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1.0 Executive Summary 

Red Meat Profit Partnership (RMPP) is an initiative to help the pastoral red meat livestock sector in 
New Zealand increase its productivity and profitability. Structured as a Primary Growth Partnership 
programme, RMPP works with farmers and sector businesses to develop, test and put new ideas, 
new technology solutions and new ways of working into action behind farm gates and between 
farms and red meat processors. Established in November 2013, RMPP’s programme is funded 50/50 
by government and industry for seven years ending in October 2020. 

RMPP began with an intensive research phase, from which evolved a programme with four 
components: agricultural extension; programmes, resources and tools; people and capability; and 
data and systems. This report concerns the third component, people and capability, focusing on 
attracting young people to a career in the red meat sector.  

Work started with an assessment of capability needs in the sector, followed by selection of the New 
Zealand Young Farmers organisation (NZYF) and CORE Education to provide advice on programme 
needs and implementation. Their advice stressed the importance of a system-wide approach, ideally 
end-to-end from lower primary to upper secondary school. The Ministry for Primary Industries 
encouraged RMPP to invest across all school age groups. RMPP challenged and critically examined 
end-to-end interventions across all school ages rather than targeted interventions and sought 
answers to significant questions. Working with NZYF and CORE Education, RMPP developed a 
diverse, but interconnected range of programmes and projects which, beginning in 2014 and 2015, 
were implemented across the education system from primary school, to secondary school and 
through to tertiary study.  

Work was aligned with that by other entities such as DairyNZ and Business Mentors NZ. Questions 
arose that required answer and programmes evolved as more information and experience were 
gained. NZYF met or exceeded its delivery targets, such as student participation in events and 
development of educational resources. There was little formal evaluation of the efficacy of projects 
or programmes in attracting young people to sector employment. Doing so would have been 
difficult, as there was inadequate data available and the timeframe for showing results from some 
interventions early in student's education was longer than RMPP's seven year life. 

An external review of talent attraction, commissioned in 2019 from Scarlatti, provided an alternative 
means of evaluation. In its subsequent report, Scarlatti synthesised a number of evaluative analyses 
that collectively informed the case for investment in talent attraction programmes. Scarlatti used an 
economic model to estimate the impact of attracting high-quality talent on the profitability of farm 
businesses in the red meat sector.  

Broadly, the model concludes that investment in interventions that can scale easily by leveraging 
teacher involvement provide a good return on investment (ROI). In contrast, programmes that 
feature high levels of direct intervention by the delivering agency lack scalability and leverage and 
tend to generate a lower ROI. Returns from programmes that centre on distributing resources to 
schools are less certain, making it difficult to model the impact and hence the ROI.  

Scarlatti's modelling also concluded that programmes that seek to attract talent are most likely to be 
efficient if the audience is already predisposed to employment or study in the primary sector, and/or 
close to making study or employment decisions, so more susceptible to influence. Data obtained by 
Scarlatti show that individuals who meet these criteria are likely to include those who have had prior 
association with farming; come from a rural area, are in their final year of secondary school, looking 
to start work, making a tertiary study choice, in the last year of a degree or currently looking for a 
change of job. 

Findings from Scarlatti's analysis that to be cost-effective within a finite budget, interventions should 
be targeted, are not in accord with the end-to-end, system-wide, across school approach 
recommended to RMPP in 2014, i.e. a comprehensive education engagement model. 
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2.0  Red Meat Profit Partnership 

Red Meat Profit Partnership (RMPP)1 is a programme to help the pastoral red meat livestock sector 
in New Zealand increase its productivity and profitability.2 Structured as a Primary Growth 
Partnership (PGP) programme,3 RMPP works with farmers and sector businesses to develop, test 
and put new ideas, new technology solutions and new ways of working into action behind farm 
gates and between farms and red meat processors. RMPP is governed by a Programme Steering 
Group (PSG).4 
 
Established in November 2013, RMPP’s programme is funded 50/50 by government and industry for 
seven years ending in October 2020. 
 
RMPP’s partners are six meat processors (Alliance Group, ANZCO, Blue Sky Meats, Greenlea Premier 
Meats, Progressive Meats and Silver Fern Farms); two banks (ANZ Bank and Rabobank); Beef + Lamb 
New Zealand (B+LNZ) 5 the farmer-owned, industry organisation representing New Zealand's sheep 
and beef farmers; and the New Zealand Ministry for Primary Industries (MPI). 6 
 
RMPP began with an intensive research phase, from which evolved a programme with four 
components.  

• Agricultural Extension 

• Programmes, Resources and Tools 

• People & Capability, and 

• Data & Systems. 7 
 

This report concerns the third component, People & Capability, and within it focuses on work by 
RMPP to attract young people to a career in the red meat sector. 
 
2.1 RMPP Business Case 

People & Capability work by RMPP arose from the RMPP Business Case, in which examination of 
farming businesses performing at higher levels of profitability showed no obvious physical factor to 
differentiate them from others, such as location or class of land. This suggested that behavioural, 
capability and management factors were central to determining on-farm performance. 
 
Such factors were later proven to be very important by RMPP's agricultural extension design work, in 
which the characteristics, structures, behaviours, skills and attitude differences between high and 
average performing farmers in New Zealand were identified. 8   
 
The RMPP Business Case stated that "moving the discussion of the red meat sector from one that is 

 
1 https://www.rmpp.co.nz/ 
2 The red meat sector in New Zealand is almost wholly based on pastoral feeding of livestock housed outdoors with, in 
winter, some use of fodder crops and off-field feeding platforms.  Livestock are very seldom housed indoors, this not being 
necessary in New Zealand's temperate climate.  There are a very few intensive cattle feedlots where cattle are sent for a 
few months to fatten on provided feeds. Such farming systems are not the 'target' of RMPP's activities.  
3 A joint venture between government and industry, that invests in long-term innovation programmes to increase the 
market success of New Zealand’s primary industries. Replaced by Sustainable Food & Fibre Futures (SFF) in August 2018. 
https://sff-futures.mpi.govt.nz/funding-and-programmes/sustainable-food-and-fibre-futures/ 
4 https://www.rmpp.co.nz/page/our-people/  Note that this URL leads to the RMPP Board, one member of which is 
appointed to represent the interests of the six meat processors and another of the two banks. The RMPP Programme 
Steering Group consists of the RMPP Board plus representatives from the Ministry for Primary Industries representing the 
interests of Government. 
5 https://beeflambnz.com/ 
6 https://www.mpi.govt.nz/ 
7 https://www.rmpp.co.nz/page/our-programme/  
8 See the RMPP Extension Design Project Final Report, Section 4.1 Top Farmer Qualitative Report here:  
https://www.rmpp.co.nz/page/reports/ 

https://www.rmpp.co.nz/
https://sff-futures.mpi.govt.nz/funding-and-programmes/sustainable-food-and-fibre-futures/
https://www.rmpp.co.nz/page/our-people/
https://beeflambnz.com/
https://www.mpi.govt.nz/
https://www.rmpp.co.nz/page/our-programme/
https://www.rmpp.co.nz/page/reports/


Page 5 of 91 

currently dominated by price, where there is little differential between high and poor performing 
businesses and a comparatively limited ability to exert control or create a differential, to one that 
focuses on productivity and profitability, where differences are significant and can be controlled, is a 
key cultural and behavioural change that must be addressed."  
 
 
3.0 Future Capability Needs 

3.1 A Crowded Landscape 

When RMPP sought in 2014 to understand the future capability needs of the red meat sector it 
found that there were a number of initiatives underway to attract people to, and educationally 
equip them for, a career in the primary sector. Their breadth, in terms of the numbers of entities 
and activities involved, can be seen in Diagram 1 below, drawn by RMPP to give a pictorial overview.   
 
This landscape showed the need for RMPP to be careful in finding the most useful positioning for its 
own work to attract young people to a career in the red meat sector, without wasteful replication of 
other activities, but with alignment alongside other entities where mutually advantageous. 
 
(Diagram 1 - see next page) 
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Diagram 1: Overview of Talent Attraction Entities and Activities in 2014 
 

 
3.2 What Needs Did The Red Meat Sector Have? 

Two companion reports published in 2014 analysed existing employment in New Zealand's primary 
industry and forecast employment needs by 2025 and were seen to mark an imperative for talent 
attraction work by RMPP. They were a report prepared for MPI, Future capability needs for the 
primary industries in New Zealand 9 and an MPI report People Powered.10   
 

 
9 https://www.mpi.govt.nz/dmsdocument/3893/direct  This was prepared by Infometrics https://www.infometrics.co.nz/ 
and Nimmo-Bell  https://nimmo-bell.co.nz/ and funded by MPI, Beef and Lamb New Zealand http://www.beeflambnz.com 
and DairyNZ https://www.dairynz.co.nz  
10 https://www.mpi.govt.nz/dmsdocument/3892  MPI also supported considerable other work in this area, see (1) Job skills 
needed in the future https://www.mpi.govt.nz/funding-and-programmes/other-programmes/future-skills/  (2) Primary 
industries workforce factsheets - including red meat and wool https://www.mpi.govt.nz/dmsdocument/29270-primary-
industries-workforce-fact-sheets  
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http://www.beeflambnz.com/
https://www.dairynz.co.nz/
https://www.mpi.govt.nz/dmsdocument/3892
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https://www.mpi.govt.nz/dmsdocument/29270-primary-industries-workforce-fact-sheets
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These reports noted that some sectors were experiencing rapid growth, e.g. horticulture, while 
others were not, e.g. red meat, with implications for the size of their total workforce; however, 
within all sectors there were likely to be changing needs, especially in regard to employee education. 
 
The numbers were high 

Forecast changes for the red meat and wool sector were that by 2025 it would need 5,100 fewer 
workers overall, but need to train 32,700 new workers to replace those lost through attrition, with 
11,400 of these needing to have post-school qualifications. Thus, while 36 percent of sector workers 
had a formal post-school qualification in 2012, by 2025 this would need to increase to 55 percent.  
 
Viewing these numbers from an on-farm perspective, there would be the need to find and employ 
5,200 farmers and farm managers (averaging 520 a year) and 2,900 farm workers (290 a year) by 
2020.  
 
The skills needed were new and different 

Examining the skills and knowledge that would be increasingly required by the red meat sector the 
two reports highlighted a suite of attributes. They were (quote): 

o "More market and product skills; in-market skills, market-led product innovation, and 
cultural and language capability  

o Better business and management skills in supply-chain management, including information 
infrastructure, food safety and processing innovation 

o Improved production and business skills and innovative farm managers and owners, who are 
skilled in staff leadership and management and have willingness to adopt new technology  

o Staff with improved literacy and numerical competency, and  

o Targeted science and technical support for production, environment and social sciences, 
along with improved capability of accredited rural professionals." 

 
There were significant challenges  

While the above attributes marked the educational demands seen as necessary for the red meat and 
wool sector to cope with the future, conclusions to be drawn from this list of attributes include that 
the attributes:  

o Were many and diverse 
o Required advanced and sophisticated skills and capabilities not traditionally thought to be in 

high demand in the agricultural sector 
o Highlighted the likelihood that not only would the red meat sector find it difficult to source 

sufficient well-qualified people, but also,  
o That in doing so it would be competing with other sectors, both within and outside the 

primary sector.   
 
And there were questions 

Three questions in particular were:  

1. Should RMPP work with other entities in the primary sector which were engaged in talent 
attraction programmes? 

2. How and when in the pre-employment years of young people should talent attraction effort 
by RMPP be focused to attract them to the red meat sector? 

3. To what extent, if any, should RMPP alone, or with others in the primary sector, work closely 
with the education sector to enhance the likelihood that people educated by the sector 
would possess the attributes listed above? 

Question (1) was answered by RMPP determining the other entities active in talent attraction (see 
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Diagram 1 above) and by working closely and productively with DairyNZ 11 throughout the duration 
of RMPP's talent attraction work.12  Questions (2) and (3) were addressed by the New Zealand Young 
Farmers organisation and its strategic partner CORE Education.  See Sections 3.4 and 4.0 below. 
 
Additional new questions and aspects of Question 2 arose in 2018/19. They are discussed in Sections 
6.0 and 8.0 below. 
 
