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Introduction 

The New Zealand Association for Migration and Investment is a not-for-profit leading professional 
association for immigration professionals since 1989, works closely with Immigration New Zealand and 
the Immigration Advisers Authority in its commitment to playing a major role in building the 
professionalism of the immigration industry in New Zealand. The association is governed by a Board of 
Directors who are elected annually by the NZAMI membership and are bound to the NZAMI Code 
of Ethics for the protection and care of migrants to New Zealand, and we welcome this opportunity to 
submit this submission to help shape New Zealand’s immigration settings.  

The Treaty of Waitangi and Te Ao Māori 

Q1 In what ways should the Crown honour the Treaty of Waitangi in developing and applying 
immigration policy? What changes are needed to policy or implementation? 
 

The Treaty of Waitangi should be reflected in immigration policy and explicitly mentioned in the 
Immigration Act, as it is with a lot of other Acts of Parliament. Greater consultation with all society and 
Māori needs to occur to ensure immigration policy benefits all of society not culturally biased and 
ensures equal rights for job opportunities and resources throughout New Zealand. 
 
An amendment to the Immigration Act to require consultation with Māori regarding the development 
of future immigration policy is one pragmatic option to achieve the above. 

 
Q9 Which concepts within Te Ao Māori, or Māori perspectives or values, are most applicable to 
immigration policy and why? What would or should including these concepts, perspectives or 
values mean for immigration policy? 
 

The following key areas are applicable to immigration policy: 
 
• Te Reo Māori (Māori language);  
• Tikanga Māori (protocols and customs); and, 
• Te Tiriti o Waitangi (the Treaty of Waitangi).  
 
The above areas need to be reflected in the development of future immigration policy. The importance 
of Māori culture and Māori realities cannot be neglected and further consultation between the 
Government and Māori must be completed to understand how each area can be pragmatically 
introduced into immigration policy.  An analysis must be done to determine the intended goals and 
outcomes in all regions of New Zealand. 
 
As alluded to above, the primary goal is to ensure immigration policy benefits all of society and is not 
culturally biased. Immigration policy must ensure equal rights for job opportunities and resources 
throughout New Zealand. Māori and the government must consult together on the issue of immigration 
policy. 
  

http://www.nzami.co.nz/
http://www.immigration.govt.nz/
http://www.iaa.govt.nz/
https://12280-console.memberconnex.com/Attachment?Action=Download&Attachment_id=39
https://12280-console.memberconnex.com/Attachment?Action=Download&Attachment_id=39
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Immigration, productivity and wellbeing 

Q2 Is the Commission’s proposed framework a useful way of thinking about the immigration system 
for this inquiry? What changes would you make? 
 

Yes, it is useful it is good to engage, and it will be interesting to see what comes of it. Does New Zealand 
really want to treat/categorise migrants as a product or commodity that is to be measured and cajoled, 
and regularly re-invented to suit market conditions? Or do we simply want the right people?  

 
Q3 What should the overall objectives for the immigration system be? 
 

Our overall objectives to put it very simply should be to bring the right people to NZ in each of the 
Immigration categories we offer. We need to get those settings correct so that the migrants that are 
granted visas add benefits to New Zealand that we have identified we need. Investors bring funds and 
skills, create employment and contribute to economic growth and development of instruction.  
 
Workers fill roles which we are unable to fill with New Zealanders either through skills shortages or 
simply positions we can't fill as not enough New Zealanders want to work in those industries, we have 
seen examples of this in aged care, horticulture and hospitality. 
 
We also must consider from the migrant's perspective, what will attract them to NZ? We believe most 
migrants want a pathway to residence, and that if this is taken away then we will see fewer migrants 
wanting to come.        

 
Q5 Through which channels has immigration contributed to New Zealand’s productivity growth? 
What evidence is there of this impact? 
 

We believe as stated above that Immigration has contributed to NZ productivity through investment, 
skills and filling roles employers can't fill locally. The closing of the borders through Covid has highlighted 
the importance and the need for migrants. 

 
Q7 Are there barriers to migrants fully contributing to New Zealand’s productivity growth? 
 

Yes, some of our settings for example around temporary visitor visas for partners of New Zealanders 
when they first arrive. There is an expectation from Immigration NZ that they should stay on that visa 
often for up to 6 months before they submit a work visa. This means they cannot enter the workforce 
and we believe that asking a migrant to spend 6 to 9 months on a visitor visa to demonstrate that their 
relationship is genuine and stable makes it hard and is counterproductive. We regularly see such people 
capable and willing to work in any role or bring skills which could be of benefit.  It would enable them 
to more easily set up bank accounts, organise insurances and generally start to settle more effectively 
with their partner. 
 
Other issues would be the delays in processing work visa's where a migrant and an employer need to 
get someone started as soon as possible. Interim visas that are issued as a visitor visa rather than a 
work visa when they apply for employment with a different criteria to that of their current visa or 
employment. Having an employee start as soon as possible in a role surely is best for both the worker 
and the employer.   
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Q8 Which factors matter most for assessing the impact of immigration on wellbeing? How can they 
best be measured?  

 
Migrants need to be given realistic and clear expectations of what their visa means. If they are here for 
a temporary stay that will not have the ability to create a pathway to residence that needs to be clear. 
While there are migrants who will come with this expectation it is our experience that most, want more 
permanent options and may not come if they cannot.  
 
A migrant’s ability to quickly move into work and day-to-day life in NZ, and knowing they have a pathway 
forward to establishing themselves will help to ensure a migrant’s wellbeing. You can see when a 
migrant is granted residence, visibly a weight lifts off their shoulders. They can now consider New 
Zealand home.  
              
Does New Zealand really want to treat/categorise migrants as a product or commodity that is to be 
measured and cajoled, and regularly re-invented to suit market conditions? Or do we simply want the 
right people to become part of our country and contribute to its growth? 

Immigration policy design 

Q13 Would there be benefit in requiring the Government to publicly announce its policy objectives 
for the immigration system? How often should the Government be required to make such a 
statement? 
 

The report identifies that ‘there is no long-term strategy’ for New Zealand’s immigration system. But 
more than this, there is not even an acknowledged ideological stance. This might be considered a good 
thing if you decry ideology as another word for partisanship, but it is very difficult to understand and 
engage with and critique a policy if it is not based on some kind of principle or belief. What we mean is 
that looking at immigration policy, we don’t know what the Government wants to achieve from 
immigration broadly, or what they think about population growth, or what they think works. Rather, 
there is frequent ad hoc ‘negotiation’ of stakeholder interests, but ‘negotiation’ which does not work 
towards concerns.  
 
The report notes that the New Zealand immigration system is quite adaptable and that this is a good 
thing. Yes, immigration policy should be responsive, given worldwide and domestic contingencies (as 
COVID has well-demonstrated), however, when it comes to specific economic considerations, liable to 
change very quickly and frequently, an immigration policy cannot be expected to about-face with each 
market fluctuation. To have an actual immigration strategy, having it be ‘responsive’ is not so useful 
unless there is an actual clear, long-term, objective being worked towards other than damage control. 
The lack of an explicit objective, and the economic principles upon which the plan to achieve the goal 
is based, is an issue – it makes policy/policies vague, difficult to measure, and can mean different sector 
policies are across purposes.  
 
