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Section 1: Introduction

1.1 My background

For the last 15 years | have been involved with the dairy industry in the capacity of a rural bank manager.
Prior to this | worked as an accountant, property valuer and seasonal farm worker.

1.2 Selection of the topic

Ironically | started with another topic in mind “key factors to staff retention in Northland dairy farms”,
however after numerous discussions with clients the topic evolved into the change in employment trends
in the New Zealand dairy industry.

The rational for the selection of topic was fundamentally due to the banking relationships held with clients
with a large percentage complaining about the difficulty in attracting and retaining staff.

1.3 Value of the topic

| believe that there is an economic cost to many Northland dairy farmers in regards to staff turnover and
retention which inhibits many farms and farmers from reaching their potential.

| also believe that via better staff retention communities will be less nomadic and with a stable
environment there is the ability to establish roots and aid and add to the community dynamic.

1.4 Aim of topic

During my tenure as a rural manager there has been significant change in the dairy industry and the
purpose of my research is to understand how this has impacted employment in the dairy sector.

1.5 Method

| reviewed historic research conducted in a similar vein with a view to identify themes behind their work to
enable me to establish my own hypothesis.

Common threads were collated from this research work into a survey to complete comprising questions
around these threads from both an employer and an employee perspective.

1.6 Validation / Statistics

Despite high national levels of youth and general unemployment at 17.2% and 6.05% respectively
(Department of Labour, 2010), dairy farmers cannot find an adequate supply of suitably skilled farm
workers to meet current and projected labour needs.

Federated Farmers and recruitment agencies estimate there is a shortage of at least 2,000 skilled dairy
Labour, Employment and Work Conference 2010 workers (Career Services Rapuara, 2010). With the
industry in expansion mode, labour shortages are likely to compound, especially for the large herds in the
South Island where expansion has been concentrated. Possibly 12,000 more are needed (Human Rights
Commission, 2009:59 cited in Williams, 2009). (Tipples R, Trafford and Callister P 2010)
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The above table from research works prompted the commissioning of the below data table Tipples R, Hill R
and Wilson K (2012)



LEED - Worker Turnover Rate
%
45.0

40.0

35.0
30.0
25.0
20.0 ‘s

10.0

Jun-04

Sep-04
Dec-04
Mar-05
Jun-05
Sep-05
Dec-05
Mar-06
Jun-06
Sep-06
Dec-06
Mar-07
Jun-07
Sep-07
Dec-07
Mar-08
Jun-08
Sep-08
Dec-08
Mar-09
Jun-09
Sep-09
Dec-09
Mar-10
Jun-10
Sep-10
Dec-10
Mar-11
Jun-11
Sep-11
Dec-11
Mar-12
Jun-12
Sep-12
Dec-12
Mar-13
Jun-13
Sep-13

Dec-13
Mar-14

==@==Northland Dairy - Worker turnover rate (%) ==@==NZ Dairy Worker turnover rate (%)
NZ All Industry - Worker turnover rate (%)

The LEED dataset is created by linking a longitudinal employer series from the Statistics NZ Business Frame
to a longitudinal series of EMS payroll data from Inland Revenue.

The Inland Revenue dataset is collected for the purpose of administering New Zealand’s taxation system. It
consists of data from EMS and contains details of earnings, tax type, and tax deducted. It does not contain
any information relating to the number of hours worked for those earnings. (StatsNZ 2015)

It also shows some relatively strong seasonality in employment in dairying with dairying peaking each year
is in the fourth quarter. The second quarter, effectively winter, is always the low point in

employment. This phenomenon may be explained by the practice of ‘Gypsy Day’, which happens on 31st
May/1 st June each year. It is the period when share tenancies come to an end and new ones begin, and
similarly for employment contracts. New staff are then supposed to be ready for calving in the third

quarter, full production in the fourth, and the commencement of a new dairy farming year. (TipplesR,
Trafford and Callister P 2010)

This highlighted that although the Northland dairy worker turnover % was actually better than the national

NZ dairy worker turnover both were still significantly higher than the NZ all industry worker turnover rate.