Primary Industry Future Needs - Further MPI Reports 

In addition to the two 2014 companion reports referenced above, two further MPI reports issued in 
2016 were too late to contribute to RMPP's understanding of red meat sector employee needs in 
2014, but are very useful: Human capability in the primary industries: Part 1, 2002 to 2016 – an 
overview 13 and Human capability in the primary industries: Part 2, 2002 to 2016 – qualification 
analysis by region.14  There are also primary industries workforce fact sheets published by MPI in 
2019. 15 
 
3.3  Agricultural / Horticultural Study in Secondary Schools 

Diagram 1 above showed that agriculture was being taught in schools to some extent, e.g. St Pauls 
Collegiate School in Hamilton. This led to RMPP work to determine the then (2014) current state of 
agricultural and horticultural science teaching in secondary schools.  
 
This work showed that since 2003 the number of schools teaching agricultural / horticultural 
subjects had decreased by 30 percent; many schools did not have sufficient students wishing to 
study in this area to fill a class and the Correspondence School had become the largest provider. The 
key barriers to teaching in the area were identified as staffing issues, lack of relevant resources and 
negative perceptions of agriculture and horticulture, with many people thinking that such subjects in 
secondary schools were for the less academic students. 
 
These trends in secondary schools identified by RMPP were out of step with the Primary Sector 
needs of future employees identified by the two companion reports referenced in Section 3.2 above.  
 
Further detail on RMPP's work on agricultural / horticultural study in secondary schools is provided 
in Annex 1. 
 
3.4  The New Zealand Young Farmers Organisation  

Information from the analyses above reinforced the need for RMPP to focus on attracting talent to 
the red meat sector within pastoral agriculture and led to it seeking assistance from the New 
Zealand Young Farmers organisation (NZYF),16 which was already involved and experienced in talent 
attraction activities. These included NZYF's: 
 

o Focus on offering learning and development opportunities within the primary sector 

o Development of the Agrikids and TeenAg concepts 

o Coordination of the Get Ahead programme for DairyNZ and B+LNZ which showcased career 

 
11 The New Zealand dairy sector industry good organisation:  https://www.dairynz.co.nz/ 
12 Note that there is no discrimination here between red meat farming and dairy farming. This is because student 
responses to post-intervention surveys, have shown that when young people in New Zealand are looking at possible 
employment in the pastoral livestock sector, they do not differentiate between the two types of farming sufficiently to 
make a meaningful difference. 
13 https://www.mpi.govt.nz/dmsdocument/17638-human-capability-in-the-primary-industries-part-1-2002-to-2016-an-
overview  
14 https://www.mpi.govt.nz/dmsdocument/17641-human-capability-in-the-primary-industries-part-2-2002-to-2016-
qualification-analysis-by-region   
15 https://www.mpi.govt.nz/dmsdocument/29270-primary-industries-workforce-fact-sheets    
16 http://www.youngfarmers.co.nz/   

https://www.dairynz.co.nz/
https://www.mpi.govt.nz/dmsdocument/17638-human-capability-in-the-primary-industries-part-1-2002-to-2016-an-overview
https://www.mpi.govt.nz/dmsdocument/17638-human-capability-in-the-primary-industries-part-1-2002-to-2016-an-overview
https://www.mpi.govt.nz/dmsdocument/17641-human-capability-in-the-primary-industries-part-2-2002-to-2016-qualification-analysis-by-region
https://www.mpi.govt.nz/dmsdocument/17641-human-capability-in-the-primary-industries-part-2-2002-to-2016-qualification-analysis-by-region
https://www.mpi.govt.nz/dmsdocument/29270-primary-industries-workforce-fact-sheets
http://www.youngfarmers.co.nz/
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options in agriculture 

o Work in helping to establish the Primary Industry Capability Alliance (PICA) 17 

o Planned launch of Rural Mentor to enable younger farmers to obtain help from experienced 
farmers 

o Development of the MACO (My Achievement and Career Opportunities) website,18 and 

o Establishment of the Rural Business Network catering to the needs of the mature workforce 
and their career aspirations and enabling farmers and industry people to meet. 

 
To help it meet RMPP's needs NZYF sought and drew on educational know-how and assistance from 
its strategic partner CORE Education,19 which remained involved as RMPP Talent Attraction 
programmes were developed and implemented, assisting with both their design and 
implementation. 
 
 
4.0 Attracting Talent 

A range of activities were developed by NZYF and CORE Education and recommended for potential 
RMPP investment under an encompassing descriptor of 'attracting talent'. This was also expressed 
more aspirationally, by CORE Education, as "Attracting more of our brightest and best into the Red 
Meat industry." 
 
Activities were recommended to RMPP as those that would build a positive awareness of the 
pastoral red meat sector and impact on student career awareness and choice, thereby encouraging 
student's selection of school study options and their career pathway decisions, which would increase 
participation and strengthen and grow people capability in the red meat sector.   
 
To enable design and implementation of the activities, NZYF and CORE Education, at RMPP's 
request, together provided background information and strategic analysis, both of which drew upon 
NZYF's existing talent attraction work in the dairy sector and CORE Education's knowledge of the 
New Zealand educational sector.  
 
4.1 A  System-Wide, All of School Approach 

NZYF and CORE Education's analysis stressed, based on OECD research, the importance of a system-
wide approach rather than isolated interventions, ideally end-to-end from lower primary to upper 
secondary school, i.e. school students aged approximately seven to seventeen years.20  
 
NZYF / CORE Education explained system-wide to mean:  

a. Engaging parents, careers advisors, teachers and leaders as well as learners, through 
multiple learning contexts and technologies to influence the development of attitudes, 
capabilities and decision-making processes; and  

b. Developing and maintaining an effective relationship with the machinery of government to 
leverage system and resource gains in favour of RMPP. 

 
NZYF and CORE Education advised that such a system-wide approach, creating awareness in young 

 
17 https://www.growingnz.org.nz/   Scroll down to PICA. 
18 A 2014 website to assist career progression in the primary sector. It ended when a review noted its limited functionality 
and questionable long-term sustainability. For more information see the Dairy Primary Growth Partnership Final Report, 
January 2018, Page 55.  https://www.mpi.govt.nz/dmsdocument/31230/direct 
19 A professional learning and development organisation that develops and provides strategies, solutions and services for a 
range of clients across the New Zealand education sector. NZYF explained to RMPP that CORE Education "is a preferred 
provider for numerous education services including policy advice, to the Ministry of Education."  http://www.core-ed.org/   
20 Children enter the school system in New Zealand on or soon after their fifth birthday and typically leave it from age 
sixteen or seventeen onwards. 

https://www.growingnz.org.nz/
https://www.mpi.govt.nz/dmsdocument/31230/direct
http://www.core-ed.org/
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people of the red meat sector at an early stage, co-opting government and enabling accumulative 
benefits over time, would maximise the impact and sustainability of RMPP's investment. They noted 
that "targeting the low-hanging fruit opportunities would risk making a naïve investment decision 
and although seductive on face value, would be to underestimate the size and complexity of the 
problem identified, the education system, teaching and learning (including pedagogy) and extension 
and uptake."   
 
These recommendations led to RMPP drawing an explanatory overview, which is depicted in 
Diagram 2 below. One way to view the overview is to note the strategic framework of Approach, 
Objectives and Priorities; and that the recommended 'system wide' approach meant need for 
Primary School Engagement (Approach 1), Secondary School Engagement (Approach 2) and Tertiary 
Engagement (Approach 3) to achieve Workforce Development (Approach 4).  
 
Diagram 2:  Red Meat Sector Talent Attraction Strategic Framework  
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4.2 Analysis 

MPI encouraged RMPP to invest across all school age groups. RMPP's PSG noted and discussed the 
'talent attraction' insights provided by NZYF and CORE Education.  It challenged and critically 
examined end-to-end interventions across all school ages rather than targeted interventions. Their 
value was seen, however the PSG was concerned that, given RMPP's low financial resources relative 
to the scale of the challenge and an RMPP lifetime of only seven years,21 it could be preferable to 
target effort and investment nearer to the point where students would join the workforce. The 
contrasting perspective (as detailed above) was that it would be to unwise to underestimate the size 
and complexity of the problem identified, the education system, teaching and learning, and 
extension and uptake.  
 
This was then and remains today (early 2020), an area where there are no absolute answers, as 
sufficient data are not available from New Zealand while, additionally, the pastoral livestock sector is 
today facing multiple challenges that may impinge on career choices by young people. 
 
The pathway forward 

In light of the: 

o 'Crowded landscape' outlined in Section 3.1 above 
o Challenges posed for the red meat sector by the two reports referenced in Section 3.2 above 
o Status of agricultural education in secondary schools outlined in Section 3.3 above 
o Strategic overview framework depicted in Diagrams 1 and 2 above, and 
o Information from CORE Education and NZYF immediately above 

CORE Education and NZYF's analysis and recommendation to invest across all school pupil ages were 
seen to provide a pathway forward and they underpinned the design and implementation of RMPP's 
talent attraction work in the following six years. RMPP established and tested programmes and 
projects that were implemented across the education system from primary school, to secondary 
school and through to tertiary study for the most academically able students.22  The intent was to 
make these initiatives attractive to both students and teachers; the former to help attract young 
people to the pastoral red meat sector, and the latter to assist reaching programme sustainability 
post-RMPP. 
 
NZYF was contracted to design and deliver activities. It was not required to measure return on 
investment. To assist evaluation of the programme as it was implemented, RMPP required NZYF to 
report regularly on a range of delivery metrics. NZYF did this, consistently meeting or exceeding 
quarterly or annual targets.  However, no metrics could measure eventual success (a young person 
entering the red meat workforce) since, as the programme was long-term across school and post-
school educational years, adequate data would not be available until the end of RMPP or after then. 
 
 
5.0 Services Agreement with NZYF 

Information below outlines the initial agreement between RMPP and NZYF, which was followed by 
three agreement extensions in later years, and gives an overview of the talent attraction 
programmes that were to be designed and implemented. 

 
21 The RMPP PGP (Primary Growth Partnership) was established with a non-extendable seven-year lifetime ending in 
September 2020. 
22 Children in New Zealand may attend pre-school programmes, but typically begin their formal schooling at Primary School 
at or soon after age five. Primary School education lasts eight years (School Years 1–8) and Secondary School education 
lasts four or five years (School Years 9 to 12, or to Year 13 for students intending to go to university or other post-school 
formal education).  Hence, for example, a student in Year 3 at school will probably be aged eight and one in Year 10 about 
fifteen.  For comprehensive detail on the New Zealand school system see 
https://en.wikipedia.org/wiki/Education_in_New_Zealand 

https://en.wikipedia.org/wiki/Education_in_New_Zealand
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Initial Agreement 

A Services Agreement between RMPP and NZYF for programmes to be funded by RMPP and 
delivered by NZYF was executed in July 2014. This was for talent attraction programmes and projects 
over three years expiring 30 September 2017, but subject to the RMPP PSG approving each project 
plan proposed by NZYF within the programmes, each being a stop/go point for each milestone.  
 
The Services Agreement was demanding, its Services Schedule detailing NZYF staff allocations; 
milestones, deliverables, reporting detail and schedule, and RMPP payments for completed delivery.  
Further detail is given in Annex 2. 
 
Funding was allocated to the programmes and projects summarised below: 

1. Agriculture in Education: Funding Proportion 
a. Agriculture in Primary Schools 19% 
b. Curriculum and Resource Development 30% 

2. Emerging Talent Identified and Cultivated 31% 

3. Leadership and Lifelong Learning  
a. Network of schools with agriculture learning 
b. Network of farmers engaged in business development  20% 

 100% 
 
A guide to the size, complexity and assessed importance of the programmes can be seen (above) 
from the proportion of the total funding allocated to them over the three year period and (below) 
from NZYF's staffing allocation. 
 
NZYF advised that its work for RMPP would involve 7.7 NZYF staff (on an FTE 23 basis), some to be 
recruited, at varying proportions of their time across these roles: CEO; Youth Education Project 
Leader, Youth Development Manager, Youth Development Coordinator, Rural Business Network / 
Rural Mentor Coordinator, Administration Assistant and NZYF Field Officers. 
 
Overview of Services 24 

"To attract top people to the sector this programme will grow participation in agricultural learning 
by schools, provide clarity to make informed career decisions, develop a supportive environment for 
ongoing learning, and cultivate talented people within the sheep and beef sector. 
 