Given this, it seems like a plausible idea to require Government Policy Statements (GPS) every three 
years, defining the ‘national interest’ and addressing ‘absorptive capacity”, but we are not 100% clear 
on what such a statement would practically achieve. Yes, having a mechanism with which to engage 
the public is not a bad thing, but the likelihood that the GPS will actually contain something able to be 
engaged with, seems low. Such a statement seemingly asks an elected Government to self-assess their 
own performance as to the delivery of public services and infrastructure projects in order to recalibrate 
immigration settings, which seems so politically fraught that if it does happen, it will just be another 
vague document with little meaningful content. 
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Migrants and settlement 

Q10 What does the “successful settlement” of migrants mean to you, and what are the barriers to 
achieving it? 
 

Successful settlement is obtaining residency and to have the right to live in New Zealand indefinitely. 
Obtaining residency will allow a migrant and his/her family to fully immerse and assimilate into New 
Zealand society and for the migrant and his/her family to feel that they have obtained an enhanced 
quality of life and by doing so, contribute to the growth and success of New Zealand’s economy and 
society. 
The barriers to achieving this are the differentiation of highly and lowly skilled migrants where the 
pathway to residency is determined, not by the productivity and growth that each migrant can 
contribute to New Zealand, but by the skill level.  
 
Those that are classed as ‘highly skilled’ have a more defined pathway to residency under the Skilled 
Migrant Category, whereas if you a classed as ‘lowly skilled’ the pathway to residency is much more 
unobtainable under the Skilled Migrant Category. 
 
It is submitted that sectors like agriculture, hospitality, and aged care seem to have a high proportion 
of ‘lowly skilled’ migrants, who are on temporary work visas. There are no available New Zealand 
residents or citizens in the workforce, and this is set to continue in the foreseeable future. The 
contribution to productivity and growth from these “low skilled migrants”, should be assessed as equal 
to a “highly skilled” migrant.   
 
There should be a defined pathway to residency for these ‘lowly skilled’ migrants to allow these 
migrants and their family obtain residency and to fully immerse and assimilate themselves into New 
Zealand society and continue to contribute to the growth and success of New Zealand’s economy and 
society. 

 
Q11 Do you think prospective migrants are given enough information to make long-term decisions 
and settle successfully? What other information could help, and how could their access to this 
information be improved? 
 

Long-term decisions and successful settlement revolve around the ability to obtain residency. As 
alluded to above, we need to ensure there is a pathway for residency available for all migrants, which 
is not differentiated by skill set.  

 
Currently, there are too many ‘lowly migrants’ who are on temporary visas with no pathway to 
residency, and therefore these migrants cannot make long-term decisions, are anxious and are unable 
to settle successfully, despite their contribution to New Zealand’s economy. 

 
The immigration policies in place must be consistent and stable long term and based on a long-term 
strategy based on New Zealand’s future population targets. The current policy seems to be based on 
what political party is governing and political ideology. A change in the government is very disruptive 
to immigration policy settings and results in further change and in some cases can affect a migrant’s 
eligibility for residency. 

 
If immigration policies were stable and transparent and a defined pathway for residency for both highly 
and lowly skilled migrants are established clearly, we would be also able to attract talent worldwide to 
assist New Zealand to address skills shortages in key sectors.  
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Obtaining residency attracts migrants, which in turn allows them to make long-term decisions and settle 
successfully, which will allow these migrants to contribute to New Zealand’s economy and society 
regardless of their skill set. 

Obligations on employers  

Q 14 Currently, most employers have an obligation to prioritise the New Zealand labour force 
before recruiting temporary migrants. Do you agree with this obligation? Why or why not? 

 
We agree with this obligation. However, it is important that NZ’s immigration system accurately 
recognises the delicate balance that exists between hiring a NZ worker vs hiring a “suitable” NZ worker.  
Immigration NZ has been somewhat adequately policing this requirement through the labour market 
check and advertising requirements that the employers were required to meet, to prove that they were 
not able to find any suitable NZ workers to take up the job.  
  
In the past few years, with unemployment rates as low as they have been, it is not surprising that more 
temporary visas have been approved.  The reality is that the growth in the economy has outstripped 
the existing labour supply in New Zealand. Employers have also been required to show their 
commitment to training New Zealanders for the position and many industries that suffer chronic 
shortages in labour have engaged at industry level with tertiary training institutions or WINZ to improve 
the skills of the available labour pool.  
  
The additional time, effort, and cost in obtaining visas for migrant workers, the uncertainty of their 
long-term ability to renew visas and their transient nature are in themselves deterrents to most New 
Zealander employers.  New Zealanders are generally the first choice of employers and migrants are only 
required where specialist expertise or industry-wide shortages occur.  Over time certain industries have 
come to rely on migrant workers due to the severe lack of suitable NZ workers, work ethic of the migrant 
workers and their willingness to do the jobs that New Zealanders no longer wish to undertake.  It has 
often been argued that this is because the job conditions are not attractive enough for New Zealanders 
and were they to change, more New Zealanders would be attracted to those roles.  We would argue 
that this is not the case.  Increased salary packages have not had the effect of attracting New Zealanders 
to certain roles where the work itself is manual, rostered hours are long, or require work outside of the 
normal 9-5 working week.  Examples - hospitality, aged care, dairy farming, agriculture, etc.  
 

Q16 What evidence, if any, should employers have to provide to prove they have made sufficient 
efforts to recruit New Zealanders? 

 
It is important to highlight that with the upcoming overhaul of the immigration system to become 
employer-led, introduction of new ‘labour market check’ requirements in the ‘Job Check’ gate (to be 
introduced from 4 July 2022), INZ has listed specific reasons as the only ones they will consider in a 
situation where an employer declines a candidate referred by WINZ. This is problematic as giving an 
employer an exhaustive list of reasons that they can use to decline a candidate, is far-fetched from real-
world recruitment.  
  
With the upcoming mandatory employer accreditation and the checks that an employer must go 
through before they are able to support a migrant worker, it is important that the employer is entrusted 
with ensuring they have checked NZ’s labour market for local talent. There are many soft skills that play 
a crucial part in successful recruitment that are going to be completely overlooked by INZ with this new 
approach. For a system to work, INZ must be able to implement policies that work for the real world.  
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The existing requirements of an adequate 10 working day advertising campaign on nationwide job 
advertising platforms or industry-specific platforms, along with skills match reports from WINZ and 
evidence of commitment to training should suffice.  In fact, the WINZ system needs to improve to the 
extent that applicants are not put forward for the role if they are wildly unsuitable for the position, have 
no transport to and from work, are unlikely to pass random drug and alcohol tests, and have no 
intention of remaining in this paid employment long term.  The WINZ system should also have a greater 
reliance on labour market data and be more flexible to adjust to the needs of employers and employees. 
INZ officers have been often found breaching the privacy of the NZ applicants when asking for further 
information from employers to verify who applied and why they were not suitable. There is a thin line 
of balance here and with the commencement of the employer regulation via the mandatory 
accreditation, the onus and responsibility of ensuring that sufficient efforts have been made before 
hiring a migrant worker, can now be placed with the business, rather than relying on the individual 
assessment of an officer.  