While comparable in trend the improvement in worker turnover rates that occurred post Jun 2008 can be

explained by the introduction of the following standards applied in May 2008 effectively changing the
dataset parameters.

The industry statistics are now based on the 2006 edition of the Australian and New Zealand Standard
Industrial Classification (ANZSIC06). The 1996 version of ANZSIC (ANZSIC96), used in industry outputs in

previous releases, has been updated to the 2006 edition. Note that industry outputs defined using ANZSICO6
are not comparable with those based on ANZSIC96. (StatsNZ 2015)







Section 2: Surveys of Northland farmers

2.1 Considerations for the survey
> Not making it too long or comprehensive
> Making the completion process as easy as possible:

- Talking through the questions
- inclusion of e-mail address for scanned return of survey
- supplying pre-paid reply envelopes for post return of survey

> Anonymity. No names used on the survey.
> Motivation. A $50 prize draw for completed surveys received.
> Questions had to ensure ability to do analysis over all survey samples (survey in appendix)

2.2 Selection and distribution of surveys

Rural clients and/or farm employees asked at farm or office visits if willing to participate in survey. A
number of surveys left for both farm owner and employees with my contact information for any
clarification of questions if required.

Surveys were marked discreetly to enable results between the farm owner and farm employee to be
compared upon return of surveys.

23 Survey Response

Through the process of conducting the surveys the response from employees was basically non-existent
with responses from employers being minimal.

All of the respondents are aged between 43 -54 (which isn’t totally representative), with the number of
staff employed ranging from 1 to having 5.



2.4 Survey Findings
2.4.1 Health and Safety

An interesting result for me was when employees were specifically asked which area concerns
them the most “their safety” featured as very important, however in the section of” health and
safety” the results . But in the section as an employer “Health and safety results were the lowest
with 80% of responses rating this as low-unimportant range.

Health and safety in the agricultural sector has had quite a public profile, with numerous reported
incidents since 2008 to December 2013 there have been 39 Fatal incidents 6002 Severe and 34995
Non severe injuries,

With an annual rate of 16 people/100,000 fatality rate and 25 people/1,000 severe injury rate and
145people/1000 non severe injuries.

This data comes from WorkSafe New Zealand’s System for Work-related Injury Forecasting and
Targeting (SWIFT). It excludes injuries involving bystanders, people under the age of 15, gradual
process injuries, and work-related disease.

This is an area of concern for the industry with possible outcomes to the dairy employment market
being

-Influenced negative public perception around a career in the dairy industry

- Possibly non compliant workers have had to have management based plans which could also
influence staff retention movements.

The Health and Safety in Employment Act 1992 (the Act) places a primary duty on the employer to

take all practicable steps to control hazards by eliminating, isolating or minimizing any hazards that

could cause an employee serious or significant harm.

A hazard is defined in the Act as -
(a) means an activity, arrangement, circumstance, event, occurrence, phenomenon, process, situation,
or substance (whether arising or caused within or outside a place of work) that is an actual or potential
cause or source of harm; and
(b) includes:
(i) a situation where a person's behaviour may be an actual or potential cause or source of harm
to the person or another person; and
(i) without limitation, a situation described in subparagraph (i) resulting from physical or mental
fatigue, drugs, alcohol, traumatic shock, or another temporary condition that affects a person's
behaviour.

Interestingly the Act doesn’t specify the staffing levels required in the dairy industry as it may depend on

the type of work being done and the amount of work to be done and this can vary from one dairy farm
to another.
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http://legislation.govt.nz/act/public/1992/0096/latest/DLM278829.html
http://www.dol.govt.nz/workplace/knowledgebase/item/1399
http://www.business.govt.nz/worksafe/tools-resources/safe-use-of-machinery-toolkit/control-hierarchy-of-controls

2.4.2 Farmer employment support

Another area that rated poorly related to help around employment of staff. Most farmers did not
feel they had enough support or guidance available through the below rural channels with
responses predominantly being ‘strongly disagree’ or ‘disagree’:

> Federated farmers > Farm consultants
> Dairy NZ > Mentoring
> Agito > Discussion groups

When considering that of all farmers | had contacted, none felt like they had adequate support channels
around employment.

