zealand would be slower
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Figure 4:

Historic and forecast employment growth in Auckland by industry (ANZSIC level 1) 2008 to 2029
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Figure 5 presents selected sub-sectors projected to drive the growth in Auckland’s labour market.
These sub sectors will represent a large proportion of the regional economy in 2029.
Figure 5:

Historic and forecast employment growth from 2009 to 2029 for selected industries
(ANZSIC Level 2)

Those industries which rely on higher skilled, knowledge intensive jobs
are likely to grow significantly, but the highest rate of growth is seen in
the construction industry.

In construction, the sub-sectors forecast to grow are the construction services (e.g. building installation
and completion, which is forecast to grow by 32,000) and building construction (primarily residential
building construction which is forecast to increase by 14,000).
Growth in professional services is comprised primarily of:
•

Architectural, engineering and technical services (9,000 more employed)

•

Management and related consulting services (6,000 more employed)

•

Legal and accounting services (2,000 more employed).

Employment is also forecast to grow strongly in education (by 16,000) and food and beverage
services (by 16,000).
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Notably, computer system design and related services, which currently makes up around 22,000 jobs
are forecast to grow reasonably strongly to reach 33,000 jobs in 2029.

Occupational forecast
Having looked at the industrial make-up of the labour force, we now turn to the forecast change to the
occupational structure of the labour market. The Infometrics forecasts estimate the change in
employment in both a BAU and technology-adjusted scenario out to 2029.

Occupations forecast to grow strongly in Auckland’s future economy
include a range of management and professional service roles, as well
as trades related to construction and food.

Figure 6 shows the overall historical and anticipated change in employment in Auckland by occupation
from 2001 to 2029. In the BAU forecasts, the fastest growing jobs are projected in professionals (an
increase of 62,000 jobs from 2018), managers (an increase of 37,000 jobs) and technicians and
trades (an increase of 36,000 jobs).
The increase in professionals and management occupations is largely expected, given Auckland’s
recent and continued move towards more knowledge intensive occupations, a trend that is further
accentuated in the event of a higher rate of technology uptake.
Within working professionals, the projections anticipate growth to be driven mainly by an increase in
school teachers (8,000 more jobs), business and systems analysts and programmers (7,000 more
jobs), midwifery and nursing (6,000 more jobs), engineering professionals (5,000 more jobs) and
management consultants (2,000 more jobs).
The forecast growth in management jobs is concentrated in construction, production and distribution
managers (10,000 more jobs), chief executives, general managers and business administration
managers (11,000 more jobs) and advertising, public relations and sales managers (4,000 more jobs).
The significant increase in technicians and trades appears to be driven primarily by the continued
construction boom, with construction related trades (e.g. bricklayers, building technicians, electricians,
plumbers) providing around 20,000 more jobs over the next decade. Food trades is also forecast to
grow strongly, providing 5,000 more jobs in 2029. This increase is fairly resilient to the technology
scenario, with only a marginal reduction to the rate of growth forecast in the event of more rapid
uptake of technology. This result is to be expected, given the significant increase in employment
forecasted in the construction industry, a trend we would expect to continue irrespective of the rate of
uptake of technology in the labour force and supply chains.
Relatively strong growth is also forecast for community and personal service workers and labourers.
However, in the technology scenario, these occupations are forecast to experience a significant
decline.
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Figure 6:

Historic and forecast employment growth from 2018 to 2029 by occupation (ANZSCO level 1)
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The technology scenario forecasts a greater concentration of the employment growth over the next
decade within the professionals and management categories, with these accounting for an additional
42,000 jobs (over the BAU scenario), evenly split between the two categories. Figure 7 shows how
this increase is distributed across selected level 2 ANZSCO occupations.
Figure 7:

BAU and technology forecasts for selected professionals and managers jobs

Technology could significantly shift 25% of Auckland’s employment
growth towards high-skilled, knowledge intensive roles in management
and professional services
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Management professions expected to benefit most from technology are:
•

chief executives and general managers (an additional increase of 5,221)

•

construction, distribution and production managers (4,234)

•

business administration managers (3,384)

•

advertising, public relations and sales managers (2,166)

•

retail managers (1,884); and

The added growth in professionals from technology is forecast to be concentrated in:
•

school teachers (an additional increase of 5,644)

•

midwifery and nursing professionals (3,467)

•

engineering professionals (2,146)

•

business and systems analysts and programmers (1,983)

•

social and welfare professionals (1,804); and

•

architects, designers, planners and surveyors (1,613).