Skills shortages 

Q17 Previously, ANZSCO has been used to define “high” and “low”-skilled jobs. Should immigration 
policy differentiate between “high” and “low”-skilled jobs? Is there a better way of defining skill 
levels? 
 

Industry skills shortages and economic demand should determine the demand for temporary visas and 
potentially residence, rather than using ANZSCO for defining whether a role is “high” or “low” skilled.  
Labelling a job as “high” skilled or “low” skilled has little value in itself to begin with. We elaborate on 
this and suggest solutions below.  
  
• ANZSCO  
 

The Australian and New Zealand Standard Classification of Occupations (ANZSCO) has long been 
ineffective in terms of setting visa requirements, including skill level, qualifications and experience 
requirements, and the median wage.  The system is, as we understand it, a collaboration between the 
New Zealand and Australian Statistics Departments. ANZSCO is out of date and cannot adapt to rapid 
industry changes or the creation of new occupations. Many of the descriptions do not work in the 
current labour market, as the definitions are for processes or tasks that are no longer undertaken in 
the modern world.  Also, it does not change to reflect changes in the labour market, many common 
and modern jobs are simply not included.   
    
• High Skill vs Low Skill  

  

ANZSCO is no longer a good arbiter of whether a role is “high” or “low” skilled. We know that a Truck 
Driver classified as a much lower skill level in ANZSCO is needed a lot more in NZ than a retail manager 
classified at a higher skill level.  
 
However, recent immigration policies where skill level is entirely based on income level are also ill-
conceived. The reasons for this include the fact that many skilled occupations have been historically 
viewed as “low skilled” simply because they are paid below the median wage. This system places value 
on roles that pay high wages or salaries, but not on the roles that the country actually needs people to 
fill.  For example, teachers, nurses, prison guards, social workers, and mental health counsellors, many 
of whom earn wages/salaries that are certainly not much above the median wage, if at all.  Various 
business management roles are on the other hand highly paid, which as per the median wage 
determinant, they are deemed skilled, however these are not necessarily roles where New Zealand has 
a shortage of skills.  It is without a doubt that teachers and nurses are paid much less but are much 
more important to the New Zealand economy and society.  
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In fact, the requirement for a median wage threshold has had the effect of skewing the New Zealand 
labour market to the extent that some businesses now have migrants earning more than their kiwi 
counterparts because businesses are required to pay the minimum threshold to secure their labour 
supply.  The ability of the labour market to very quickly increase salaries from around $21 per hour to 
$27 per hour shows that this measure is a very blunt tool that opens itself up to abuse.  Anecdotally 
there have been many instances of employees repaying parts of their salaries by cash to their 
employer.  
  
We also suggest that valuing people, particularly those who are new to our society, as being “skilled” 
entirely based on their earning level is counter-productive in terms of creating a productive and 
cohesive society.  It is also contrary to the intentions of Te Tiriti o Waitangi, as it fails to respect the core 
Māori value related to he tangata, in other words, it implies that money is more important than people.  
 
We have noted the Commission’s comment that “recent arrivals may have been less highly skilled than 
earlier cohorts”.  Therefore, the questions as to whether immigration policy should differentiate 
between “high” and “low” skilled, and whether there is a better way of defining skill levels, are 
important to answer.  

 
The focus needs to be on what New Zealand will gain from these new members of our community, 
rather than taking the easy route of basing entry on remuneration.  
 
Focusing on high vs low skills based on remuneration alone, for reasons outlined above, does not work 
and does not cater to bring workforce to NZ in areas of skill shortages. ANZSCO is obsolete and 
monolithic and does not evolve with rapidly changing times, so using that as a yardstick to classify high 
vs low skill levels, also does not work.  
  
In an open labour market, skills shortages would be determined by the employers or affected industries 
themselves.  Our suggestion would be to move away from ‘high’ and ‘low’ skills assessment 
entirely.  Instead, it may be better to provide work visa options and potentially a pathway to residence 
on the whether the individuals concerned will fill a labour market shortage, whether this is long term 
or on a short term basis, and whether the worker will otherwise contribute to New Zealand society and 
its ongoing development.  
  
In other words, entry into NZ could continue to be issued to migrants that supplement our workforce 
wherein an employer can demonstrate that there are no New Zealanders available to do the work; and 
or whether the migrant has experience that he or she can pass on to New Zealanders; or whether having 
that migrant will enable new and more effective processes to be put in place, or whether the family as 
a whole, will contribute long term to the betterment of New Zealand.  There will also be individuals who 
earn very little, but enrich New Zealand in significant ways, such as artists, musicians, and researchers, 
and should therefore not be disadvantaged based on their earning capacity over the median wage, if 
their wages are relevant to the labour market for that role.   
  
We believe that Employers are the best judges of the skills their businesses require rather than skilled 
shortage lists or definitions based on ANZSCO, both of which react too slowly (if at all) to industry 
changes and needs.  An employer offering genuine employment for a role deemed as a skills shortage 
to a migrant with the required skills, should be the most workable solution, and would truly supplement 
the New Zealand workforce where the skills are needed. 
 
For residence, a range of factors should come into play as each of these factors meets a different need 
- skills NZ really needs - regional needs can be different to the needs of the cities, if a migrant is highly 
paid, overall contribution of the migrant and their family to NZ etc.  
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The proposed employer accreditation process surely has this regulatory framework in mind, with 
employers taking the forefront on determining which skills they need to fill from migrant labour and 
INZ providing the overall regulatory framework to ensure that migrant labour abuse is appropriately 
managed, and employers deliver their obligations.  
 

Q18 What is the best way to identify workforce or skills shortages? 
 

The best way to identify workforce or skills shortages is extensive, efficient and timely consultation with 
New Zealand employers and industry associations.  This will require government departments (and sub-
departments) to change their method of operation and communicate effectively with each other and 
with their stakeholders.   
 
In today’s technologically advanced era, there must be more accurate indicators of skills shortages than 
wages and ANZSCO codes (or for that matter ISCO-08 codes, as adopted internationally).  More 
consistent engagement between MBIE and the various industries, as well as faster information or data 
sharing on position vacancies, should determine which skills New Zealand employers require and are 
not able to find locally within NZ.  
  
We need a system to capture the changing needs of skills shortages in NZ, that is agile, efficient, can 
keep up with the changing times and is tailored to cater to the needs of the regions vs larger cities.  
  
Recently there has been a shift in the government's approach to make the grant of visas and residence 
(in the future) easier for highly paid migrant workers.  However, the trends over the past few years have 
shown that high remuneration is not a test of shortages in the skills that exist in NZ. We know for a fact 
that true shortages exist in areas such as trades, manufacturing and primary sectors. Occupations in 
such industries are not paid highly and do not require extensive bachelors degrees for workers to 
become suitable to undertake work, yet we cannot find enough dairy farm workers and truck drivers in 
NZ.  
  