When constructing this strategy consideration needs to be given to how this project will continue 
past the seven years of funding through sponsorship or commercialisation." 25 
 
Programme Detail 

Detail from the NZYF Services Agreement concerning talent attraction programmes is provided in 
Annex 2. This detail is important, as it shows the extent to which NZYF and CORE Education thought 
through the best and likely to be most effective ways to proceed.  It also shows how programmes 
were monitored and modified over the years as knowledge and experience were gained from 
implementation and parts of some projects were terminated to release funds where they could be 
more effective. 
 
First One Year Extension 

In 2017 the NZYF Services Agreement was extended for one year, expiring 30 September 2018. 

 
23 FTE: Full Time Equivalent 
24 Wording in the two paragraphs below is quoted from the NZYF Services Agreement. 
25 Showing the RMPP PSG's awareness of the need for programme sustainability. 
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Talent attraction programmes involved were: 

1. Education in agriculture 

a. Primary schools programme 

b. Secondary school programme  

c. Agrication website.26 

2. Emerging leaders 

a. Leadership Pathway Programme for TeenAg executives 

b. Red Meat Network.27 

3. Networks 
a. TeenAg clubs. 

 
Extension of the agreement was for one year only, as it was thought that during 2018 there would 
be considerable work done on the sustainability of RMPP talent attraction projects, so it was 
desirable to leave options open as to where future funding of programmes would reside. 
 
Second One Year Extension 

In 2018 the NZYF contract was again extended for one year, expiring 30 September 2019.  
 
After four years, programmes had evolved to those shown below. A guide to their size, complexity 
and assessed importance as indicated by their funding is again provided: 
 

1. Education in Agriculture Proportion of Funding 
a. Primary Schools Programme  22% 
b. Secondary Schools Programme, and  
c. Agrication website 44%   

2. Emerging Leaders 
a. Leadership Pathway Programme 28 and 
b. Future Food Network 11% 

3. Networks 
a. TeenAg clubs 22%     
 99% 29 

 
At this time NZYF staff allocated to RMPP programmes had risen from 7.7 NZYF staff at programme 
commencement to 8.35 staff on a FTE basis across these roles: General Manager; Territory 
Managers, Education Manager, Primary School Project Manager, Secondary School Project Manager, 
Future Food Network Coordinator, Engagement Coordinator and Communications Manager. 
 
It may be noted that these NZYF role titles vary from those given above. This was because of growth 
in the programmes funded by RMPP and their increasing sophistication, hence need for different 
NZYF capabilities.  
 
Third Extension  

NZYF's contract was further extended by RMPP in 2019, but with diminished scope, to allow NZYF to 
continue support for TeenAg clubs and maintain Secondary School resources until the conclusion of 

 
26 A site hosted (2019) by NZYF where approved education resources are available to registered school teachers for free 
downloading and classroom use  https://agrication.co.nz  
27 First described as the Coaching Support Programme. The name was changed to Red Meat Network in late 2015.  In 2018 
it was changed again to Future Food Network, based on feedback from Auckland and Otago Universities that the name be 
changed to appeal to a wider range of students than those attracted by "red meat".   
28 Within TeenAg clubs. At first this coaching was delivered by coaches in person, but delivery was changed to be online. 
29 All the above percentages when calculated were decimals and have been rounded down slightly to whole numbers. 

https://agrication.co.nz/
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RMPP.   
 
Further Information 

Annex 2 provides additional detail on the above programmes. 
  
Section 6 below provides information on some of programmes as they evolved.  
 
Section 9 below notes that sustainability for talent attraction work is an ongoing challenge for the 
pastoral livestock sector. It outlines how RMPP will, until its conclusion, take a leadership role in 
proposing a sector response to the emerging opportunity for collaboration between industry and 
government regarding talent attraction. 
 
 
6.0 Programme Questions and Evolution  

6.1 Questions and Answers 

As noted in Section 4.2 above, the PSG challenged and critically assessed end-to-end interventions 
across all school ages rather than targeted interventions. In this process and prior to determination 
of the best pathway forward, the PSG closely examined a number of questions during 2014/15. Five 
such questions and their answers are outlined below to exemplify the PSG's scrutiny of the proposed 
programme. 
 

1.  What are the movements of staff on and off red meat farms? 

RMPP/NZYF prepared a detailed workforce reconciliation for the pastoral red meat sector with 
explanation for forecast movements of employees in and out of the workforce, using data compiled 
for B+LNZ.30  The reconciliation is not provided in this report as it is unnecessary detail, however, 
explanatory information for it is given in Annex 3. The points to note are not the numbers per se, but 
rather (i) the many types and complex nature of employment on sheep and beef farms, and (ii) the 
extent to which available data was used to help understand the size of the on-farm red meat sector 
labour force and employee movements in and out of it, hence need for talent attraction efforts.   
 
2.  How best to target the school student population? 

NZYF/CORE Education's analysis forecast that there was potential for up to 17,250 Primary School 
students and 117,000 Secondary School students to be exposed to the possibility of a career in the 
pastoral red meat sector through the proposed RMPP/NZYF interventions. 
 
These numbers were high, however, the forecast did not address whether students in Primary or 
Secondary Schools were the best target since, as noted in Section 4.0 above, NZYF and CORE 
Education had strongly recommended an end-to-end approach across pupils throughout the New 
Zealand school system. 
 
There was also no discrimination regarding whether pupils in rural or urban schools or both should 
be targeted, because NZYF and CORE Education recommended the inclusion of urban schools, 
especially those in Auckland, Wellington and Christchurch. 
 
These 'targeting' questions were also addressed in talent attraction programme review and 
assessment in 2019. See Section 8.0 below. 
 
  

 
30 The reconciliation used data from a report complied for B+LNZ by a subsidiary of the Primary Industry Training 
Organisation, Agricultural Services Ltd, now (late 2019) trading as Agriserve Ltd www.agriserve.co.nz  

http://www.agriserve.co.nz/
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3.  Which Primary Schools should be targeted?   

NZYF presented RMPP with a list of schools to be targeted for the Agriculture in Primary Schools 
programme, with geographic spread of schools across the country. Comprehensive diversity was 
seen to be very important. It was noted that the list had been created to reflect a fully nationwide 
coverage and to ensure there was as broad a diversity as possible. The list included some schools 
with high Māori enrolment as well as those with Asian and Pacific Island as well as Pakeha31 New 
Zealanders. In addition, every decile number rating 1-10 (socio-economic scale) was covered. 
 
4.  Do interventions in schools to influence student career choices work?  

In considering this question the only evidence then known to NZYF for the primary sector was 
feedback gained from the Get Ahead programme in secondary schools. This was a nationwide 
programme to inform students about a number of potential employment sectors, one of these being 
agriculture. Agricultural aspects of the programme were funded by B+LNZ and DairyNZ and designed 
to 'showcase' the wealth of careers available in the agricultural sector. 32  
 
The programme included Hands on Experience Days which were attended by about 1,000 students in 
2014. Feedback from the students was summarised by NZYF as suggesting that "agriculture is now 
on the radar of students to consider as a career option.” This observation aligns with the above 
question (Do interventions in schools work?) and is positive, however it was based on an unknown 
sample size. Further information is given in Annex 4.   
 
5.  A rural or urban school focus? 

NZYF's recommended geographic spread recognised that sheep and beef farms are spread across 
rural New Zealand, but NZYF also saw a strong need for urban engagement by targeting schools in 
Auckland, Wellington and Christchurch.  The urban schools chosen were those with which NZYF 
already had a relationship. RMPP noted that the urban/rural split was targeted at 35/65.33 
 
 
6.2 Programme Evolution 

RMPP's talent attraction programmes were diverse, multifaceted and spread over multiple years. It 
is not practicable to provide details on all the many developments in this report. Instead, a small 
selection of some of the most significant programmes are briefly discussed below. Further 
programme detail is given in Annex 2. 
 
1.  TeenAg Clubs  

The TeenAg programme was developed by NZYF and first funded by DairyNZ / the Dairy Primary 
Growth Partnership. In 2014 TeenAg had 24 clubs with 558 members. By September 2017 with 
RMPP funding this had grown to 106 clubs with 2,212 members.34 This rapid growth in the number 
of clubs and hence the total number of members led in 2017 to a change of emphasis from 

 
31 Pakeha is a Māori-language term for New Zealanders primarily of European descent.  
https://en.wikipedia.org/wiki/P%C4%81keh%C4%81 
32 The programme is no longer operating. Information about it can be seen on the Science Learning Hub here (2018) 
https://www.sciencelearn.org.nz/events/357-get-ahead-experience-days  and B+L NZ site here (not dated)  
https://beeflambnz.com/your-levies-at-work/get-ahead  The website www.getahead.co.nz is not functional in late 2019. 
33 There may be question concerning what is meant by urban and rural. NZYF advised RMPP that Statistics NZ view New 
Zealand as one of the most urbanised countries in the world with 86% of the population living in urban areas (2006). Its 
definition of urban covers (i) large and regional cities with population over 30,000 people e.g. Auckland and Christchurch, 
(ii) regional towns, population 10,000 to 30,000 e.g. Masterton and Ashburton, and (iii) some of New Zealand's rural towns, 
population under 10,000. Ministry of Education figures in 2017 calculated that 2,000 schools in New Zealand were urban 
and 486 were rural.   
34  http://www.teenag.co.nz/  See also the Beef + Lamb NZ 2014/15 Annual Report page 27 where an article TeenAg Clubs 
Guiding the Next Generation provides an excellent overview of TeenAg, noting how RMPP funding enabled the number of 
clubs and membership to grow significantly.  

https://en.wikipedia.org/wiki/M%C4%81ori_language
https://en.wikipedia.org/wiki/New_Zealanders
https://en.wikipedia.org/wiki/P%C4%81keh%C4%81
https://www.sciencelearn.org.nz/events/357-get-ahead-experience-days
https://beeflambnz.com/your-levies-at-work/get-ahead
http://www.getahead.co.nz/
http://www.teenag.co.nz/
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increasing the number of clubs to strengthening existing clubs.    
 
The TeenAg website 35 reported in January 2020 that there are 105 TeenAg clubs across New 
Zealand, this number indicating that they continue to be seen as worthwhile by Secondary Schools 
and students involved. The location of the clubs was: 

 Northern region  14  
 Waikato/Bay of Plenty 10 
 East Coast  15 
 Taranaki/Manawatu 22 
 Tasman   15 
 Aorangi   11 
 Otago/Southland 18 
 
TeenAg attracts some support from commercial entities and has an active and successful Junior 
Young Farmer of the Year competition. A TeenAg member was praised by the Minister of Agriculture 
in October 2019,36 and an October 2019 article in the Otago Daily Times provides interesting insight 
into plans for TeenAg and stronger links between NZYF and schools.37 
 
Further information is given in Annex 5. 
 
2.  School curriculum resources  

A website (Agrication38) was developed by NZYF and CORE Education to host RMPP resources. This 
holds a variety of teaching and learning resources for primary and secondary school students, all 
aligned to and approved for the New Zealand Curriculum. As well, there is information on a range of 
related events to support classroom learning opportunities. The website has links to all the RMPP 
Partner websites.39 
 
Teaching and learning resources for Primary Schools cover Years 1 to 8. Resources for Secondary 
Schools are cross-curricular for Years 9 and 10. NCEA 40 resources for Years 11 to 12 are QAAM 41 
endorsed by the NZQA.42 Learning areas are English, Science, Technology and Maths. 
 
NZYF maintained a team of Territory Managers across the country available to support schools by 
sourcing guest speakers, proposing options for field trips in the area and providing information 
about the topics covered in each of the resources. 
 
Further information is given in Annex 5. 
 