Previous research work talks through The HR Toolkit (launched in Oct 2003) set up around the thinking of
the day around the adult training cycle: ‘Why-What-How-What if-What to do next’. This is a simple to
follow system and is set up to encourage the farmer to move away from just the How to do things” step.
The idea is to encourage staff to look more closely at why they are doing things, what are they doing them
for, how to do things, what happens if it doesn’t go right and what to do next. If staff have a better
understanding of the whole picture they are more likely to take ownership of their own responsibilities and
feel part of the team. Woods G (2004)

What | found particularly interesting about this, was that as participants of the leadership course
programme we have all had to undergo skill set improvement, which has involved coaching, which
fundamentally hasn’t changed dramatically from that in the above HR Toolkit, essentially empowering
people to think.

Maybe the emphasis needs to be from the above mentioned support channels (Fed farmers, DairyNZ,
AGito,etc) providing coaching for the coaches or ensuring that employers are aware of “Toolkits” or aids to
ensure that they feel more comfortable and have better skills around staff management and coaching.
Having looked into the DairyNZ site it is extremely comprehensive and there is large levels of support
available, the issue may be as simple as ensuring farmers are aware of this resources and perhaps helped
getting started with this or refresher courses.

Also | was interested in a Case study into formed Amuri Dairy Employers Group formed in 2000. The ADEG
worked as a group to introduce a Code of Practise which ensures that all staff are paid a reasonable wage,
have adequate time off good housing and staff training to suit their needs. The code of practise is seen by
the group as being integral to ensuring deliverance of a minimum standard. The rational for its formation
had been with rapid growth of dairying in the early 1980’s a lot of properties were owned by large
corporates, for example Applefields,Tasman Agriculture or syndicates. A lot of staff were sourced from the
North Island, with mangers and sharemilkers arriving in a new area to large scale operations and being
away from family and friends , there were lots of problems and stress involved. A lot of employers had
never employed staff and lacked the ability to cope with training, handling staff related issues and ensuring
staff didn’t work absurdly long hours with inadequate time off. Woods G (2004)

Given that the survey conducted, employers in Northland felt that they didn’t have a supporting body that
filled their needs or how to best utilise support available would this approach work? While ADEG is a great
example of a co-operative approach to solve a problem, would this approach be applicable and help dairy
farmers in the North?
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-Northland farms have not had the same degree of driving force to initiate as groups as ADEG faced.

-Greater farm diversity in Northland farms (pasture species, dairy/beef farms, climate, soils and farm
systems)Would there be the ability to get an agreement on a uniformity approach to staff training/needs

-Ownership/staffing levels, Northland (perhaps with the exception of the Ruawai area) is generally
geographically spread with lower staffing level dairy farm operations.

There are examples of small catchments of similar farm systems that have formed independent groups
within the North for the purposes of employing individual specialist with the cost distributed amongst the
group as appose to an individual.

Which are in essence small scale collaborative groups, they may touch on employee development it is not
the specific vision and is very ad hoc approach.

Why have dairy employer groups “not caught on” There are a number of reasons. First, in the ten years
since the ADEG was formed , there have been substantial changes in the dairy farm labour market ,
particularly with the advent of migrant labour market, which has tended to be more tolerant of adverse
employment conditions. Thus dairy farmers may have perceived less need for such groups. Secondly the
range of employment services offered by DairyNZ and private commercial providers has increased vastly,
also reducing the need. Thirdly, employment issues are much more talked about than previously, and there
are suggestions that fundamental employment values in the industry are beginning to change. The
formation of dairy employer groups had contributed to these changes. Nevertheless only one of the groups
(ADEG) (refer appendices) has managed to reinvent itself and continue into a second decade. Loss of intial
charismatic leaders, problems with on-going administration and lack of a specific community focus have all
contributed to the failure of other groups. Fourthly, farming and developing such groups is hard work on
top of very busy dairy farmers normal activities. (Tipples R and Bewsell D 2010)

2.4.3 Dairy pay- out influences
While by no means conclusive due to the small sample, but when considered alongside other research,
prompted a different thought process where | hope to expand on some of these threads.