Notably, technology is forecast to reduce the demand for accountants, auditors and company
secretaries by around 5,564 jobs when compared to the status quo in 2029. As you would expect in a
scenario with greater technological change, the increase in managers and professional occupations
comes at the expense of labour intensive and less knowledge-based occupations. Breaking down the
sectors that are expected to experience a significant decline between the 2029 BAU and tech
forecasts, we see around:
•

16,000 fewer people employed in clerical and administrative roles (including accounting, logistics,
finance and insurance clerks, receptionists, and personal assistants)

•

7,000 fewer labourers (construction and mining, farm, forestry, garden and other miscellaneous
labourers)

•

6,000 fewer community and personal service workers (primarily 4,400 fewer hospitality workers
and 1,300 fewer prison and security officers)

•

6,000 fewer machinery operators and drivers

•

4,000 fewer sales workers

•

3,000 fewer technicians and trades workers

Figure 8 below breaks down these reductions across selected occupation types as defined in the
ANZSCO level 2 categories. The most impacted profession is clerical and administrative jobs. Within
this category, greater reductions as a result of technology are expected across many different types of
jobs, including for accounting clerks, office support workers, financial and insurance clerks, general
clerks, logistics clerks, personal assistants and receptionists. Notably, a higher rate of technology
uptake is expected to result in an increase in jobs for office and practice managers (of 1,429).

60
Commercial In Confidence

Figure 8:

BAU and technology forecasts for selected jobs that could be negatively impacted

Outlook for south Auckland
ATEED has a particular interest in what the forecasts might mean for south and west Auckland.
Beginning with south Auckland, employment in this sub-region represents around 28% of Auckland’s
overall employment. The number employed in south Auckland is forecast to grow by about 22% (from
248,000 to 302,000), on par with the regional rate of growth. Despite growing above the regional
average, south Auckland is projected to still account for 28% of Auckland’s overall employment in
2029, which suggests its growth will be outstripped by other parts of Auckland.
The industry make-up of south Auckland relative to the region as a whole is displayed in Figure 9.
Manufacturing, transport, postal and warehousing, and wholesale trade are over-represented in south
Auckland, relative to the region. Notably, the forecasts suggest these industries will continue to be
over-represented over the next decade, which suggests that demand for skills relevant to these
industries will continue to persist over the next decade.
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Figure 9:

South Auckland and regional industrial composition – 2018 and 2029 forecast

The south Auckland economy, unlike the rest of the region, is more
reliant on construction, transport and logistics and wholesale trade skills

Construction growth mirrors that of the region as a whole. In fact, construction is forecast to overtake
manufacturing as the largest industry in south Auckland by numbers employed. This isn’t surprising
given the amount of development anticipated in this part of Auckland over the next decade. In south
Auckland alone, construction is projected to provide an employment increase of close to 15,000,
comprising of increases to building construction, construction services, and heavy and civil
engineering construction.
Other industries forecast to grow in south Auckland include:
•

Transport, postal and warehousing – increase of 4,976, driven mainly by air and space transport,
road freight transport and freight forwarding services

•

Professional, scientific and technical services – increase of 4,772 employed

•

Administrative and support services – 4,293 increase in total employed

•

Education and training – 4,029 increase in total employed, primarily preschool and school
education.