3.  Future Food Network  

Previously described as the Coaching Support Programme and then Red Meat Network, this resource 
for tertiary students enables them to gain valuable insights into career industries within the primary 
sector. Guest speakers discuss their own career paths and outline the essential skills and attributes 
they see are required to succeed in careers of the future. The purpose of the programme is to 

 
35 http://www.teenag.co.nz/  
36 http://www.teenag.co.nz/latest-news/teen-ag-member-labelled-inspiring-by-minister-of-agriculture-/  
37 https://www.odt.co.nz/rural-life/rural-people/stronger-yfc-school-links-goal 
38 www.agrication.co.nz  
39  In January 2020 
40 The National Certificate of Educational Achievement (NCEA) is the main national qualification for secondary school 
students in New Zealand https://www.nzqa.govt.nz/ncea/understanding-ncea/how-ncea-works/ 
41 Quality Assured Assessment Materials https://www.nzqa.govt.nz/providers-partners/assessment-and-moderation-of-
standards/assessment-of-standards/quality-assured-assessment-materials/ 
42 New Zealand Qualifications Authority https://www.nzqa.govt.nz/ 

http://www.teenag.co.nz/
http://www.teenag.co.nz/latest-news/teen-ag-member-labelled-inspiring-by-minister-of-agriculture-/
https://www.odt.co.nz/rural-life/rural-people/stronger-yfc-school-links-goal
http://www.agrication.co.nz/
https://www.nzqa.govt.nz/ncea/understanding-ncea/how-ncea-works/
https://www.nzqa.govt.nz/providers-partners/assessment-and-moderation-of-standards/assessment-of-standards/quality-assured-assessment-materials/
https://www.nzqa.govt.nz/providers-partners/assessment-and-moderation-of-standards/assessment-of-standards/quality-assured-assessment-materials/
https://www.nzqa.govt.nz/
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support students to develop an industry network prior to leaving their education or training 
Institute. 
 
There are six Future Food Network hubs throughout New Zealand. These are located at: 

In the North Island 

Auckland University of Technology 
The University of Waikato 
Massey University and 
Otiwhiti Station 43  

In the South Island 

Lincoln University, and 
Otago University. 

 
Further information is given in Annex 5. 
 
4.  Industry Insights programme 

Previously described as the Internship Programme, the name was changed to Industry Insights in late 
2015. As part of the broader RMPP programme to identify and cultivate emerging talent, it was 
focused on identification of people who were demonstrating emerging leadership potential within 
secondary schools, particularly in TeenAg clubs, and partnering them with a coach to develop a 
leadership plan. 44 
 
It was decided in December 2016 to cease this programme and use the funding to develop two 
further hubs in the Red Meat Network in 2017.45 
 
5.  Visits to red meat farms 

Visits by Year 7 and 8 school pupils to red meat farms have been a popular feature on some school 
calendars.46 Visits were arranged by NZYF regional staff, teachers were keen to participate, bus costs 
were met by RMPP and farmers were very generous in their welcome to students. Feedback to NZYF 
from host farmers provides their perspective from behind the farm gate: 

"It's an awesome initiative and I'm just thankful to be able to be part of it. I'm glad the children 
enjoyed their time, they had very good questions and were extremely polite. I hope they keep 
that same passion for farming into the future, as they are the leaders of tomorrow for the 
agricultural sector." 

"Hi Mary, no worries, they were a pretty good group to host and showed heaps of interest and 
asked some good questions. Happy to help out again if you have any future interest as we really 
need these urban kids learning where and how the meat/milk/wool is produced." 

Feedback from teachers was equally positive: 

"Hi Mary, we had our trip to the farm today and it was a huge success. The kids thoroughly 
enjoyed the day and were very quiet on the bus on the way home. (Name) did an outstanding 
job of organising a rotation of activities for the students to make their way around. There was a 
lot of learning going on. It is a bit sad that this is the last year for these trips as my class found it 
very beneficial.”  

"Hi Mary, just to let you know trips are tracking so well. The farmers are going beyond anything 

 
43 A large sheep and beef cattle farm located near Hunterville in the North Island, which is used for training farm cadets.  
See https://otiwhitistation.co.nz/ and   
https://www.nzherald.co.nz/property/news/article.cfm?c_id=8&objectid=12265989   
44  See Annex 2:  2. Emerging Talent Identified and Cultivated 
45 The name was later changed to Future Food Network. 
46  School Years 8 and 9 were chosen as a lead in to Year 9. 

https://otiwhitistation.co.nz/
https://www.nzherald.co.nz/property/news/article.cfm?c_id=8&objectid=12265989
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we ever expected and the kids are so excited and full of it. They have watched all kinds of stock, 
been fed scones, made butter, climbed in and over diggers and tractors and that's just the start. 
We are so grateful to all of them and you for organising them. Our plan is to invite the farmers 
to school one afternoon to come and see what they have achieved with the unit and to say 
thank you." 
 

This farm in the South Island took an innovative approach with their school visit by demonstrating 
the superiority of wool compared to synthetic products.47 
 
Data provided by NZYF for school visits in 2019 enables a more analytical perspective: 48 

o 1,702 school students visited farms 

o Three regions provided 85 percent of the students who visited, these being East Coast of the 
North Island (25 percent), Otago/Southland (27 percent) and Taranaki/Manawatu (33 percent) 

o 24 schools participated, but four schools provided 38 percent of the students who visited 

o 23 farmers participated, but two farms hosted 36 percent of the students who visited; one 
farm located in the East Coast region (22 percent) 49 and the other in Taranaki/Manawatu (14 
percent).   

 

6.  Rural Mentor Programme 

In late 2014 there were several mentoring programmes offered in New Zealand. To avoid duplication 
and capture benefit from the experience of others, RMPP aligned with a mentor programme funded 
by the Dairy Primary Growth Partnership (Dairy PGP) 50 which was aligned with Business Mentors 
New Zealand.51  RMPP engagement in the programme aimed to integrate red meat farmers as both 
mentors and mentees, effectively benefiting all parties.  
 
RMPP ended its funding for this programme in 2017, intending that the programme continue, but 
requiring that farmers meet the cost of their participation. A new follow-up programme to develop 
better young farmers was announced in September 2017.52  DairyNZ continues to promote the 
benefits of mentoring.53 
 

7.  Rural Business Network (RBN) 

This network commenced with the Dairy PGP prior to RMPP. It operated through a network of 
locally based hubs, providing opportunity for farmers and rural professionals to participate in 
professional development to grow their businesses through networking and learning. It aimed to 
connect like-minded businessmen and women, creating an opportunity for them to learn from and 
be inspired by others, through a keynote speaker and table discussion at each event.  
 
The RBN operated across New Zealand, for example launching in Gisborne and Taranaki in 2016.54  
By July 2017 RBN membership had grown to almost 2,000 people in eleven hubs around the 

 
47 https://www.odt.co.nz/rural-life/red-meat/pupils-get-real-taste-farm-life  
48 This information has been assembled by the author of this report from raw data provided by NZYF to RMPP.   
49 Ranui Farm Park  http://ranuifarmpark.co.nz/  and  https://www.stuff.co.nz/business/farming/beef/66098684/its-not-
all-work-down-at-ranui-farm 
50 See https://www.dairynz.co.nz/about-us/investment/primary-growth-partnership/  and 
https://www.mpi.govt.nz/funding-and-programmes/sustainable-food-and-fibre-futures/primary-growth-
partnership/completed-pgp-programmes/transforming-the-dairy-value-chain/ 
51 https://www.businessmentors.org.nz/  
52 https://www.stuff.co.nz/business/farming/96480234/mentor-programme-to-develop-better-younger-farmers   
53 https://www.dairynz.co.nz/people/employer/training-and-development/coaching-and-mentoring/  
54 RBN in Gisborne https://www.scoop.co.nz/stories/BU1604/S00730/rural-business-network-hub-launches-in-
gisborne.htm  and Taranaki https://www.stuff.co.nz/business/farming/85964938/taranaki-rural-business-network-to-be-
launched-in-february-2017 

https://www.odt.co.nz/rural-life/red-meat/pupils-get-real-taste-farm-life
http://ranuifarmpark.co.nz/
https://www.stuff.co.nz/business/farming/beef/66098684/its-not-all-work-down-at-ranui-farm
https://www.stuff.co.nz/business/farming/beef/66098684/its-not-all-work-down-at-ranui-farm
https://www.dairynz.co.nz/about-us/investment/primary-growth-partnership/
https://www.mpi.govt.nz/funding-and-programmes/sustainable-food-and-fibre-futures/primary-growth-partnership/completed-pgp-programmes/transforming-the-dairy-value-chain/
https://www.mpi.govt.nz/funding-and-programmes/sustainable-food-and-fibre-futures/primary-growth-partnership/completed-pgp-programmes/transforming-the-dairy-value-chain/
https://www.businessmentors.org.nz/
https://www.stuff.co.nz/business/farming/96480234/mentor-programme-to-develop-better-younger-farmers
https://www.dairynz.co.nz/people/employer/training-and-development/coaching-and-mentoring/
https://www.scoop.co.nz/stories/BU1604/S00730/rural-business-network-hub-launches-in-gisborne.htm
https://www.scoop.co.nz/stories/BU1604/S00730/rural-business-network-hub-launches-in-gisborne.htm
https://www.stuff.co.nz/business/farming/85964938/taranaki-rural-business-network-to-be-launched-in-february-2017
https://www.stuff.co.nz/business/farming/85964938/taranaki-rural-business-network-to-be-launched-in-february-2017
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country.55 The Dairy PGP Final Report for its PGP ended January 2018 said that "The Rural Business 
Network provides professional development to over 1,500 rural business people.” 
 
As regional activities became successful, RMPP/NZYF ceased to support the network believing that 
its activities would be self-sustainable. An example is ongoing activity in Northland in October 
2018.56  
 
However, RMPP's sustainability objective appears not to have been met.  In January 2020 the 
website http://www.ruralbusinessnetwork.co.nz/ which is embedded as the Rural Business Network 
in several regional business promotion websites is not active, and Google's top hit for Rural Business 
Network is different from that intended by RMPP in 2014, being an open Facebook page 
where rural business people and suppliers can advertise and network.  
 
 
7.0 Data Insufficiency / Inadequacy 

Lack of good data has been a challenge for RMPP's talent attraction work  

Although: 
i. Two reports cited in Section 3.2 above, presumably data based, were comprehensive in their 

forecast of future employee needs 

ii. A set of useful data was available for the workforce reconciliation in Section 6.1 (1) above and 
Annex 3 below 

iii. NZYF was already working with DairyNZ and the Dairy Primary Growth Partnership in 2014 on 
some talent attraction programmes, and  

iv. The recommendation from NZYF / CORE Education was clear concerning the need for a system 
wide and end-to-end approach to children across the school system, in partnership with 
government agencies where appropriate, 

it was found by RMPP during 2014/15 that reliable New Zealand data to help the design and 
implementation of proposed talent attraction programmes were insufficient and inadequate.57  The 
reasons for this situation are not known, however it was possibly because collection of such data 
was a time-consuming and expensive matter, and no entity saw the need for or was prepared to pay 
for the work; or because it was difficult to accurately identify the reasons for student career choices.  
 
In 2019 a research, analytics and advisory firm engaged by RMPP, Scarlatti,58 used the Integrated 
Data Infrastructure 59 to obtain data and enable insights not previously seen. See Section 8.0 below 
and further information under No. 1 in Annex 5. 
 

In contrast, excellent data were generated to help RMPP in its Extension Design work 

Data issues for RMPP's talent attraction work contrast with RMPP's Extension Design Project, where 
an intensive research phase from 2014 to 2017 was conducted and paid for by RMPP, as an essential 
first step in creating a collaborative and highly effective national extension system in New Zealand's 
pastoral red meat sector. This was costly and took much of RMPP's seven-year life. However, the 
results since the programme has been 'operationalised' behind the farm gate have been very 

 
55 https://www.stuff.co.nz/business/farming/dairy/94744088/pgp-praised-for-farmers-price-shock-resilience  
56 RBN in Northland in 2018 https://www.eventfinda.co.nz/2018/rural-business-network4/whangarei   
57 NZYF advised RMPP that: "There is an absence of metrics around current state. We do not have metrics to show that an 
intervention has led a student to make a career decision. Most is anecdotal."  This advice was realistic and in accord with 
the point made above (under Analysis in Section 4.1), that there are no absolute answers, as sufficient data are not 
available from New Zealand experience. 
58 https://scarlatti.co.nz/  and  https://sweetanalytics.co.nz/about/ 
59 A large research database established in 2011 and curated by Statistics NZ that connects matched, de-identified 
microdata on people and households in New Zealand from across government agencies.  See 
https://www.stats.govt.nz/integrated-data/integrated-data-infrastructure/ 

http://www.ruralbusinessnetwork.co.nz/
https://www.stuff.co.nz/business/farming/dairy/94744088/pgp-praised-for-farmers-price-shock-resilience
https://www.eventfinda.co.nz/2018/rural-business-network4/whangarei
https://scarlatti.co.nz/
https://sweetanalytics.co.nz/about/
https://www.stats.govt.nz/integrated-data/integrated-data-infrastructure/
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positive and have provided a strong foundation for the programme's sustainability post-RMPP. 60 
 
And Federated Farmers is creating excellent data regarding farm employee remuneration 

Another exception to data insufficiency is the annual Federated Farmers-Rabobank Remuneration 
Survey of all New Zealand farmers, which provides comprehensive and accurate data on employee 
remuneration for all types of farms in New Zealand, including sheep and beef farms.  
 