During the survey which occurred simultaneously with a dramatic drop in forecasted dairy payout. Low
payout was largely influential in there staffing thoughts, with low pay out labour was one of the first
considerations for many as how to cut farm costs. (staff retention was not high priority) The above
sentiment was highlighted in my survey by one party “you talk about the carrot but what about the stick”.
“I'll still have to pay them, even though I’'m not getting paid”

This brought me back to the principal finding of the survey that “payout” was highly influential in
employment decisions which could also lead to the undermining of staff confidence/retention or feeling of
job security.
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2.4.3 Dairy pay- out influences

The below table reflects how important pay-out is to the dairy industry. For the purposes of a
description of trends | have broken the table into 3 time periods:
Period 1 (in blue) 2000-2002
Under an improving pay- out scenario. Total people employed in NZ lifted by 4245
Northland lifted by 309

Period 2 (in yellow) 2002-2007
Under a lower but stable pay-out. Total people employed in NZ fell by 5313 Northland
fell by 765

Period 3 (in green) 2007-2013 Generally lifting reasonably stable pay-out
Total people employed in NZ lifted by 3753 Northland fell by 102

LEED - Annual data: Table 2 Status of Dairy Cattle employment in both NZ and Northland
compared to dairy pay out base from 2000-2013

NZ-DAIRY CATTLE FARMING Fonterra NORTHLAND REGION-DAIRY CATTLE
FARMING
Year Self % |Solary& | Total Milk & Self % | Salory& | Total
Employed Wages | Employed | Dividend | Employed Wages | Employed

2000 ?.5,525 65 | 13,662 39,183 378 2,361 73 852 323
2000 | 2639 | 63 | 15405 | 41,74 | 501 2433 | 7| 1,008 3441
2000 | 487 | 57 | 18567 | 4343 5,35 2301 | 65 | 1 152
2003 | 21,399 | 52 | 20009 | 41,508 163 1986 | 60 | 1,34 3330
2004 19,941 50 | 19,686 39,627 4.5 1,797 58 1,278 3,075
2005 | 19134 | 49 | 2028 | 9372 | 459 1692 | 57 | 1,284 2976
2006 | 17703 | 46 | 20550 | 38253 | 410 | 158 [ 55 | 1269 | 2847
2007 | 1698 | 45 | 21153 | 38121 | 446 1509 | 55 | 1,48 2,757
2008 16,308 43 | 22209 38,718 7.66 1407 5l 1,353 2,760
000 | 14259 | 3 | 24732 | 3% | s 1152 | 45 | 143 2,583
2000 | 14380 | 38 | 23874 | 38,754 6.37 118 | 47| 12 | 2400
2011 | 15801 | 39 | 24885 | 40686 | 7.90 112 | 46 | 1,404 2616
2012 15,957 38 | 26163 | 42120 6.40 1,245 45 1,548 2793
013 | 15102 | 36 | 26772 | 41,874 6.16 1152 | 43 | 1503 2,655

It is important to consider that table 2 is LEED based data and reflects all employment generated by a
0160 ANZIC coding and is not specifically on farm employment but is quarterly and annually collated to
enable a better understanding of trends than Census data in addition to this due to Christchurch
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earthquakes through the scheduled 2011 census data period, the census was cancelled(for census data
refer Migration Graph 3.6)

While Northland reacts similarly to the rest of NZ it is notably different through the period 3 this is likely to be due
to Northland having no to minimal true dairy conversions coming on stream and may give a reflection as to what
may have occurred in the total NZ market had there not been increased staffing demand with conversions. With a
steady rise in the number of farms and the average herd size in the period from 2007 to present day.

It also reflects the same kind of activity through the 90’s as highlighted period shows in the below graph 2.1

Graph 2.1: Trend in the number of herds and average herd size for the last 30 seasons
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2.4.3 Dairy processing and manufacturing.