 The prolonged and highly opaque process for placing positions on the Skills Shortage Lists is a good 
example.  We have observed that the consultation between government departments has been woeful 
during this process and there has been little transparency in terms of dialogue with employers.  Of 
course, employers are exhorted to contribute, but at the same time, advised to only do so on a “group” 
basis through employer associations.  Therefore, most (small) New Zealand employers have no 
engagement in the process at all.   This seems to be about to be repeated with the new Accredited 
Employer Work Visa.  
  
Targeted post-study work visas in areas of skills shortage is the first point of call to dovetail the lucrative 
international student market with skills demand within New Zealand (see below for further discussion).  
  
The value and role of apprenticeships in filling gaps in many industries (such as construction) should be 
included as a pathway to work and residency for international workers too. Currently, apprenticeships 
do not meet the requirements for a student visa or a work visa due to the nature of the structure of 
the classroom (block courses)-to-practical work ratio.  
 
Special instructions would need to be written to allow for genuine applicants to enter New Zealand to 
be trained in these skilled occupations. For example, offshore apprentices who are already in a 
reputable/recognised (this would need to be defined) apprenticeship programme or has sufficient 
previous work experience in a particular field (especially the trades) could potentially transition into a 
New Zealand apprenticeship programme by working through organisations such as BCITO, etc. The 
government’s desire to introduce NZ workforce into apprenticeships and make these pathways 
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lucrative for them, is not enough to meet the demand. It would, on average take someone a minimum 
of 4 years to become a plumber or builder. How do employers meet the extensive demands of the 
severe skills shortage of these trades in NZ in the meantime? International labour that has the 
experience and knowledge and would require minimal training to ensure they work according to NZ 
standards, is the answer.  
  
MBIE is a large department that has multiple interactions with employers, dealing with visas, labour law 
requirements, building and construction, energy resources, housing, and encouraging science and 
technological developments.  This department is in a good position to identify changes in the workforce, 
skills shortages, housing and infrastructure pressures, but there seems to have been no coordinated 
approach to utilising the information it has, to inform immigration policy or manage the effects of 
migration.  Adopting this approach would almost certainly lead to a timelier identification of labour 
market issues, as well as other infrastructure, tax, housing, and related issues. 
 
We note the Commission’s comments that New Zealand has struggled to absorb people well, citing 
pressure on housing and infrastructure.  This demonstrates that the government has not worked 
effectively to identify upcoming pressures and address them, and this certainly applies to the 
management of the labour market.   
  
We also live in a pre and post-pandemic world and analysis of which businesses and sectors have 
survived and thrived during the pandemic and which have closed would be required to understand the 
true economic demand for migrant labour.   

 
Q19 Prior to the pandemic, was the current system working effectively to address skills shortages 
while prioritising the employment of New Zealanders and ensuring the wages and conditions of 
New Zealand workers were not undermined? What evidence can you provide? 

 
The answer to this question is twofold - what worked and what did not.  
 
Prior to the pandemic, the immigration system was working relatively well in terms of bringing much-
needed labour into New Zealand. Employers were able to access the workers that they needed, prove 
to Immigration NZ that they have been unable to find suitable New Zealanders through their advertising 
efforts, and migrants and their families were able to come to New Zealand together. 
However, this system was fully reliant on employers being truthful and genuine and did witness some 
exploitation and fraud, especially amongst certain business cohorts. It has been easier for some groups 
of employers to rely on migrant labour for years without trying to train the NZ workforce. While it is 
acknowledged that there are genuine shortages of workers in some industries and areas, the system 
needs to be changed to incentivise employers to recruit New Zealanders. For example, offering free or 
subsidised training or apprenticeships for New Zealand employees to employers who pay their workers 
at a certain level, giving subsidies to employers to incentivize them to put their staff through training 
programs etc.  
 
It has been seen that in many cases during a work visa application that an employer states that they 
received X applicants (in line with the screenshot provided to INZ) from the advertising done but that 
none of them were New Zealanders and due to the Privacy Act it is very difficult for INZ to determine 
otherwise, and they will often take this information at face value if there are no known issues with that 
employer or red flags.  
 
The new accreditation system and the responsibilities that will be put on an employer to lead and 
control the visa process, and this being directly proportional to their obligations as an accredited 
employer, appears to be a move in the right direction. 
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What did not work is that the immigration system lacked any robust mechanisms to identify real-time 
skills shortages in NZ (as this is an evolving space) and having an effective strategy in place to meet 
those skills shortage areas.  
 
The Commission has noted the discrepancy between migrants’ expectations and the reality of obtaining 
residence, after arrival.  The government published the Skilled Migrant Category criteria, and migrants 
relied on that criteria.  It was not well publicised that there was a limit, which was then reduced, again 
without much publication.  The last 20 months have shown that the system failed these migrants in 
terms of treating them and their employers with respect and enabling long-term planning. They came 
here with promises of a future that existed when they made the choice to come to NZ and have had 
their lives left in limbo for nearly 2 years (this started pre-pandemic). The government then introduced 
the one-off Resident Visa 2021 (RV21) to remove the bottleneck and backlog of applications in the 
system - this approach was adhoc and showed a lack of any long-term planning.  
 
The immigration system has changed frequent policies in NZ over the last few years, introduced 
multiple new policies, undone what was newly introduced, gone from one extreme to another - all of 
this confirms that the department has lacked planning, direction and long term goal setting.  
 
The delays in processing were further exacerbated by a lack of trained and motivated staff at 
Immigration New Zealand.  There are exceptional people working within Immigration New Zealand.  
However, the level of remuneration for many of them is set below the level at which the government 
has set the “skilled” level for migrants.  Therefore, there were systemic issues that were creating 
significant problems and issues for migrants and employers.  It appears that the limits may have been 
set to appease public opinion as to the perceived effect of migration, particularly on housing supply.   
 
Other evidence of what did not work, is the government changing immigration law, in 2017, prior to 
the pandemic, to make it impossible for migrants earning below the median wage, who were deemed 
to be “low” skilled,  to bring their families with them to New Zealand, or those in NZ to continue 
supporting their families.  It also put in place a law change that meant that those same migrants could 
only work in New Zealand for a maximum of three years,  before having to leave.  It also made these 
same people reapply for their visas every 12-months, which cost them significant sums due to the cost 
of medicals and police certificates.   It is not quite a “hostile” environment, as the UK has tried to create, 
but it certainly sent a message to hard-working migrants, what was highly valued in New Zealand 
society, that they were not welcome and placed an unfair economic burden upon them.  It appears that 
this policy was put in place to try to limit the number of people who were spending year after year, in 
New Zealand, on temporary visas.  However, perhaps the more productive policy direction would be to 
have enabled these migrants, after a certain number of years of work, to qualify for residence.  Having 
a disenfranchised and undervalued temporary migrant workforce cannot be conducive to a stable and 
productive society. We can see that RV21 has done exactly that, however after much damage over the 
last few years.  
 