Some interesting observations can be drawn from the data, for example: 

a. Sheep and beef farmers reported for the two years 2016/17 and 2017/18 that General 
Hands (typically the least qualified employee) and Farm Managers (the most qualified) were 
the easiest employees to recruit. Those between these two categories (Shepherds, Head 
Shepherds and Stock Managers) were less easy to recruit. 

b. However, there is some variation between years. This may be related to seasonal weather 
effects on farm productivity, or to product price variation between years, hence willingness 
or financial ability to employ staff, but no analysis has been done to look at this; and  

c. The data shows, as might be more intuitively expected than (a) above, that Head Shepherds, 
Stock Managers and Farm Managers are much more likely to be permanent employees than 
General Hands, who are more typically casual employees.   

Data from all the Surveys since 2012 and some analysis is provided in Annex 6.  
 
Suggestion 

Perhaps because the annual Remuneration Survey is so good, its lack in one area that would be 
useful for talent attraction work in the pastoral sector stands out. Employee recruitment by farmers 
is not well covered. Surveyed farmers receive only a single question to determine the ease with 
which satisfactory employees can be found and farmer response rate to that question is variable.   
 
As an annual survey is already being conducted, its costs met and there is an existing survey 
question regarding the ease of employee recruitment, additional well-designed questions in this 
area could be a very low cost way of obtaining useful information. Such knowledge could usefully 
contribute to understanding the challenges for farmers in recruiting employees with the attributes 
farmers need and help in the design of cost-effective talent attraction activities. 
 
7.1 Research / Implementation Balance 

As noted above, RMPP's Extension Design and Talent Attraction programmes differed in the 
emphasis, budget and time given to them for research compared to implementation. Research for 
Extension Design received high emphasis, budget and time relative to implementation, whereas 
Talent Attraction was the reverse, as RMPP drew on knowledge and expertise provided by NZYF and 
CORE Education, hence relatively little research was conducted by RMPP. 
 
This highlights a difficult consideration for joint government-industry programmes such as Primary 
Growth Partnerships. Given their set budget (sometimes small relative to task magnitude) and set 
lifetime (seven years maximum for PGPs), what is the best balance between research and 
implementation? Is it better to build solid, research-based foundations on which implementation 
will rest, although this is time and cost expensive, or to adjust foundations during the programme if 
unsatisfactory implementation shows the need to do so? If a programme addresses challenging 
issues and stretch targets, as most PGP Programmes (or their successor programmes) do, there is 
unlikely to be an easy or perfect answer. 

 
60 See the RMPP Extension Design Project Final Report here 
https://www.rmpp.co.nz/site_files/13089/upload_files/ExtensionDesignProjectFinalReport(1).pdf?dl=1    
 

https://www.rmpp.co.nz/site_files/13089/upload_files/ExtensionDesignProjectFinalReport(1).pdf?dl=1
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This question also raises issues of programme sustainability. If high emphasis and considerable time 
is given to research rather than implementation, to ensure the foundations are solid and subsequent 
implementation then shows promising but early results, will implementation be continued post-
programme?   
 
While this might be in the national interest, that the results are only early could be a barrier, while 
continuation also has to make financial, tactical and strategic sense to industry entities that have 
already been involved with the programme, and/or to other stakeholders that have an interest, for 
example government. 
 
 
8.0 Programme Assessment 

When RMPP was established in 2014, programme review and assessment were seen by the RMPP 
PSG to be essential and budget allowance was made for expert assistance to help develop and 
implement surveys. For example, areas marked for later survey included:  

i. Urban school students' interest in agriculture as a result of RMPP/NZYF interventions 

ii. Primary School teachers to assess the interest of their students in agriculture, and  

iii. Students in agricultural tertiary study to understand what influenced their decision to study 
agriculture at an advanced level.  

 
However, in practice there was little formal programme assessment until Scarlatti was engaged in 
2019 to evaluate RMPP's investment in talent attraction. It brought a new and insightful approach. 
Two reports by Scarlatti are discussed below. 
 
8.1  Report 1.  Attracting talent to the red meat sector – the business case for investment in 
talent attraction programmes, June 2019 

This report examines RMPP's talent attraction work, as it was designed and implemented following 
NZYF and CORE Education's recommendations in 2014 (outlined in Sections 4.0 and 4.1 above).  
 
In its report, Scarlatti synthesises a number of evaluative analyses that collectively inform the case 
for investment in talent attraction programmes and discusses possible implications for future 
investment.  
 
To determine the value of talent attraction programmes from an industry, rather than an individual 
farm business perspective, Scarlatti adapted a model it had first developed in 2018 for DairyNZ as 
part of a review of its investments in talent attraction programmes. The adapted model estimates 
the impact of attracting high quality talent on the profitability of farm businesses in the red meat 
sector. Specifically, the model places a dollar value on replacing a new recruit who has low ‘innate 
talent’ with a high-quality recruit.  
 
The model has two components. The first uses industry data on the distribution of profitability 
across farm businesses to estimate the variation in farm profitability that can be attributed to the 
spread in human capability between farms.61 It then characterises a farm team’s human capability in 
terms of the experience, training and innate ability of its members. Here ‘innate ability’ draws 
together all of the attributes that a new recruit brings to a role, such as cognitive ability, 

 
61 Scarlatti information: The model considers the spread in profitability of physically similar farms in a region. The spread is 
modelled as normally distributed and is assumed to be caused by several independent factors of which differences in 
human capability is one. Specifically, the model assumes that human capability accounts for 35 percent of the variance of 
profitability across physically similar farms. While this value is difficult to validate precisely it seems unlikely that it is wrong 
by a factor of, say, two or more. That is, human capability is unlikely to account for more than 70 percent, or less than 20 
percent, of observed variation in farm profits. For the current purpose, this level of accuracy is probably sufficient. 



Page 22 of 91 

interpersonal skills and work ethic. In calibrating this part of the model with farmers, innate ability 
tends to come through as a very strong driver of profitability, and hence the importance of 
attracting people with good intrinsic skills comes to the fore. 
 
A second key component of the Scarlatti model is a measure of the impact of each RMPP 
programme, which in turn is derived from estimates or assumptions about: 

o Reach - the number of students each programme influences 

o Duration - for how long an intervention engages students 

o Frequency - whether the intervention is a one-off, or involves repeated interactions over 
time, and 

o Personalisation - whether the intervention involves personal contact between the providers 
and subjects of an intervention.  

 
Scarlatti's Report 1 also specifically considers the efficacy of four talent attraction programmes: 
TeenAg clubs; curriculum resources hosted by the Agrication website for use in secondary schools, 
the Future Food Network and Teachers Day Out.62  Further information on these four programmes is 
provided in Annex 5.  
 
Broadly, the model concludes that: 

o Investment in interventions that can scale easily by leveraging teacher involvement (e.g. 
Teachers Day Out, or a structured full-year education module or course) provide a 
particularly good return on investment (ROI).  

o In contrast, programmes that feature high levels of direct intervention by the delivering 
agency (e.g. NZYF) with a relatively small number of students (e.g. Careers Expo days, or the 
Future Food Network meetings) lack such scalability and leverage, and as such tend to 
generate a lower ROI in terms of talent attraction. 

o The returns from programmes that centre on distributing resources to schools are less 
certain. While these programmes provide the potential for good reach and scalability, the 
overall intensity of the intervention is relatively low, making it particularly difficult to model 
the impact and hence the ROI.  

o There is notable variation in the cost-effectiveness of some seemingly similar programmes. 
For example, despite a smaller investment than RMPP, DairyNZ gets more reach in 
distributing its School Education Kit than RMPP has achieved for the Agrication resources 
developed by NZYF and CORE Education. While it can be argued that RMPP's more intensive 
model should have achieved higher impact, it is unlikely that the ROI justifies the high cost 
per resource distributed. 

 
Scarlatti's Report 1, including detail concerning the four broad conclusions above, is provided in 
Annex 7. 
 
8.2 Report 2.  Evaluating investment in talent attraction, December 2019 

In this report Scarlatti lists five strategic considerations for talent attraction: 

1. What impact should we consider when making investment decisions? 

2. Should we build a talent pipeline or target those on the cusp of making a career decision? 

3. Should we focus on dairy farming /red meat farming, or pastoral livestock, or the wider 
primary industries? 

4. What job roles should we aim to attract talent for? 

 
62 Although funded by DairyNZ, B+LNZ and Primary IT0, not RMPP, the Teachers Day Out programme Is very 
complementary to RMPP talent attraction programmes and provides a useful benchmark for assessing the return on 
investment from talent attraction programmes aimed at teacher development. 
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5. Should talent attraction programmes be targeted or broad? 
 
Considerations Number 2 and 3 above are examined by Scarlatti in its report and discussed below. 
 

Consideration 2. Should we build a talent pipeline or target those on the cusp of making a career 
decision? 

Scarlatti's analysis looked at: 

o The distribution of individuals in their propensity to farm, ranging from those strongly 
disposed against, to those on track to enter employment on a farm 

o The starting distribution (before exposure to talent attraction interventions) of individuals, 
between those raised in urban or rural environments 

o The effect of an intervention, or series of interventions over time, noting that 

o As time passes, the influence of an intervention will probably reduce. 
 
Based on this analysis, Scarlatti's conclusions are that programmes that seek to attract talent are 
most likely to be efficient if the audience is: 

a. Already predisposed to employment or study in the primary sector, and/or 

b. Close to making study or employment decisions, so more susceptible to influence. 
 
Important factors in regard to (a) are likely to include whether an individual has had prior association 
with farming, e.g. from farming relatives or a rural upbringing, and whether s/he has already been 
exposed to the primary sector, e.g. by study in school of agriculture, or of the marketing and export 
of primary sector products. 
 
In regard to (b) above, people susceptible to influence are likely to include those who have 
completed five or more primary sector units at NCEA level; those who are in their final year of 
secondary school and looking to start work or making a tertiary study choice, in their last year of a 
degree, or currently looking for a change of job.  
 
People who are making a job change have not been targeted by RMPP's talent attraction initiatives, 
however a surprising finding from Scarlatti's analysis 63 was that about half of the new entrants to 
red meat farming come from other workforces, about half of these not being in the primary sector. 
See Table 1 below. 64 
 
Table 1 - Where people entering employment in the red meat sector come from 
 

Source of new entrants  Source of new entrants from 
other jobs 

 Proportion 65  Proportion 

Beneficiaries 9% Non-Primary Sector 53% 

Tertiary graduates 9% Primary Sector 47% 

NZers returning to NZ 9%   

High School leavers 9%   

Recent immigrants 16%   

From other jobs 47%   

 
63 Using data obtained from Statistics NZ 's Integrated Data Infrastructure (IDI) established in 2011  
https://www.stats.govt.nz/integrated-data/integrated-data-infrastructure/ 
64 Data obtained from the IDI (see footnote above) do not indicate what level of job new entrants are taking. 
65 Percentages have been rounded to whole numbers and therefore add to 99, not 100. 

https://www.stats.govt.nz/integrated-data/integrated-data-infrastructure/
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Consideration Number 3.  Should we focus on dairy farming /red meat farming, or pastoral 
livestock, or the wider primary industries? 66   

As noted above and summarised in Table 1, new entrants to employment in the red meat sector are 
drawn from several sources. The differences between these sources in terms of factors such as an 
individual's age; educational qualifications, life experience, country of origin and prior employment 
status are high, perhaps so high that distinct talent markets require different talent attraction 
strategies to succeed. 
 
Scarlatti's full report (Report 2) is provided in Annex 8.  
 