On the other hand, while the Auckland region is forecast to continue shifting towards a more
professional services-oriented economy, the same cannot be said of south Auckland. Professional
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services are forecast to grow by under 5,000 but its share of the economy, relative to other industries
in South Auckland, is not projected to change – it remains at 7%.
The industry figures do not include a technology scenario. As stated previously, the Infometrics
forecasts do not estimate the impact of technology on the mix of employment across industries.
However, the forecasts can project impacts on occupational composition. These are presented in
Figure 10.
Figure 10: South Auckland projected occupational change

Based on the industrial growth and composition outlined above, you would expect growth in
occupations to be higher in roles related to construction, education, food and beverage, transport,
postal and warehousing, manufacturing and wholesale trade.
The BAU forecasts for occupations align with the industrial data, with growth anticipated in roles
related to construction, education, transport, and food and beverage.
Construction related trades and management roles drive much of the growth in South Auckland
employment. In a scenario with a higher rate of technology uptake, trades grow at a slower rate, with
management roles growing faster.
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Other notable changes in the forecasts include:
•

the growth in food trades and truck drivers’ professions, while modest at about 1,000, is resilient
to the modelled technology scenario

•

nursing professionals are also forecast to grow relatively strongly, by about 1,000 in a BAU
scenario and close to double that in a technology scenario

•

school teachers are forecast to be one of the fastest growing professions in South Auckland,
increasing from 10,100 to 12,000 in a BAU scenario or 13,500 in an accelerated technology
scenario.

Technology could necessitate a shift in south Auckland towards high
skilled employment, but not at the scale expected for the rest of
Auckland

Outlook for west Auckland
West Auckland represents around 8% of Auckland’s regional employment, and its share of the
region’s overall employment is forecast to remain constant. Employment in the West is forecast to
grow by 19% (from approx. 68,000 to 80,000). Figure 11 shows the industrial composition of West
Auckland in relation to the wider region for 2018 and 2029.
Figure 11: West Auckland and regional industrial composition – 2018 and 2029 forecast
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The west Auckland labour force contains a greater proportion of
manufacturing, construction and retail trade skills than the rest of the
region

Professional services jobs represent around 6% of the west Auckland economy; this is half the share
that professional service jobs represent in the Auckland region (12%). Some growth is anticipated in
this sector, primarily across engineering, management and other consulting advice, and computer
systems design.
On the other hand, the manufacturing industry in West Auckland holds double the share of the
region’s employment (17%) compared to Auckland (9%). Retail trade is also overrepresented in the
west (12% of the region compared to 9% for Auckland overall). However, little growth is anticipated in
these industries, which leads to slight declines in the share of each.
Construction is also over-represented and, as is the case with the south, is forecast to provide the
greatest number of jobs for West Auckland, slightly more than manufacturing. Employment in the
construction industry is forecast to increase by about 3,700, driven by increases in construction
services, building construction, and heavy and civil engineering construction.
Other industries forecast to grow in west Auckland include:
•

Education - an increase of approx. 1,700 driven mostly by preschool, school and tertiary

•

Healthcare and social assistance - an increase of 1,400, evenly distributed across hospitals,
medical and other health care services, residential care services and social assistance services.

Figure 12 shows the occupational composition of west Auckland now and into 2029 based on a BAU
scenario and one with a higher rate of technological change.
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Figure 12: West Auckland projected occupational change

Growth in professionals is fairly evenly distributed across different specialist roles like architects,
business analysts, engineering etc. Teaching and nursing professionals experience slightly more
growth, as you would expect when considering the increases seen above in the education and health
sectors.
As was the case with south Auckland, the growth in employment in food trades and truck drivers is
relatively modest but appears resilient to the forecast technology scenario.
Overall, the impacts of technology appear relatively modest when compared to Auckland, which could
be due to the other factors such as the smaller scale of businesses in west Auckland or the lack of
education and training opportunities that might make it more difficult to capitalise on technological
changes.
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Key sectors
ATEED has previously identified a number of sectors of focus which reflect the city’s core specialist
manufacturing industries and a globally focused service sector. These sectors, which are seen as key
to providing quality jobs and supporting economic prosperity, include41:
•

advanced materials

•

commercial services

•

construction and engineering

•

education

•

food and beverage

•

screen and creative

•

technology

•

tourism

•

transport and logistics.