While the emphasis of this report is in relation to on farm impact, it has been given some consideration due to it
also forming a portion of table 2, with the expansion of the dairy industry there is enough evidence to suggest there
has been an increase in related jobs in the processing manufacturing aspect of the dairy industry also, due to the
higher levels of overall production. When you consider that Fonterra was effectively formed by bringing New
Zealand Dairy Group and Kiwi together, who combined held 95% of all supply (with 2 other processors) in its
conception in 2001, to present day were Dairy Companies Association of New Zealand (DCANZ) now have the
following members

e Fonterra

e Tatua

e  Westland milk products
e Goodman fielder

e (Open country

e Synlait

e Miraka

e (QOceania Dairy

e Gardians

e Dairy Goat co-operative

So not only has there been new entrant dairy companies but Fonterra has also expanded the number or capacity of
its own factories. With the rapid expansion of the dairy industry and requirement for increased stainless steel for
processing .

There has been employment growth through this area, but evidenced by a recent field trip to Miraka technology has
taken big steps through the development of modern day processors, with a 12 hour milk powder processing shift
requiring just 3 people, with auto bagging and pallet stacking processes. While there is still a requirement for floor
staff on top of this with forklift operators and logistic management technology has played a part here and will likely
continue to do so.
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2.4.4 Changing farm ownership structure

Table 2.2: Dairy farming population proportions (%)
by Status in Employment (Censuses of Population
1991, 1996, 2001, 2006)

Employment status | 1991 1996 2001 2006
Paid employee 18 21 24 37
Employer 25 26 32 29
Self employed & 52 41 38 27
without employee

Unpaid family 4 10 5 6
worker

Not stated 1 2 1 1

The data indicates a change in our dairy farming profile with a movement away from farms being self-employed
operations. This can be explained by converging dairy farms reducing the number of farms and farmers buying
multiple dairy properties, as this pattern progresses efficiencies of labour are sought and the number of self-
employed dairy farmers without employees dilutes.

Technological change has been noted as being more effective in displacing farm family labour than in displacing
hired workers (Perry 1982). \today, although family members remain an important part of the farm workforce,
more and more farms are relying on employees to operate their farm business. The dual trend of reduced total
labour requirements but more reliance on hired farm labour as a proportion of the farm workforce is reported in
most developed countries (Findeis 2002; Dairy Australia 2013). For example, in the last decade in the European
Union, the total agricultural workforce fell by 28% and in France, 57% of the farm workforce is in the hired-worker
category (European Commission 2012). Nettle R (2012)

Table 2.3 Dairy farming population proportions (%)
by Status in Employment (2000 LIC farm data and 2014 DairyNZ data)

2000 2014
Owner-operator 62.6% 65.5%
Contract milker 0.8% No data
Sharemilkers 37.3% 34.2%
Less than 20% 2.13% 1.7%
20-29% 8.1% 9.7%
30-49% 2.8% 1.5%
50%+ 24.3% 21.4%
Unknown 0 0.30%

(LIC statistics 2000 data with DairyNZ statistics 2013- 2014 data although contract milkers not separated out)
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DairyNZ statistic information reflects a change in the work force of note in 2014 Owner-operator includes contract
milkers and equity managers, when you consider the census data table 2.2 also it is highly likely that it is in this
space were we have seen the most significant movements with a movement in the contractor space

The following definition provided by Ministry of Business Innovation and employment (MBIE), New Zealand at work

If a person is an employee, then he or she will have employee rights under the Employment Relations Act and other
employment laws. If a person is a self-employed contractor, then he or she will not be covered by the Employment
Relations Act or some of the other employment laws, such as the Holidays Act 2003. The general civil law
determines most of the rights and obligations of self-employed contractors.