8.3 Varying Analyses 

In considering the above information it may be noted that, unless there is very high benefit gained 
from developing and maintaining an effective relationship with the machinery of government to 
leverage system and resource gains in favour of RMPP, the results of Scarlatti's analysis are not in 
accord with the end-to-end, system-wide, across school and tertiary education approach 
recommended to RMPP by CORE Education and NZYF in 2014, i.e. a comprehensive education 
engagement model (see Section 4.0 above). 
 
In regard to its reports Scarlatti noted that there can be little doubt that by engaging at many points 
in the education system, a cumulative effect can be created on a person's propensity to make the 
study/career decisions RMPP is seeking. However, Scarlatti differentiates between a cumulative 
effect and a synergistic effect thus: 
 

Consider two interventions. If, for example: 

o Intervention A increases a person's propensity to go farming by 20 percent, and 
o Intervention B increases a person's propensity to go farming by 50 percent 

then the cumulative effect of both interventions would be A x B, i.e. 1.2 x 1.5 = 1.8 or an 80 
percent increase in propensity. There would be a synergistic effect from both interventions 
only if somehow they combine to give an increase greater than 80 percent.  

 
Knowing this, Scarlatti note that making many interventions across a system can be justified if there 
is a finite pool of students to target and a large enough budget to provide all of the interventions for 
all of the students. However, if instead, there is a large group of students and a finite budget 
(RMPP's situation), the highest affordable impact will be generated by investing in only the 
interventions with the best ROI.  
 
Scarlatti's modelling has shown that there are considerable differences in the ROI from different 
RMPP talent attraction programmes. Any synergistic effects that are created from an all-of-system, 
end-to-end approach, would therefore have to be sufficiently high to offset the differences in ROI 
that have been calculated. 
 
An implication of Scarlatti's modelling is that talent attraction programmes such as RMPPs should, 
based on careful analysis, be targeted at interventions most likely to be successful and provide a 
high ROI within the available budget.   
 
The likelihood of success in this scenario will be increased if, as said above, people susceptible to 

 
66 Note that there is no discrimination here between red meat farming and dairy farming. This is because student 
responses to post-intervention surveys, have shown that when young people are looking at possible employment in the 
pastoral livestock sector, they do not differentiate between the two types of farming sufficiently to make a meaningful 
difference.  
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influence are targeted, for example those who are in their final year of high school and looking to 
start work or making a tertiary study choice, in their last year of a degree, or currently looking for a 
change of job. 
 
When, in future years, additional data become available as students make their career and 
employment choices, they may show that the end-to-end, all-of-system approach adopted by RMPP 
has had synergistic effects sufficiently high to offset the calculated differences in ROI. However, 
there is no evidence at present that this is the case. 
 
 
9.0  Programme Sustainability  

Sustainability has been an intended outcome for RMPP' talent attraction programmes since their 
inception.  
 
A high quality example that may attract support and funding 

Learning materials produced by RMPP, NZYF and CORE Education for Secondary Schools were placed 
on an NZYF hosted website (Agrication) 67 in late 2016 intending that they be available to all 
registered teachers post-RMPP.  
 
They have value because, as noted above 68 (a) they are rigorous, using agricultural examples in the 
STEM areas (Science, Technology, English and Maths), and (b) as NCEA69 resources for Years 11 to 
12, they are QAAM 70 endorsed by the NZQA.71 72   
 
Agrication may prove therefore enduring if the website is maintained and teachers use it. However, 
funding for website maintenance and the addition of any additional materials has not been secured 
at the date of this report. 
 
Next Steps 

Achieving programme sustainability has remained an elusive target. Accordingly, in mid 2019, noting 
that sustainability for talent attraction work was not just a matter for RMPP, but also for other 
entities in the pastoral livestock sector and for government, the RMPP PSG approved RMPP taking a 
leadership role in proposing a sector response to the emerging opportunity for collaboration 
between industry and government regarding talent attraction.   
 
This decision recognised that RMPP would not be an investor in the future, however it could 
contribute in the short-term by coordinating a red meat sector response to the opportunity for 
better collaboration. In particular it could: 

o Propose an alternative portfolio of attracting talent programmes with the goal of improving 
returns to investment 

o Build the business case for this future portfolio of programmes and propose appropriate 
evaluation methods to test this as programmes are rolled out 

o Work with RMPP Partners and others with a goal of being able to offer other investors clarity 

 
67 www.agrication.co.nz  
68 Section 6.2 (1)  
69 The National Certificate of Educational Achievement (NCEA) is the main national qualification for secondary school 
students in New Zealand https://www.nzqa.govt.nz/ncea/understanding-ncea/how-ncea-works/ 
70 Quality Assured Assessment Materials https://www.nzqa.govt.nz/providers-partners/assessment-and-moderation-of-
standards/assessment-of-standards/quality-assured-assessment-materials/ 
71 New Zealand Qualifications Authority  https://www.nzqa.govt.nz/     
72 However, as noted above in Section 8.1, the Scarlatti analysis showed that despite a smaller investment than RMPP, 
DairyNZ gets more reach in distributing its School Education Kit than RMPP has achieved for the Agrication resources. 
    

http://www.agrication.co.nz/
https://www.nzqa.govt.nz/ncea/understanding-ncea/how-ncea-works/
https://www.nzqa.govt.nz/providers-partners/assessment-and-moderation-of-standards/assessment-of-standards/quality-assured-assessment-materials/
https://www.nzqa.govt.nz/providers-partners/assessment-and-moderation-of-standards/assessment-of-standards/quality-assured-assessment-materials/
https://www.nzqa.govt.nz/
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on what level of investment RMPP Partners would be willing to make to contribute to a joint 
initiative 

o Share and discuss analysis and viewpoints with other stakeholders 

o Contribute towards building a consensus, and 

o Propose options for programme delivery that overcome current shortcomings of various 
organisations undertaking uncoordinated and overlapping initiatives to promote primary 
sector careers. 

 
As a first step, an attracting talent workshop with representatives from Scarlatti, RMPP, B+LNZ and 
DairyNZ was held in September 2019 to identify priorities for future investment, increase 
intervention effectiveness, guide future investment and align with the Government’s future 
investment priorities. The focus was on dairy and red meat farming with investments targeted at key 
transition points - Years 12 and 13 Secondary School students, tertiary students and those 
considering changing careers. The workshop enabled the group to make strategic choices for and 
narrow the scope of subsequent work. Outcomes were further developed by the parties after the 
meeting and tested in a meeting with RMPP Partners in late December 2019, gaining their useful 
feedback. 
 
A second step in January 2020 has been development of a draft investment strategy for talent 
attraction for pastoral agriculture.  The objectives in developing this strategy, to be shared with 
other entities having interest, were to: 

1. Guide future investment:  Inform future decision-making by industry investors and 
potentially other industry bodies, about where and how much to invest to maximise returns 
to industry. 

2. Identify priorities for co-investment: Identify, within the overall investment portfolio, what 
investments should be made jointly by industry bodies and what should be invested in 
separately. 

3. Increase intervention effectiveness: Find ways to increase the effectiveness of talent 
attraction programmes. 

4. Inform government: Inform government agencies what the sector investment priorities for 
talent attraction are and enable greater coordination between government and industry in 
terms of both programmes and investment flows. 

5. Align with government: For example, contribute to the recently released Food and Fibre 
Skills Action Plan, in particular, Focus Area Two (Attraction).73  

 
 
This work by RMPP is ongoing and likely to continue until RMPP concludes. Thereafter any ongoing 
work will lie with the other entities involved. 
 
 
Ending Note 

Description of RMPP's Talent Attraction programme concludes here.  Annexes 1 to 9 below, which 
are referenced in the text above, provide significant further detail and are recommended to readers 
wishing to learn more about and better understand programme detail.  
 
Annexes 1, 2, 3 and 5 use material written by those involved in programme implementation. 
 

 
73  Food & Fibre Skills Action Plan 2019–2022, page 23.   https://www.mpi.govt.nz/dmsdocument/37751-food-fibre-skills-
action-plan-webv2-pdf 

https://www.mpi.govt.nz/dmsdocument/37751-food-fibre-skills-action-plan-webv2-pdf
https://www.mpi.govt.nz/dmsdocument/37751-food-fibre-skills-action-plan-webv2-pdf
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Annexes 4 and 6 were written by the author of this report. 
 
Material in Annexes 5, 7 and 8 has been provided by Scarlatti Ltd and is reproduced here with 
Scarlatti's permission. Questions concerning it should be directed to Scarlatti.74 
 
Annex 9 lists the documents used to prepare this report. 
 
 
 
 

END OF SECTIONS 1 - 9 
 

ANNEXES 1 - 9 FOLLOW  

 
74  www.scarlatti.co.nz  

http://www.scarlatti.co.nz/
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Annex 1 
 
Review of Agricultural / Horticultural Study in Secondary Schools (2015) 

This review, funded by RMPP, sought information from other entities including St Pauls Collegiate 
School in Hamilton; Lincoln University which (as Diagram 1 in this report shows), had a strategic 
relationship with Northland High School and St Peters College, the Horticulture Agriculture Teachers 
Association (HATA)75 and the Primary Industry Capability Alliance (PICA)76 which asked Versus 
Research77 to conduct some of the necessary research. Versus Research worked with the Ministry of 
Education and Education Counts, a government online tool where educational data is available.78  
 
Information below is taken from an internal report prepared for the RMPP Programme Steering 
Group in 2015 by RMPP's People Capability Programme Manager. 
 
Summary of trends in Agricultural / Horticultural Science teaching  

The current Agricultural and Horticultural Science offering falls within the Science curriculum and 
can be offered to all year levels and completed as an NCEA subject.  
 
In 2003 approximately 200 secondary schools offered some form of agriculture / horticulture related 
subject. In 2014 this had decreased to approximately 140 secondary schools, a number which had 
plateaued since 2010. In a related trend, the number of students enrolling has also declined since 
2003. Only 447 students were enrolled in an agriculture / horticulture related subject at NCEA level 3 
in 2013, compared to 8,987 in biology.  
 
The gender composition of agriculture / horticulture related subjects in 2014 was 32 percent female 
and 68 percent male, showing a male dominance in this subject area, which has been a consistent 
trend since 2003. Female students favour Biology and Human Biology, while male students are more 
highly represented in Physics. Chemistry and General Science have a fairly equal gender split.  
 
Higher decile79 schools (Decile 7-10) have a higher agriculture / horticulture enrolment than lower 
decile schools (1-4), with higher decile schools comprising 40 percent of enrolments, compared to 23 
percent in lower decile schools, and 37 percent in medium decile schools.  
 
Only three secondary schools have more than 200 students enrolling in agriculture/ horticulture 
related subject achievement standards or unit standards across all years. They are Feilding High 
School, Ashburton College and Lincoln High School.80 Many schools do not have enough students 
enrolled in the subject to make up a class, therefore the Correspondence School is the largest 
provider of secondary school education in agriculture / horticulture related subjects in New Zealand. 
  

 
75 https://hata.nz/ 
76 PICA was established in 2014 to provide a collaborative and co-ordinated approach to building capability in the food and 
fibre sectors.    https://www.growingnz.org.nz/primary_Industry-capability-alliance-better-together-i-10065.html   Its 
members in 2019 include Beef and Lamb New Zealand, DairyNZ, MPI, NZ Young Farmers and other entities.  See all 
members here https://www.growingnz.org.nz/who-we-are-i-10025.html 
77 https://www.versus.co.nz/ 
78  https://www.educationcounts.govt.nz/home  
79 A measure which ranks the socio-economic status of a school's student community relative to other schools throughout 
the country and is used to allocate resources and funding.  Decile levels range from 1 (lowest ranking) to 10 (highest 
ranking). https://www.education.govt.nz/school/funding-and-financials/resourcing/operational-funding/school-decile-
ratings/ 
80 Information on the agricultural courses available at these schools in 2020 is provided below. 
 
 

https://hata.nz/
https://www.growingnz.org.nz/primary_Industry-capability-alliance-better-together-i-10065.html
https://www.growingnz.org.nz/who-we-are-i-10025.html
https://www.versus.co.nz/
https://www.educationcounts.govt.nz/home
https://www.education.govt.nz/school/funding-and-financials/resourcing/operational-funding/school-decile-ratings/
https://www.education.govt.nz/school/funding-and-financials/resourcing/operational-funding/school-decile-ratings/
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Taranaki has the highest proportion of student enrolments in agriculture / horticulture related 
subjects at eleven percent of its total science enrolments. Auckland has the lowest proportion at 1.3 
percent of its total science enrolments.  
 