These sectors represent 53% of Auckland’s GDP, 59% of Auckland’s jobs and 51% of Auckland’s
businesses. Figure 13 looks at employment growth in these sectors of focus over the period to 2029.
Figure 13: Percentage Share of Regional Employment Growth to 2029

41

ATEED. Auckland Growth Monitor (2018).
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The sectors of focus currently represent 59% of the Auckland labour market. This figure is forecast to
grow to 70% by 2029, which indicates that these sectors will provide a large proportion of Auckland’s
overall growth in employment. The construction industry alone is forecast to deliver 35% of
employment growth in the region, and the commercial services sector 26%.
In terms of the occupational composition within these sectors of focus, this is forecast to change
incrementally over the coming decade, with a higher uptake of technology accelerating the changes to
occupational structures.

Within the sectors of focus, technology and automation will primarily
increase employment opportunities in management and professional
services jobs at the expense of other forms of labour-intensive or less
knowledge intensive employment.

The following sections look at occupational changes in each of these sectors of focus on the basis of:
•

occupational structure in 2018

•

projected occupational structure in 2029 assuming business as usual growth

•

projected occupational structure in 2029 assuming a more rapid rate of technological change.

Advanced materials
Looking out to 2029, the advanced materials sector is not projected to account for any real
employment growth, although some structural change within the sector is likely.
Figure 14 shows that out of all the sectors of focus, the advanced materials sector could be the only
industry to see fewer employment opportunities in lower-skilled jobs under a BAU projection. A
scenario that assumes a higher technology uptake accentuates this trend, particularly for machinery
operators and drivers (where the growth in jobs reduces by 348 in 2029).
The main professional service job in demand within this sector is for design, engineering, science and
transport, with 127 more jobs anticipated in a BAU scenario and a further 145 jobs in a technology
driven scenario. Specialist managers are also expected to be in high demand ( 130 more jobs in the
BAU scenario), and employment in these roles increases even further (by an additional 327) under the
technology scenario.
The only professional services job that decreases in a tech-on scenario is business, human resource
and marketing (by 21 jobs). Automotive and engineering trades roles are expected to reduce with
greater uptake of technology by 108. On the other hand, engineering, ICT and science technicians are
expected to increase.
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Figure 14: Advanced Materials Projected Occupational Change

Commercial services
The commercial services sector will account for 26% of regional employment growth over the period to
2029. As shown in Figure 15, the BAU projection shows strong growth in professional and managerial
occupations within the sector. This includes increases in the number of people employed in:
•

business, human resource and marketing– increase of 6,894 jobs (this reduces by 1,974 with a
greater uptake of technology)

•

design, engineering, science and transport – an increase of 5,846 jobs (this increases by a further
1,616 with technology)

•

ICT – an increase of 7,768 jobs (increases by a further 1,773 with technology).

The technology scenario projects a greater shift towards the above professionals and management
roles. The only professional services job expected to decrease with greater use of technology in
business, human resource and marketing.
On the flipside, it also projects a notable decline in clerical and administrative workers (of 5,627 fewer
jobs), comprised of reductions in employment for receptionists, personal assistants, numerical and
other clerks. However, there is a slight increase in demand for office managers and program
administrators under this scenario (512 more).
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Figure 15: Commercial Services Projected Occupational Change

Construction
Auckland’s construction sector is projected to account for 36% of regional employment growth by
2029. Within the construction sector, the greatest increase in employment opportunities by occupation
is for technicians and trade staff (Figure 16). Construction trades contribute significantly to this
increase, with 12,350 new jobs projected in the 2029 BAU scenario. Other trades are forecast to grow
strongly, for instance, electrotechnology and telecommunications trades, and engineering, ICT and
science technicians. Management positions are also forecast to grow strongly, with an increase of
11,855 new specialist managers jobs.
While a higher rate of uptake of new technology could dampen this increase in trades (with a reduction
of 1,035 jobs in construction trades), the scale of the increase, even in such a scenario, is around
60%. Technology and automation could have the impact of redistributing employment towards
professional services (1,579 more employed in design, engineering, science and transport
professions) and management (3,138 more specialist managers employed) positions.
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Figure 16: Construction Projected Occupational Change