The law relating to health and safety applies to both employees and self-employed contractors, although the
expectations in each case are different

By changing the status from employee to contractor the following issues are no longer the farm owners

e Management of additional staff

e E[Ease

e Issues with administration, PAYE, ACC or court fine payments
Legislative issues in regards to

e Health and safety (does apply but expectations are different)(refer2.4.1)

e Minimum wage

Minimum wage
MBIE takes enforcement action for dairy farm employment breaches On: 1 April 2015

Enforcement action is being taken against 19 employers in the dairy industry for breaching employment law
following a three month operation by the Ministry of Business, Innovation and Employment.

The Ministry’s Labour Inspectorate visited 29 dairy farms in nine regions to check their compliance with
employment laws. More than half were targeted due to information about likely non-compliance.

“The level of non-compliance identified during this operation was extremely high and it was disappointing to find
that a significant number of farmers still do not have systems in place to keep accurate time and wage records that
are compliant with employment legislation,” says Natalie Gardiner, Labour Inspectorate Central Regional Manager.
MBIE (2015)

50/50 Sharemilkers

The other trend which has occurred is the shift away from 50/50 sharemilkers particularly in the larger herd
situations, evidenced by DairyNZ economic survey 2013-14 recording a drop in the average 50/50 sharemilker herd
from 379 down to 367 cows, in contrast to the national average herd which rose.

This is largely due to the financial implication, with land, buildings and share values continuing to increase the gap
between the capital commitment of the “Land owner” has been influenced by scarcity and the principal of supply
and demand operating in a completely separate market to that of the “sharemilker” where the cow market is
constrained. Due to this “land owners” in a lot of cases are seeking better returns and financially are not in a position

to offer 50/50 arrangements or are unwilling to.
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While this may not directly influence the employment market, given likely to be the same or similar numbers of
overall employment. It has taken away a previous progression path of many which may add to the lack of retention
as employers may become disheartened with the dairy industry and see farm ownership as unachievable without
career pathway options.

Section 3 Other Influences

3.1 Technology

Graph 3 Trend in number of herds and average herd size over the last 30 seasons with 1991,1996,2001and2006
census farm worker employment data .

7,000 440

Herd size

Number of herds

—— NumbDer Of horos Aaerage herd s2%

(of note the census farm worker data uses the “number of herds” scale on the vertical axis to represent number of people
employed but under x2 scale ratio) (overlay of graph 2.1 and data from graph 3.6) DairyNZ 2013-14

There is a strong correlation particularly with census growth in the period 1991 through to 1996 as number of herds
increased with conversions. While post that period 1996 through to last census 2006 on farm employment has
dropped as did the number of herds (farms), so irrespective of the dramatic rise in herd size employment decreased.

While the consideration of this has been partially post 2000 the purpose of this is to give some validation to
technologies ability to reduce on farm labour.

As farms amalgamate they adopt technology to enhance economics of scale with introduction of technologies such
as:

- Cup removers
- Rotary cowshed
- Electronic ear tag technology

18



- Inshed feed system
- Shed automation

The important thing to consider is also that technology continues to evolve with the original sprinkler irrigators
being replaced by more water and labour efficient central pivot systems or even robotic milking while limited
uptake presently, as cow sheds require replacing in the future this could be a consideration.

3.2 Farm systems

It is important to consider also farming practices have greatly changed as illustrated.

Table 3.2 Comparative table between 2000 and 2014 of key intensity parameters

2000 2014
Total production KgMs $981 mill $1,825 mill
Feed costs / KgMs 0.52 1.62
Stocking rates / ha 2.53 2.87
Total effective area (ha) 1,292,566 1,716,464

It is worth considering that 2014 was a $7.69 / KgMs payout and as a result there is likely to be some distortion with
feed costs elevated with PKE (Palm Kernal Extract) feed up some 29.1 % on 2013 season at 1.891 mill ton vs 1.430
mill ton.(DairyNZ economic survey 2013-14)

With system intensification it has created additional jobs with mixer wagons requiring operation, supplement
creation, stock movement to and from pads. With system intensification some of the dairy employment rates that
would have been lost to economies of scale and technology improvements have likely been back filled with the
labour required to change farm intensity.

But this intensity and technology have both required capital input which is in conjunction with farm owners
competing against each other to grow, pushing farm values up. Has greatly increased the debt now carried on the
average farm.