Teacher Views  

Lincoln University conducted a survey of Agriculture / Horticulture Science teachers who are 
members of HATA, to gain their thoughts covering practical views of the course offering in regard to 
choice of standards chosen. The teachers were also asked to identify the barriers to successfully 
teaching the Agriculture and Horticulture Science curriculum. Responses were received from 65 
teachers. 
 
The key barriers appear to relate mostly to:  

o Staffing issues, such as teacher isolation (the only teacher in the school teaching the 
subject), lack of staff available to teach the subject, or teacher confidence in the subject area 

o Lack of relevant resources, and  

o Negative perception and attitude amongst other teachers, parents and students towards 
Agriculture and Horticulture Science.  

 
Vocational Pathways  

In addition to the Agriculture and Horticulture Science course, students can be encouraged into the 
primary industries through a scheme called Vocational Pathways, an initiative by Youth Guarantee,81 
which focuses on improving the transition from school to work. Vocational Pathways provide new 
ways for students to achieve NCEA at Level 2 by helping students see how their learning and 
achievement is valued in the ‘real’ world by aligning assessment standards with six primary 
industries. Study options such as these two are offered:  

o Maintain and assist in laying agriculture/horticulture drains, and  

o Demonstrate general servicing checks on a motor vehicle.  
 
In addition, students can get involved in the primary industries through trade academies, where they 
can gain experience working in the primary industries while also gaining national certificate credits 
which count towards NCEA. Trade Academies provide on the job skills, experience and preparation 
for employment.  
 
Agribusiness  

St Pauls Collegiate in Hamilton is working with seven other schools throughout New Zealand to 
create an Agribusiness subject at NCEA Levels 2 and 3. Part of their reasoning for this is that: 

• The current Agriculture Horticulture Science subject is only up to farm gate  

• Agriculture and Horticulture Science numbers at senior secondary school are in decline. At 
NCEA Level 3 more students take French and Māori, and 

• Agriculture and horticulture does not have a high profile as a career pathway. The public 
perception is that agriculture and horticulture courses are for the less able students.  

 
 

Ashburton College, Feilding High School and Lincoln High School in 2020 

It was noted above that in 2015 only three secondary schools had more than 200 students enrolling 
in agriculture/ horticulture related subject achievement standards or unit standards across all years. 
Information is given below is for readers who may be interested in the status of agricultural and 
horticultural study in these three schools in January 2020. The information is that which was 

 
81 http://youthguarantee.education.govt.nz/ 

http://youthguarantee.education.govt.nz/
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available online. No information has been obtained on the number of students enrolled. In 
summary, the information indicates that the three schools are still active in teaching agriculture. 
 
Ashburton College 
This school is located in Ashburton, mid-Canterbury. In January 2020, it offers courses in Agriculture 
in Years 9 and 10. Courses then split into an academic offering teaching Agricultural Science targeted 
at later university study and a less academic offering targeted at more hands-on employment, both 
covering Years 11 to 13. See here: 
https://www.ashburtoncollege.school.nz/images/uploads/2017/08/Course-Options-in-Science-and-
Primary-Industry.pdf  The college offers an 'AgHort Academy' designed for students who are 
interested in Agriculture, Forestry and/or Horticulture and are considering a career in a primary 
industry when they leave school. 
 
Fielding High School 
This school is located in Fielding, a rural area near Palmerston North. In January 2020, it offers 
courses in Agriculture, Horticulture, Primary Industries, Agribusiness and Agriscience. These courses 
span Years 9 to 13. See the Science stream here: 
https://www.feildinghigh.school.nz/curriculum/curriculum-overview  Further information on the 
Individual courses is available here: https://www.feildinghigh.school.nz/curriculum/subject-
selection-information  Agriculture/Horticulture is an approved subject for University Entrance and 
Agriculture is a Scholarship subject. 
 
Lincoln High School  
This school is located in Lincoln, a rural area near Christchurch. In January 2020, it offers a number of 
courses in Horticulture, Agriculture, Animal Management and Agricultural & Horticultural Science, 
the latter intended for students heading to Lincoln or Massey Universities. These courses span Years 
9, 10 and 11 and Levels 2 and 3. See the Science Pathway here:  
http://www.lincoln.school.nz/courses/course-planning-chart/#careers-and-pathways  where click 
through on any course provides detail. 
 
 
The Correspondence School 

Now known as Te Kura,82 as New Zealand's largest state school Te Kura continues to offer a wide 
variety of subjects and courses 83 to about 23,000 students each year from early childhood to NCEA 
Level 3, which are mostly delivered online. Just over a fifth of students are from Auckland, the 
remainder are from around the rest of New Zealand in a similar proportion to the local population.84 
 
Subjects offered continue to include agriculture and horticulture across NCEA Levels 1, 2 and 3.85 
  

 
82 https://www.tekura.school.nz/   
83 https://www.tekura.school.nz/subjects-and-courses/ 
84 Source: Stuff, June 2018 https://www.stuff.co.nz/business/industries/104851047/how-many-students-are-in-
correspondence-school 
85 https://www.tekura.school.nz/subjects-and-courses/primary-production-agriculture-horticulture 
 

https://www.ashburtoncollege.school.nz/images/uploads/2017/08/Course-Options-in-Science-and-Primary-Industry.pdf
https://www.ashburtoncollege.school.nz/images/uploads/2017/08/Course-Options-in-Science-and-Primary-Industry.pdf
https://www.feildinghigh.school.nz/curriculum/curriculum-overview
https://www.feildinghigh.school.nz/curriculum/subject-selection-information
https://www.feildinghigh.school.nz/curriculum/subject-selection-information
http://www.lincoln.school.nz/courses/course-planning-chart/#careers-and-pathways
https://www.tekura.school.nz/
https://www.tekura.school.nz/subjects-and-courses/
https://www.stuff.co.nz/business/industries/104851047/how-many-students-are-in-correspondence-school
https://www.stuff.co.nz/business/industries/104851047/how-many-students-are-in-correspondence-school
https://www.tekura.school.nz/subjects-and-courses/primary-production-agriculture-horticulture
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Annex 2 
 
NZYF Services Agreement & Programme Detail 
 
Initial Agreement (for Three Years)  

A Services Agreement between RMPP and NZYF for programmes to be funded by RMPP and 
delivered by NZYF was executed in July 2014.  
 
Overview 

Funding was allocated to three programmes and projects, summarised below: 

1. Agriculture in Education: Proportion of Funding 

a. Agriculture in Primary Schools 19% 

b. Curriculum and Resource Development 30% 

2. Emerging Talent Identified and Cultivated 31% 

3. Leadership and Lifelong Learning  

a. Network of schools with agriculture learning 

b. Network of farmers engaged in business development  20% 
 100% 
 
Detail for each of the programmes as listed in the agreement is below. Although modified over the 
years as knowledge and experience were gained from implementation and parts of some projects 
were changed or terminated to release funds where they could be more effective, the programmes 
specified in the initial agreement and its subsequent extensions established what was intended and 
to be delivered by NZYF. 
 
Detail 

1. Agriculture in Education 
    (a) Agriculture in Primary Schools 

i. Establish an Agri-Schools awards programme in primary schools that recognises schools that 
participate in agricultural activities and learning. This to include bringing together resources 
and activities in a structured framework.  

This programme will formally recognise and award primary schools that participate in 
agricultural learning and activities set within a planned framework. The framework will 
include practical materials and fun events, making it simple and appropriate to integrate into 
current teaching approaches. Participating schools and their classes will be officially 
identified and receive a status-level Award (Bronze, Silver and Gold) based on their 
participation in tasks and attainment of described standards. Tasks will be designed to align 
with and receive approval within the official New Zealand school curriculum. See the 
footnote for detail.86 

    (b) Curriculum and Resource Development 

i. Coordinate the development of appropriate curriculum material (resources) for primary 
schools with a professional resource writer and seek opportunities to embed exemplars in 
the primary schools curriculum. The work will complement the AgriSchools Programme as 
well as AgriKidsNZ 87 and Go Dairy.88  This work is to have a strong digital presence. 

 
86 Each challenge / task is based on areas of learning in The New Zealand Curriculum (English; Arts, Health and Physical 
Education, Learning Languages, Mathematics and Statistics, Science, Social Sciences and Technology). Key competencies 
have also been taken into account such as: Thinking; Using Language, Symbols and Texts, Managing Self, Relating to others, 
Participating and Contributing.  
87  AgriKidsNZ is part of NZYF http://www.agrikidsnz.co.nz/  
88  A website established by DairyNZ  https://www.godairy.co.nz/  

http://www.agrikidsnz.co.nz/
https://www.godairy.co.nz/
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ii. Develop curriculum materials (resources) for secondary schools and embed them into the 
secondary schools curriculum. This work also to have a strong digital presence. The 
development of curriculum material will include discussions with the Ministry of Education 
to identify opportunities to integrate sheep and beef exemplars within learning materials. 

iii. The purpose is to (a) reach children when they are starting to test and identify with their 
own sense of self and schools start promoting career planning, and (b) create and develop 
sheep and beef learning resources to be digitally available on the Network for Learning (N4L) 
where teachers access learning materials, 89 thereby influencing student choice of NCEA 
study subjects. 

iv. Develop NZQA90 approved assessment material (at first in Maths, Science and English), 
which will be used by teachers to increase student awareness of agriculture, in particular the 
sheep and beef sector, as a valid career and increase the number of students taking 
agricultural subjects at a tertiary level. Test in six trial schools.  

v. The major focus will be to embed exemplars in the secondary schools curriculum. However, 
this should also be pursued for primary schools when resource development is being 
considered. 

vi. Consult and collaborate with DairyNZ and other primary sector industry organisations where 
appropriate. Using PICA membership will be advantageous for this project. 

 
2. Emerging Talent Identified and Cultivated 

Establish a 'pastoral care' framework through which personal coaching will be provided to tertiary 
level students studying subjects aligned with agriculture within four themes: careers, life skills, goal 
setting and business and leadership.  This framework will encompass four programmes: Leadership 
Pathway; Coaching Support, Internships and Rural Mentor (see Programme Detail below). 

Programme Detail 

Note that the names of two of the four programmes below were changed after they had begun. 
These are B and C - see the footnotes.  

A. Leadership Pathway Programme 

Identification of people who are demonstrating emerging leadership potential within secondary 
schools, particularly in TeenAg clubs, and partnering them with a coach to develop a leadership plan. 

TeenAg is a nationwide network of clubs in secondary schools for rural (and sometimes urban) 
youth, which develops the leadership and personal skills of its members through participation and 
achievement. The RMPP TeenAg programme will engage with secondary school students and expose 
them to positive agricultural experiences. This will be achieved through increasing the number of 
TeenAg clubs and club membership; structured learning, group interaction, competitions, activities 
and speakers within the school environment and in the field. 

B. Coaching Support Programme 91 

Selection of young people who are undertaking specific educational courses in post-school 
vocational training and at university and partnering them with industry participants to assist them to 
understand the relevance and context of their studies, answer their questions and provide guidance. 

C. Internship Programme 92 

Partnering industry personnel with university students within their area of interest and study while 
at university. Relationships with appropriate organisations who can offer internships will be fostered 
and internship models created.  

 
89 A New Zealand government Crown company  https://www.n4l.co.nz/  
90 New Zealand Qualifications Authority https://www.nzqa.govt.nz/ 
91 The name was changed to Red Meat Network in late 2015.  In 2018 it was changed again to Future Food Network, based 
on feedback from Auckland and Otago Universities that the name be changed to appeal to a wider range of students.   
92 The name was changed to Industry Insights in late 2015. 

https://www.n4l.co.nz/
https://www.nzqa.govt.nz/
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D. Rural Mentor Programme 
In late 2014 there were several mentoring programmes offered in New Zealand. To avoid duplication 
and capture benefit from the experience of others, RMPP will align with a mentor programme 
funded by the Dairy Primary Growth Partnership (Dairy PGP)93 and aligned with Business Mentors 
New Zealand.  RMPP engagement in the programme will integrate red meat farmers as both 
mentors and mentees, effectively benefiting all parties.  