Education
By 2029 Auckland’s education sector is projected to have accounted for 9% of regional employment
growth. Over this period, the occupational structure of the sector remains largely unchanged with
professional occupations, unsurprisingly, being the most significant occupational group (Figure 17).
In the BAU scenario, an increase of 7,790 jobs is expected in the education professional’s occupation.
Under the technology led scenario, this will be further reinforced, with an expected additional increase
of 3,976 education professionals (i.e. a total growth of 11,766).
Strong growth in carers and aides (3,168) drives growth in the community and personal service
workers umbrella in a BAU scenario. However, in a scenario with greater uptake of technology, this
growth is reduced by 1,089 jobs.
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Figure 17: Education Projected Occupational Change

Food and beverage
Over the period to 2029, the food and beverage sector is projected to account for just 2% of regional
employment growth. In terms of occupational change (Figure 18), the BAU projection shows increases
across all occupational groups, with managers (872 more jobs for specialist managers, chief
executives and general managers), professionals and technicians and trade workers (346 more jobs
for food trades workers) being more marked.
Under the technology led scenario, the most significant difference would be a greater proportion of
managers, with 992 more specialist managers, chief executives and general managers anticipated
than in a BAU scenario for 2029. A slightly greater rate of growth is also projected in professional
occupations within the sector.
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Figure 18: Food and Beverage Projected Occupational Change

Screen and creative
Auckland’s screen and creative sector are projected to account for 9% of regional employment growth
over the period to 2029. As shown in Figure 19, within the sector, the most significant area of
occupational change will be the growth of professional and managerial occupations. The largest
source of growth comes from ICT professionals, which provides an increase of 6,323, followed by
design, engineering, science and transport professionals (2,207) and specialist managers (1,899).
The two occupational groups of managers and professionals will experience slightly more growth if the
adoption of technologies is more rapid. In particular, design, engineering, science and transport
professionals would grow by an additional 687 jobs and ICT professionals by an additional 702.
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Figure 19: Screen and Creative Projected Occupational Change

Technology
Auckland’s technology sector is projected to account for 8% of regional employment growth by 2029.
As shown in Figure 20, the technology sector is forecast to see a significant increase in professional
(6,072 more employed in ICT professional jobs) and management (1,750 more employed in specialist
managers jobs) positions. Lower skills and trades jobs are forecast to increase marginally or hold
relatively steady.
A scenario with higher technology uptake would accelerate this trend towards more higher skilled
employment opportunities, with further increases of 1,098 employed in ICT professional jobs and 879
employed in specialist managers jobs).
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Figure 20: Technology Projected Occupational Change

Tourism
By 2029, the tourism sector is projected to account for 3% of regional employment growth 42. In terms
of occupational structure, Figure 21 suggests that tourism will buck the general trend towards higher
skilled employment with professional services jobs forecast to drop in favour of lower skilled forms of
employment. The biggest drop in professional jobs comes from education professions with an
expected reduction in employment of 3,586. Food trades workers increase by around 1,791 and
hospitality workers increase by 1,661.
Under a scenario with higher technology uptake, food trades workers increase slightly further by 317
jobs, but the BAU increase in hospitality workers is almost fully reversed (a decrease of 1,585). There
is a small increase of 645 education professionals, but overall professionals employed are still
expected to be substantially lower than in 2019.
The growth in management seen in the BAU scenario is driven by employment in hospitality, retail and
service management professions, which go up by 1,874. A technology scenario further grows these
professions by 499.

42

It is important to recognise that this is narrower statistically driven view of the tourism sector, rather than the wider destination sector which
is a focus for ATEED.
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Figure 21: Tourism Projected Occupational Change

Transport and logistics
The transport and logistics sector is projected to account for 3% or regional employment growth over
the 2019-2029 period. Under a BAU scenario, all occupations within the sector are projected to grow,
with machinery operators and drivers (increase of 1,300), clerical and administrative workers (an
increase of 548) and managers (an increase of 714) being the most significant growth occupations
(Figure 22). Road and rail drivers are forecast to increase by 1,013.
If the rate of technologic adoption is faster, there would be a notable increase in the proportion of
managerial and professional roles and a corresponding fall in clerical and administrative workers.
Specialist manager roles would increase by a further 592 and chief executive and general manager
roles by 236. The increase in road and rail drivers are fairly resilient to technology, with a very slight
reduction anticipated under the technology scenario.
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Figure 22: Transport and Logistics Projected Occupational Change
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