Graph 3.3 Comparison of Debt loading/kgms and Milk price payout
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The changing farm system in respect to feed intensity has shown to be more profitable as Dairy NZ data suggests
but is a far more price sensitive system.

Graph 3.4 Comparison of Operating profit/ha under High, mid and low input systems

The graph also highlights the volatility of this system being at the extremes of profitability and making the system a
multiplier to payout sensitivity
Which in the 2014-2015 season and the 2015 forecast payout alongside higher debt loading will more likely
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which has this year forced the hands of some farmers to make changes.

Lowering feed

Dropping stocking rates
Lowering staffing levels
Reducing fertiliser

3.3 Migrant Workers

Migrant workers
Table 3.5: Nationalities of dairy workers issued with temporary work permits.

2003/0 | 2004/0 | 2005/0 | 2006/0 | 2007/0 | 2008/0

Nationality 4 5 6 7 8 9

Phillippines 16 40 74 278 806 896
South Africa 75 114 100 89 139 166
Fiji 1 3 18 22 75 130
Brazil 3 7 41 45 105 128
Chile 7 21 15 24 45 100
Great Britain 126 111 97 74 111 96
India 16 21 28 42 70 72
Sri Lanka 7 20 21 21 30 43
Uruguay 12 25 23 31 47 42
Nepal 7 7 2 8 13 33
Argentina 20 12 13 21 31 26
Ireland 39 26 28 24 16 26
Germany 8 9 10 14 27 20
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Graph 3.6: Censuses of Population 1991-2006 - Number of those giving dairying as their main occupation compared
with the Total number of dairy occupations Visa Permit Holders from 2004-2009 Tipples R, Hill R and Wilson K (2012)

Graph 3.6 reflects a growing number of migrant workers and there is evidence to support that trend would have
continued with a recent article in The New Zealand Herald Tuesday October 13 2015 A11

“Immigrant workers forced home” Investigation into false documents leaves many Filipinos employed on farms
fearing visas won’t be renewed. The interesting points to take from this article were

e 1800 Filipinos work in the dairy industry , when compared to above census data, now just the Filipino visa
holders would make up the number of permit holders represented in 2009 in the above table excluding
other nationalities.

e Migrant farmers wanting to renew visa’s and continue in the industry. Renewal requests suggesting a desire
to stay involved in the dairy industry.

e New Zealand employer Michael van Marrewijk said his experience with the two Filipinos he had employed
had been “excellent”, “The work ethic of Filipino workers is a lot better without a doubt and that’s why |
don’t mind taking them on at all”

Supporting the above article labour and immigration Research Centre, 2013 Immigration survey Monitoring

Programme-Migrants Survey Indicators, Almost three quarters (72 percent) of recent migrants wanted to stay
permanently in New Zealand.
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Section 4 Discussion and conclusion

4.1 Further research

The dairy industry has increasingly built a bad name as employers and run the risk of limiting those that consider it
as a career in the future.
While farmers have shown to be resourceful there are areas that could be address. Specifically:

e Employing migrant labour while fixing the immediate problem, is this just a diversion of underlying
problems?

e Are contract or lower order sharemilking agreements being used to circumventing legislative requirements?

e Are career paths appear limited, less 50/50 jobs at smaller scale, less farms, with a lot of traditional first
farms having been amalgamated into bigger farms?

e As land suitability for dairy conversions slows or stops will we see technology advancements and further
economies of scale development, further reduce on farm labour requirement?

e What impact would higher regulation requirements to farm intensity (Nitrogen or supplement use) have on
farm employment?

4.2 Conclusion

Given the strong interlocking themes and the importance financial stability has on them all.

While | have little to no concerns that pay out will recover and improve into the future, due to an ever increasing
world demand for protein. When it does farmers should consider investment into people and improved working
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conditions. Or debt reduction and stabilising balance sheet rather than seeking capital gain by further growth via
amalgamation, to ensure they are in a better position to provide themselves and employees a more stable
employment environment.
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