Another big issue the immigration sector has faced for many years has been the reliance of the foreign 
student sector on attracting students to courses such as business management with the promise of 
post-study work visas, rather than focusing on post-study work visas in areas of skills shortage. The 
international education sector in NZ has been forever disconnected from the skills shortage areas and 
this has led to a consistent lack of opportunities that the country could have benefitted from. Detailed 
under the Student section. 
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Investors and entrepreneurs 

Q20 How successful have the Investor or Entrepreneur category visas been to date in generating 
value for New Zealand? How could this value be increased? 

 
We believe there is significant importance in business migration and the contribution and benefit to 
the New Zealand economy. There are many reasons business migration has been so successful for New 
Zealand: 
 
• Introduction of business experience.  From a global perspective, New Zealand is a small economy. 

The experience brought in from other countries has, over the years, brought significant new ideas, 
concepts, and business ideas.  

• Business migration is much more likely to create new employment than a local small business. 
Under the Entrepreneur category, a business is required to create at least one new job. Migrant 
investors are far more likely to be an employer than an employee. The new jobs created are more 
likely to be export-oriented or different from existing, more traditional, job roles and thus be more 
productive. Counter to this, the Skilled Migrant Category only creates more employed people filling 
existing positions.  

• Business migrants tend to have already amassed more wealth and, accordingly, more capital by the 
time they migrate, than local business owners. For example, their property development projects 
are on average larger in scale than the traditional, smaller, one-man-band style local builder’s 
developments.  

 
The Current Entrepreneur Policy is Not Working  

 
Over the past few years, the Entrepreneur Work Visa application decline rate has been close to 90%. 
This clearly indicates that there is a mismatch between what is being presented and what is expected.  

 
The industry agrees that the pre-2014 Entrepreneur policy (published in 2009) was far too easy and 
that it had simply become a steppingstone to low-cost residence. Unfortunately, its replacement - the 
2014 Entrepreneur policy – we believe was rushed and introduced without consultation, simply as a 
means to crack down on what was considered an easy residence pathway. It is quite frankly, the poorest 
immigration policy currently in existence in that it is too prescriptive, but also has too many ambiguous 
requirements. It is a minefield for applicants and even business migration specialists within INZ find it 
difficult to assess applications. Coupled with the excessive and over-reaching bureaucracy that has 
developed within the Business Migration Branch since 2017, for Entrepreneur Work Visa holders 
already in New Zealand looking to now move onto residency, this category has become a nightmare.  
 

Q21 How should immigration policy acknowledge the fact that investment and entrepreneurship 
are inherently risky and that some efforts will not succeed? 

 
Immigration policy needs to recognise and acknowledge the risk to investors. The policy should not be 
too restrictive or prescriptive and should enable flexibility. Often, successful businesspeople will need 
to adapt the plan and strategy for the business once they are working in it. At present we are asking 
Entrepreneurs to invest and hundreds of thousands of dollars and offering them a work visa to establish 
that business and set themselves up in NZ, there is a pathway to Residence. This pathway is by far the 
riskiest of any in Immigration instructions and sometimes even a business that is successful in 
themselves can be declined because they have not met a certain requirement outlined in a business 
plan presented 2 years earlier whether significant or not.  
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Q22 What criteria (if any) do you think should apply to investor visas in terms of: level of 
investment, type of investment, duration of investment and obligations to New Zealand? 

 
We believe Immigration instructions should be written as simply as possible, not too complex. The 
investment level is not an easy question to answer it needs to be flexible enough to recognise smart 
entrepreneurs and good ideas that can generate employment opportunities and benefits to the 
economy.  Investment levels may not always be a true indicator of a successful business but we 
understand that having a base level is important.  The current levels we don’t believe are too restrictive 
or difficult to meet. 
 

Q23 What criteria (if any) should apply to migrants wanting to establish or buy a business in New 
Zealand? How often should the business be reviewed against these criteria? 

 
Regularly, maybe within the first 3-6 months then a BIS could determine from that when the applicant 
should come back within the next 12 month period based on how things have started.  Once 
applications are approved we all want these migrants and their approved businesses to be successful. 
Throughout the history of the category, applicants have been approved and left to fend for themselves 
for a period of 2 years without dealings with the business specialists until they present themselves again 
at a 2-year point.  MBIE should have an officer stationed within BMB (who have experienced BIS) to 
communicate with applicants about business expectations, answer questions, help them review 
progress, etc.  This may reduce surprises when a live application is lodged and potentially rectify any 
issues that might lead to a policy-related decline down the track. As far as business migration is 
concerned it is not sufficient for the government to only play a gatekeeping role, it should also be a 
business enabler actively looking to promote New Zealand as a premium business destination.  We 
want an approved Entrepreneur visa to be a successful Residence visa 2 years down the track, and I am 
sure that the government wants this as well.   
 
Current Investor Category Policy  
 
In general, the Investor categories have the potential to make much more of a contribution to New 
Zealand’s society and economy than any of the other immigration categories and gives migrants more 
certainty of a life in NZ than the Entrepreneur Category. New Zealand has not utilised the Investor 
category to either drive up productivity or to fund desperately needed infrastructure. Most of the 
applicants put their funds into government bonds and a mix of other private funds.  Sadly, very little 
funding has been directly injected into New Zealand businesses or infrastructure, there is currently no 
channel to directly invest in New Zealand infrastructure. 

 
At least two-thirds of all Investor category migrants live in Auckland. There are no incentives to 
encourage these migrants to settle (and therefore help develop) the lesser developed regions.  

 
Contrary to popular opinion, there is simply no evidence that investors are pushing up housing prices 
in New Zealand. The Investor 1 category of $10 million is reasonable and has attracted a number of 
very wealthy people into New Zealand.  Given the level of funds, INZ really needs to develop a better 
service for such applicants both during the application and after approval.  
 
The pre-2017 Investor 2 category of $1.5 million was also reasonable and well on its way to attracting 
the set target of 300 families each year. The May 2017 change raising the threshold to $3 million was 
made only under election political pressure. Since the change, New Zealand has only been able to 
approve approximately 100 families per annum, making the 400 annual cap meaningless now.  
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Compared with Australia, the New Zealand investor category policy is simply not flexible enough. For 
example, in Australia applicants can use a money exchange business to transfer funds (New Zealand’s 
policy does not fully allow this – it’s very prescriptive) and a secondary applicant can stay in the country 
in lieu of the principal applicant.  We need to recognise that Investor Migrants have other countries 
also seeking to encourage them to live and invest with them. 

Students 

Q24 Are the current criteria for obtaining post-study work rights satisfactory? What criteria should 
be added or removed (and on what basis)? 
 

The international education industry has been long disconnected from the need to meet NZ’s skills 
shortage areas. The influx of foreign students over the last decade, who hope to “buy” their residence 
through the purchase of these courses has been of great concern, along with the unscrupulous and 
unregulated student agent sector who have pushed these courses as a means to get work visa rights 
and residence.  
  
Foreign students, after spending thousands on pointless degrees or diplomas, were then faced with 
scrambling for job opportunities that may or may not end in residence, most notably the restaurant, 
corner dairies, liquor or fast food sectors.  At the same time, New Zealand businesses in other industries 
were starved of migrants with New Zealand qualifications in areas of skilled shortage.  This has been a 
key factor in skewing the system of supply and demand of skills, undermining the immigration system, 
and encouraging migrant labour abuse.  

  
While foreign students can choose to study any course that they may wish to pursue, post-study work 
visas should be aligned with areas of skills shortages, for example, be issued longer to graduates in areas 
of skills shortages identified by INZ in conjunction with industry bodies - 3 years for courses that directly 
lead to job opportunities in areas of skills shortages vs 6 months others.  This would incentivise 
international students to come to NZ and undertake studies that align with skills that NZ actually needs. 
  
And this way the international education system can actually contribute to bringing and developing 
some of the key skills that NZ needs.  This will quickly ensure that migrants study in areas of true skills 
shortage in New Zealand.  NZ employers will have the ability to employ migrants with appropriate NZ 
skills and qualifications and migrants would have more certainty that their chosen course of study 
would realistically lead to a pathway to residence.  
  
It is important that NZ continues to offer a wide range of courses that some students come to undertake 
and may leave to pursue work opportunities in other countries as NZ may not offer the same level of 
opportunities in those areas. It is even more important that post-study work visa options exist after the 
completion of studies, to keep NZ competitive in the international education market. The ‘duration’ of 
the post-study work visa can, if carefully thought through, almost be used as a tool to steer/control the 
flow of students into various study areas that we know we as a country will benefit from.  
  
Currently, a Masters or 3-year degree student is eligible for a 3-year post-study work visa. For example, 
someone studying a Bachelor of Arts, or a Master of International Business will get a 3-year study work 
visa, but someone training to become a registered teacher in NZ via a graduate Diploma or a health 
care Diploma to become a caregiver gets much less. Using the level of qualification is not the correct 
metric for determining the duration of the grant of a post-study work visa, as someone that is 
undertaking a Diploma in caregiving or undergoing apprenticeship to become a carpenter, will have a 
lot more immediate contribution to NZ’s chronic skills shortage areas than someone who has finished 
their Masters in communication studies. 
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 A lot of the problems in the international sector and misalignment of expectations of students coming 
in has stemmed from the unregulated international education agent industry. The unscrupulous foreign 
student industry has been one of the biggest culprits of attracting migrants to New Zealand and 
promoting qualifications in areas in which there are no skills shortages, such as business or 
management degrees. The misaligned objectives of various key stakeholders - NZQA (as the course 
approval provider) who’s job is specific to approving and monitoring the delivery of the courses; 
education provider whose key responsibility is delivering the courses in return for a fee; MBIE/INZ and 
industry associations that look after what occupations are falling into skills shortages, and the 
disconnect between different objectives has been a key reason for why the international education is 
a missed opportunity when it comes to filling in jobs our country actually needs people in.   
  
The distinct lack of communication between MBIE and the Education Ministry regarding the courses on 
offer and the resultant pool of post-graduate skills.  These two bodies should be working closely 
together to ensure that actual skills shortages are being addressed within New Zealand. 

 
Q25 To what extent should international students have rights to work in New Zealand? 
 

The current 20 hour work week while studying does provide a good source of temporary labour for NZ 
employers.  However, work rights following studies should be restricted to areas of skills shortage 
only. See above.  
 
The balance here is difficult but an important one.  We need the international students for the economy 
(and we know obtaining work rights is a factor for international students when considering studying in 
NZ), but not at the risk of New Zealanders being unable to get some of the unskilled jobs that 
international students take while studying. However, on the other hand, the pandemic (especially 
during lockdowns) has proven that it was the international students that were working in roles that 
New Zealanders were not opting to work in - rest homes, supermarkets to name a few. So allowing 
students to work part-time is important for the survival of certain sectors like supermarkets, it is also 
an equally attractive proposition for students when considering NZ as a study destination. 

 
Q26 Should visa applicants who have gained a New Zealand qualification receive a special 
preference for residence? 
 

Perhaps. Clearer pathways to residence for foreign students would go a long way to protect migrants 
from unscrupulous offshore agents who sell all sorts of random courses of study as pathways to 
residence when there are none.  Postgraduate work rights should be reserved for students who study 
in areas of a skills shortage as determined by industry bodies.  Special preference should only be given 
to migrants with NZ qualifications in areas of skills shortage. Faster application decisions and high-
priority residency processing for occupations of high skill after study. 
 

Q27 Should there be any restrictions on the kinds of sectors or occupations students can work in 
during or after study? Why, or why not? And  
Q28 Should the level or nature of qualifications that students are studying affect work rights during 
or after study? Why, or why not? 
 

See above regarding levels of study. 
  
During study, there need to be no restrictions, the area that best suit their study hours are often in the 
traditionally lower-skilled/high demand occupations such as hospitality. High staff turnover is common 
due to the transient nature of the industry as it is a steppingstone to higher-skilled occupations after 
study. We know that someone that is studying to become a civil engineer may not be able to get a part-
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time job in the civil field, while they study right from the get-go. They may choose to work in a 
supermarket for example. And this should be allowed as it brings some real-life, customer-facing 
experience to an individual that may potentially be helpful for a job once they become a civil engineer. 
  
The whole reason that students study here, at a high cost, is to gain skills to obtain better paid 
employment so the part-time NZ experience while they are studying, is a valuable addition to a 
student’s CV for jobs they apply for after they have graduated.  
  
At the moment we have Level 7 and 8 graduates working in lower-skilled positions and have spent large 
amounts of money to gain qualifications that are simply for gathering points for residency, not to fill 
the occupations with the skills shortage. Giving longer post work visas as incentives to study courses 
that lead to jobs in high demand, would mean that by the time a student graduates, they will most likely 
be able to secure a job in their field as it has already been identified as a skills shortage area. So, 
someone completing their teaching degree would be able to find a job as a teacher when they go on a 
post-graduate work visa vs someone that has completed a business diploma and only has a few months 
of post-study work visa to look for a job. We do not suggest that post-study work visas be restricted to 
certain industries - this is not doable. What industry do you restrict someone who has undertaken a 
bachelor's degree in business too? A business management graduate can potentially work in any 
industry - Project Manager, Construction, Hospitality, Accounting, Retail, Human Resources etc.  

Working holidays 

Q29 What should the objectives of working holidays schemes be (eg, fill temporary labour 
shortages, enhance international connections, encourage reciprocal overseas work opportunities 
for New Zealanders, attract longer-term migrants)? How well are the current schemes delivering 
on these objectives? 
 

The current Working Holiday schemes are available to young people, usually aged 18-35. Permit travel 
and the ability to work in New Zealand for up to 12 months or 23 months if you are from the United 
Kingdom or Canada. New Zealand has 45 schemes, 13 are uncapped. 
 
The current objective of working holiday schemes is to allow young citizens of approved countries, 
whose primary intention is to holiday in New Zealand, to undertake employment and study during their 
stay in accordance with their scheme. 
 
Given COVID 19, the above objectives should be reviewed and expanded to include the following 
objectives, amongst other objectives that are deemed necessary: 
 
• fill temporary labour shortages; 
• enhance international connections; 
• encourage reciprocal overseas work opportunities for New Zealanders; and, 
• attract longer term migrants. 

The current Working Holiday Schemes are satisfactorily delivering to the current objectives and the 
expanded objectives above. Many sectors that rely on working holiday migrants have experienced first-
hand the impacts on productivity and output due to the unavailability of these migrants in a post-
COVID-19 environment when the borders have been closed. 
 
However, given COVID-19, it would be prudent to complete a review of the Working Holiday schemes 
and see if improvements can be made, for example, increasing the cap for certain countries or 
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increasing the validity of the visa from 12 months to 23 months for other countries, other than the 
United Kingdom and Canada. Do we need to expand our schemes to more than 45 countries..? 
 
We must continue to attract young people to travel to New Zealand and to allow them to experience 
the New Zealand way of life, there are so many benefits to having working holiday migrants in New 
Zealand both fiscally, tourism for example, and culturally.  
 
The Working Holiday Schemes in place are a great way to attract both ‘highly and lowly skilled workers’ 
to fill labour shortages and to allow these migrants to consider becoming long-term migrants, as long 
as options for residency are also available to ‘lowly skilled’ migrants. 

 
Q30 Do you think the number and set of countries New Zealand has agreed working holiday 
schemes with is set at the right level? 
 

As alluded to above it would be prudent to complete a review of the Working Holiday schemes and see 
if improvements can be made to each scheme, see above.  
 
A framework of the key objectives and short-term and long-term performance indicators needs to be 
developed to regularly measure the performance of these Working Holiday schemes to determine the 
improvements that need to be made.  
 
When was the last time a review was completed…? COVID-19 has shown us the value of working holiday 
migrants and it is important that we continue to attract these migrants to New Zealand and therefore 
it is submitted a review is completed. 

Partners, parents and families of migrants 

In summary, there have historically been policy settings that recognise the importance and value of 
relationships and partnerships with New Zealanders, and up until recent years the ability for parents, 
and siblings of migrants to be considered based on their relationship. There needs to be a policy to 
cater for partners of New Zealanders and we believe there does need to be a consideration for looking 
at settings for the extended family.  
 

Q31 What are the barriers that partners of migrants face in finding work? 
 

At present, the settings and interpretation of partnership policy we don’t consider realistically reflect 
modern-day relationships. The emphasis in assessment and focus has been on demonstrating a couple 
are living together and Visa Officers are mechanical in their requests and consideration of the 
documents that they want to see to show living together.  
 
One major gap in the policy is a partnership visa when the NZ partner is in New Zealand the applicant 
is off-shore. In these cases, Visa Officers have been instructed to issue a visitor visa (general) if they are 
satisfied with the relationship for 9 months with the expectation that the couple presents again for a 
partnership work visa once they can demonstrate a period of living together.  There are several issues 
with this process if an approval of this visa is granted and that is not guaranteed or clear in how you 
determine a relationship is acceptable.   
 
The applicant arriving in NZ on a visitor visa rather than a work visa immediately creates issues with 
regard to establishing themselves and being able to provide evidence of living together. They are often 
battling to set up bank accounts, and other paperwork with businesses and organisations as they are 
seen as holidaymakers rather than an approved partner of a New Zealander. When the emphasis of a 
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Visa Officer is on proof of living together it can be a battle.  Also, the ability for an applicant to assimilate 
is vastly improved if they are able to find employment. The applicant simply sitting at home for months 
waiting for the NZ partner to come home will sometimes place pressure on the couple. Our experience 
is that most partners entering want to work and become involved productively in NZ, and this leads to 
better outcomes all around.  

 
Q32 Should the immigration system give more weight to the skills and employability of partners? 
Are there other factors that should be given more weight? 
 

This is something that could be considered but fundamentally we believe that this category needs to 
be determined by Immigration based on an assessment that the relationship is genuine and real first 
and foremost.  

 
Q33 Do immigration settings for family visas (eg, parents, dependent children) have a material 
impact on a migrant’s decisions to come to and stay in New Zealand? 
 

Yes, family pressures are real. Parents travel to visit their children and grandchildren in NZ from all over 
the world. Many wish to join their children to be close to grandchildren, and to enjoy what NZ has to 
offer once they have seen our country. We understand that there does need to be a balance to ensure 
that those parents aren’t going to become a burden on our health or welfare system and that are 
coming here with the ability to support themselves or be supported by the wider family. 

We believe that a well-thought-out parent policy can add value. Skilled migrants who are contributing 
through their employment in NZ are better served to have family support of parents where they have 
young children or reducing the concern they might have about their parents aging in another country.   

Other ways for New Zealand to source skills and talent 

Q34 What more can immigration policy do to attract specialist “high-impact” people? What other 
complementary policy changes might be needed? 
 

The key is to first define ‘high impact’ people. NZ employers are the best to determine which migrants 
would be “high impact” people for their business.  Employers understand the national and global talent 
pool for their industry and should be able to head-hunt and attract the talent they need.  INZ policies 
should allow for more representation from employers on why their “high impact” candidate has 
specialist skills needed for their industry. Technological advances need to be included and the flexibility 
for the definition of ”high impact” candidates should be fluid and realistic rather than rigid. Currently, 
policy changes slowly and is often no longer relevant, requiring increased requests of exceptions to 
instructions, rather than having a wider scope for immigration officers to make decisions. Hence having 
a policy framework that is able to adapt to the changing landscape of global talent and their motivators 
would be important.  
  
It is also important that we make all efforts possible to look attractive to the ‘ideal’ skilled migrant. NZ 
competes with countries like Australia, Canada, the UK etc., most of which have much favourable 
immigration policies than us. We need to ensure that we are able to maintain and showcase ‘why NZ is 
the right place’ for migrants and provide pathways that facilitate them coming here.  

 
Be it that there is a special residence category that allows specialist high-impact workers to obtain 
residence quickly, even from offshore. When attracting, for example, General Practitioners from 
overseas, it is the smaller regions/ towns that struggle the most so perhaps having a special pathway to 
residence, for those that are coming in to work in the regions, could be an incentive. Also introducing 
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conditions on resident visas like s49 that require the applicant to remain in that region for x number of 
years, may mean that the high-impact migrant has actually been able to benefit the region. It has been 
a widespread issue that people will go to the regions to obtain residence and as soon as they get 
approval, they return to the bigger cities. The void that exists in the regional labour market, has 
continued to grow and the introduction of such specialised residence pathways and conditions on a 
resident visa, can perhaps address this long-standing issue.  

 
People leave New Zealand because of uncertainty around visas and residence. If we are looking at high-
impact, high-value migrants, they need certainty about their future in NZ. 
 
The Skilled Migrant residence has a real potential to facilitate some of the above, however, the last 
many years has seen even the highest value / highest earning priority applicants not always processed 
in a timely manner, let alone thousands of others that have been here on work visas for many years to 
keep our Construction, Agriculture, IT, Health Care sectors etc. going.  
 
Because of the operational failures the Skilled Migrant Category has faced over many years and the 
damage associated with the category name, it may be a good idea to rebrand the category whilst 
keeping the essence of a point-based residence category system. Ensuring the points threshold and the 
criteria are regularly monitored and updated to reflect the changing demands of the talent needs in 
NZ, would be the key to the success of this category. 
 

Q35 What effect has access to migrant labour had on training, job conditions and technology 
adoption by firms? What other factors explain firm practices? How can the Government support 
firms to change their practices? 
 

Migrant labour brings an alternative perspective to the New Zealand market. They bring knowledge and 
experience on an international stage. It is important to embrace the difference rather than force the 
migrant to fit our instructions which are written and enforced on a New Zealand centric framework. 
Businesses have had to evolve and adjust to a rapidly changing world over the last 2 years. We have 
moved to working from home and “living” online. Migrants often come with ready-made skills that can 
be utilised by employers. Migrants have often been seen as sub-class workers, however, on the 
contrary, they often have strong work ethics and have huge incentives to work hard and contribute to 
their adopted country. The Government should support businesses by allowing employers to choose 
the right person for the job, not the migrant or non-migrant status of the applicant. The need for New 
Zealanders to compete for employment only increases the skilled pool rather than undermining the 
ability for New Zealanders to gain skilled employment. 

 
Q36 How responsive to skills gaps is the education and training system? Are there policy changes 
that could improve its responsiveness? 
 

Not responsive at all as covered in the ‘Students’ section. A full rethink of the skills and courses that are 
required in the “living with Covid” world needs to be done and one that aligns the education system 
with the areas of skills shortages. We are fortunate to be in a position, post-Covid that is likely to be 
attractive to migrants – low Covid outbreak levels, high vaccination rates and low population density.  
This allows us to focus on the areas of high demand and find efficient ways to advertise and encourage 
offshore talented and skilled workers.  The current critical worker pathway leading to residency under 
the 2021 one-off resident visa category could be kept and expanded to cover areas of extreme demand. 
Educational providers that train and educate students for courses that cater to high-demand 
occupations, could get priority student processing, and potentially increased points for residence. 
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It is important that the decision-makers acknowledge and accept that a large number of students and 
temporary workers that come to NZ, come here with a goal to stay here long-term and we design 
policies and frameworks that make us look attractive, whilst still addressing the issues of skill shortages 
that we have had for many years now. 

Population growth and migration volumes 

Q38 Which costs and benefits of population growth are most important? Why? 
 
Below are some of the key benefits of population growth: 
 
• Economic growth;  
• Fill skills shortages; 
• Ageing population – migrants to fill human capital and skills shortages gaps; 
• Diversification of ethnicities in society and diversified community; 
• Overseas knowledge and skills and experience- brain gain; and, 
• International connectivity. 
 
Below are some of the costs of population growth: 
 
• Pressure on housing and Infrastructure (education and health etc); 
• Environmental cost of population gain; and, 
• Population gain impacts on the local labour market and wage growth. 

 
Q39 What policy changes could help increase the benefits and reduce the costs of population 
growth? 
 

Currently, there is no direction regarding immigration policy and population growth. For example, there 
is no residence program in place currently. Centralised direction is needed to increase the benefits and 
reduce the costs of population growth 
 
The centralised direction could pave the way for a better guide to future immigration settings, which 
need to be responsive and flexible given the constant change in global conditions, economic conditions, 
and the New Zealand labour market. 
 
The preliminary findings suggest developing an immigration Government Policy Statement (GPS), which 
we agree with. However, the issues we see are the following: 
 
• How long will it take to develop a GPS; 
• How will the public and interested groups be able to consult and engage regarding the development 

of the GPS; 
• How often will the GPS be reviewed and what key performance indicators; and, 
• How will regional New Zealand and intergovernmental agencies engage and contribute to the GPS 

and ensure the GPS objectives are being met. 
 

Q40 Could or should the Government use immigration policy (eg, visa conditions to settle in specific 
places) to ease pressures in some regions? If so, what would be the best way? 
 

A regionalised focus is welcomed to ensure all regions of New Zealand benefit from migrants due to 
specific skills shortages experienced in each region.  
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The government can introduce immigration policy settings to encourage migrants to settle in the 
regions, which could lead to residency subject to living in the specific region for a set period. This could 
benefit all migrants, especially the ‘lowly skilled’ occupations by offering a pathway to residency. These 
types of policies could also assist with reducing the housing crisis in cities like Auckland and Wellington. 
 
A comparative analysis must be done to review other OECD countries’ immigration policies that have a 
regionalised approach. 

 
Q41 Should the Government regulate the numbers of people given permanent residence? 
How and why? 
 

As alluded to above, a centralised direction via the immigration GPS should provide us with a better 
guide to future immigration settings for both temporary and permanent residence, if done correctly. 
 
In consultation with other interests’ groups, the GPS should then naturally provide the government 
with short-term and long-term immigration targets and therefore the immigration policies settings put 
in place will be implemented to achieve these targets. 

 
Q42 Should the Government regulate the total number of people with temporary work rights? 
How and why? 
 

As alluded to above, a centralised direction via the immigration GPS should provide us with a better 
guide to future immigration settings for both temporary and permanent residence, if done correctly. 
 
In consultation with other interests’ groups, the GPS should then naturally provide the government 
with short-term and long-term immigration targets and therefore the immigration policies settings put 
in place will be implemented to achieve these targets. 

 
Q43 If the Government does regulate volumes of permanent residents or temporary migrants, 
what should it be trying to achieve (eg, stabilising population, managing pressures on housing 
and infrastructure demand)? How feasibly can the Government achieve these goals through 
immigration policy? 

 
We need the immigration GPS to set clear on the short-term and long-term objectives that will assist 
with immigration policy settings to determine volumes.  The GPS needs to prioritise what is trying to be 
achieved in all regions in New Zealand i.e., stabilising population, managing pressures on housing and 
infrastructure demand, as each region has a set of different priorities. 
 
Without key short-term and long-term objectives for each region, the government will continue to fall 
short of achieving goals, and therefore it is submitted that an immigration GPS is developed as quickly 
as possible. Once the GPS is developed the next challenge is to ensure the required performance 
indicators are determined and reviewed regularly for each region in New Zealand. 
 
This submission has been prepared and submitted by the NZAMI board directors mentioned below and 
includes as a collective voice of other members of the association. We thank the members that took 
part in sending us their submissions and welcome the opportunity for further engagement as needed 
by the Commission.  Please direct any further correspondence or questions to secretary@nzami.co.nz. 
 
 
Arunima Dhingra   Borey Chum    Dion Smart  
NZAMI Director    NZAMI Director    NZAMI Director 
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