 
3. Leadership and Lifelong Learning  
    (a) Network of schools with agriculture learning 

i. Report on current activities in New Zealand in collaboration with DairyNZ.94 
ii. Review the current Secondary School Teen Network programme for content and 

effectiveness. Assess the number of current clubs, dropout rate and reasons for dropouts. 
Develop a plan to take the Teen Network national, ensuring that this complements current 
activities. Ensure that the future club network has a structured approach with activity and 
speakers. 

iii. Develop a plan to take the Teen Network nationally, with consideration to all agricultural 
activity and secondary schools and how this complements current activity. 

 
3. Leadership and Lifelong Learning  
    (b) Network of farmers engaged in business development 

i. Achieve an outcome that sheep and beef farmers are having group discussions pitched at 
higher-level business management and strategy.  

ii. Review and critique the current Rural Business Network strategy, structure and reach, as this 
may be the vehicle to achieve the outcome.  

 

Agreement Review 

A formal review of the NZYF Services Agreement will take place on the completion of Year 2 (30 
September 2015), which will cover RMPP satisfaction with outcomes, whether there is need to 
change any outputs, and ultimately a decision on the continuation of the agreement. 
 
Deliverables, Targets and Reporting 

The Services Agreement specified that each year the deliverables and targets would be agreed prior 
to the commencement of the financial year. 
 
Deliverables and targets were highly detailed. For example, for all programmes and projects, they 
specified items with annual deliverables such as the number of schools to be engaged; the 
production and delivery of learning resources, the uptake of those resources into schools and the 
numbers of participants in programmes.   
 
NZYF was required to report monthly in writing on progress against deliverables and targets with 
commentary; quarterly face to face meetings with RMPP were required at which every project was 
to be reviewed against deliverables and targets. Surveys with stakeholders (verbal and online), 
surveys of programme participants (verbal and online) and written insights from project managers 
were also required.   
 
First One Year Extension 

In 2017 the NZYF Services Agreement was extended for one year, expiring 30 September 2018. 

 
93 See https://www.dairynz.co.nz/about-us/investment/primary-growth-partnership/  and 
https://www.mpi.govt.nz/funding-and-programmes/sustainable-food-and-fibre-futures/primary-growth-
partnership/completed-pgp-programmes/transforming-the-dairy-value-chain/ 
94 Information from this work is provided in Annex 1 of this report.  

https://www.dairynz.co.nz/about-us/investment/primary-growth-partnership/
https://www.mpi.govt.nz/funding-and-programmes/sustainable-food-and-fibre-futures/primary-growth-partnership/completed-pgp-programmes/transforming-the-dairy-value-chain/
https://www.mpi.govt.nz/funding-and-programmes/sustainable-food-and-fibre-futures/primary-growth-partnership/completed-pgp-programmes/transforming-the-dairy-value-chain/
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Talent attraction programmes involved were: 

1. Education in agriculture 

a. Primary schools programme 

b. Secondary school programme  

c. Agrication website.95 

2. Emerging leaders 

a. Leadership Pathway Programme for TeenAg executives 

b. Red Meat Network.96 

3. Networks 
a. TeenAg clubs. 

 
Extension of the agreement was for one year only, as it was thought that during 2018 there would 
be considerable work done on the sustainability of RMPP talent attraction projects, so it was 
desirable to leave options open as to where future funding of programmes would reside. 
 
 
Second One Year Extension 

In 2018 the NZYF contract was again extended for one year, expiring 30 September 2019.  
 
Programmes involved and allocation of RMPP funding were now : 
 

1. Education in Agriculture Proportion of Funding 

a. Primary Schools Programme  22% 

b. Secondary Schools Programme, and  

c. Agrication website 44%   

2. Emerging Leaders 

a. Leadership Pathway Programme 97 and 

b. Future Food Network 11% 

3. Networks 

a. TeenAg clubs 22%    99% 
98 

 
Third Extension  
NZYF's contract was further extended in 2019, but with diminished scope, to allow it to continue 
support for TeenAg clubs and maintain Secondary School resources until the conclusion of RMPP.  
Thereafter no RMPP funding will be available. 
  

 
95  A site hosted (2019) by NZYF where approved education resources are available to registered school teachers for free 
downloading and classroom use  https://agrication.co.nz  
96 First described as the Coaching Support Programme. The name was changed to Red Meat Network in late 2015.  In 2018 
it was changed again to Future Food Network, based on feedback from Auckland and Otago Universities that the name be 
changed to appeal to a wider range of students.   
97 Within TeenAg clubs. At first this coaching was delivered by coaches in person, but delivery was changed to be online. 
98 All the above percentages when calculated were decimals and have been rounded down slightly to whole numbers. 

https://agrication.co.nz/
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Annex 3 
 
Red Meat Sector Workforce Reconciliation (2014) 

RMPP/NZYF prepared a detailed workforce reconciliation for the pastoral red meat sector with 
explanation, given below, for forecast movements in and out of the workforce.  The detailed 
reconciliation is not provided in this report, however, some numbers from it are shown below. The 
points to note are not the numbers per se, but rather (i) the complex nature of employment on 
sheep and beef farms, and (ii) the extent to which available data was used to help understand the 
size of the on-farm red meat sector labour force and employee movements in and out of it, hence 
need for talent attraction efforts.   

1. Approximately 2,300 new staff enter a sheep and cattle trainee role each year. Most of these 
people will be new to the industry. Given turnover rates, 27% will leave the industry within the 
year (higher than average for junior positions) and most of the rest will become Shepherds or 
Shepherd Generals.  

2. There are about 5,900 Shepherds/Shepherd Generals and about 20% are expected to leave the 
industry each year, of which a good few will leave for overseas travel. There will be 225‐250 new 
entrants from pre‐employment training (Taratahi, Cadet Farms, Telford, etc.) and returns from 
overseas and graduates from university/agribusiness careers. Each year 680 will move into a 
senior staff role (Head Shepherd/Livestock Manager).  

3. There are about 1,700 senior staff roles (Head Shepherd/Livestock Managers). We expect about 
a 12% turnover rate (212) to leave each year. 470 are promoted – about half (250) to Farm 
Manager positions and half (220) to an equity ownership position, often as a family succession 
strategy.  

4. Employed Farm Managers 684 – allowed for 9.3% turnover and 98 to be promoted – 10 to a 
larger multi‐farm role and 88 to an ownership role. The number of positions required has 
increased by 88 (12%) as farm owners retire and the farm is held by a family trust and a 
professional manager is employed.  

5. Owner/Managers – This is the dominant role in the industry (58% of all working staff). However, 
it is an aging workforce. We have assumed 3.9% (683) retire each year, of which 88 are not 
replaced, instead the property is amalgamated, changed into lifestyle blocks or other uses (dairy, 
horticulture or forestry) and a further 88 are changed into manager positions. The remaining 500 
farms are sold (including equity partnerships) to new owners – 200 from outside the industry 
and 300 to Farm Managers/Livestock Managers.  

6. General Farm Hands and Tractor Drivers are assumed to turnover at industry rates and 
replacement comes from external sources.  

7. Support services covers rural consultants; sales, scientific research, veterinarians, transport 
services, agricultural support services, etc. The People Powered report states that Support 
Services is a growing sector.  
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Annex 4 
 
Student feedback from Get Ahead Hands on Experience Days - 2014 

Get Ahead was a nationwide programme available to Secondary School students in New Zealand to 
inform them about a number of potential employment sectors, one of these being agriculture. The 
programme included Hands on Experience Days which were attended by about 1,000 students in 
2014.99   
 
A summary of feedback from surveyed students who attended a Hands on Experience Day and 
answered the agriculture questions in the survey is given below. Note that this feedback is not for all 
the ~1,000 students who attended Hands on Experience Days. It is only for those (an unknown 
number) who self-selected by answering the agricultural related questions.   
 
Percentages do not add to 100 if some students did not answer a question. 
 
Question:  After today are you more interested in a career within the primary industry? 

Yes 92% 

No 8% 
 
Question:  How useful was the information you learnt today? 

A waste of time 1% 

Alright 8% 

Good 27% 

Really helpful 39% 

Awesome 25% 
 
Question:  Would you be interested in In2 the Field?  In2 the Field offers you a chance to spend a day 
with an industry professional in a career of your choice. 

Not really 8% 

Need more information 32% 

Yes 51% 

 
Question:  What is your knowledge of agricultural jobs now? 

Much the same 10% 

Better than before 13% 
Getting better 26% 

More than I expected 27% 

Wow, there are heaps 13% 

 
 

Comments from students 

Their geographic location, ordered from north to south, is given in brackets after their quoted 
comment: 

• I discovered that there are so many options that you can explore in agriculture, rather than 
limiting yourself to one specific area. (Gisborne)  

 
99 The programme is no longer operating. Information about it can be seen on the Science Learning Hub here (2018) 
https://www.sciencelearn.org.nz/events/357-get-ahead-experience-days  and B+L NZ site here (not dated)  
https://beeflambnz.com/your-levies-at-work/get-ahead  The website www.getahead.co.nz is not functional in late 2019. 

https://www.sciencelearn.org.nz/events/357-get-ahead-experience-days
https://beeflambnz.com/your-levies-at-work/get-ahead
http://www.getahead.co.nz/
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• I now know that there are heaps of opportunities and many different sections in agriculture. 
Today has really broadened my career opportunities. (Wellington) 

• I learnt the importance of building relationships in the Primary Industry. There are heaps more 
jobs out there than I thought, including marketing. (Rai Valley)  

• I found it really interesting learning how the CLAAS tractor works. (Christchurch) 

• I learnt the subjects and qualifications I need to be able to get into Massey to become a vet. 
(Christchurch)  

• I liked learning about how to artificially inseminate the cows and how they do it on farms. (Gore)  

• I learnt that agriculture is more than just mustering and farming, there is science and business 
involved too. (Gore). 

 
This feedback from the students in 2014 was summarised by NZYF as suggesting that "agriculture is 
now on the radar of students to consider as a career option." 
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Annex 5 
 
The Efficacy of Four Talent Attraction Programmes 
 
Information below amplifies that in Section 8.1 above and is quoted from material provided to RMPP 
by Scarlatti.100 
 
1.  TeenAg clubs 

To evaluate the impact of the TeenAg club programme, we have utilised the Integrated Data 
Infrastructure (IDI), a large research database curated by Statistics NZ that connects matched, de-
identified microdata on people and households in New Zealand from across government agencies.101 
 
Within the IDI, we are able to connect school leavers from the Ministry of Education’s database to 
their IRD income records to identify whether or not they are currently employed in the primary 
sector. From this we are able to determine post-school primary sector participation rates of leavers 
from specific schools, allowing us to compare leavers from schools with and without TeenAg clubs.  
 
Note that this compares the programmes on a school-wide basis and is not limited to only those 
students who participated directly in these programmes. We have, to the extent we can, attempted 
to control for other factors that might also differentiate between TeenAg and non-TeenAg schools, 
in particular whether these schools are urban, semi-urban or rural.  
 
Our results show that schools with TeenAg have a higher propensity to transition their students into 
primary sector careers and/or into primary sector-related tertiary training. Overall, students from 
schools with TeenAg are approximately 2.4 times more likely to enter the primary sector compared 
to schools without TeenAg. This effect appears equally strong regardless of whether the school is 
urban, semi-urban or rural.  
 
These results leave open the question of whether this effect is directly caused by the presence of a 
TeenAg club at school, or whether the presence of a TeenAg club is itself a result of some other 
underlying factor (or factors) that we have not been able to control for. However, even if this were 
the case, understanding the effect that the underlying factor(s) have is still of interest.  
 
One potential factor could be that a school has a particularly motivated teacher or group of teachers 
(i.e. who are responsible for establishing a TeenAg club and are also independently influencing 
students to enter the sector). If this were indeed the case, these results may be an indication that 
programmes that result in motivated teachers are themselves good investments.  
 
One way to isolate the effect of TeenAg would have been to conduct a before and after analysis of 
schools based on when they first started their TeenAg club. Unfortunately, school leaver data in the 
IDI is only available from 2009, approximately the same time that the TeenAg programme was 
initiated, while the records of when individual schools started TeenAg clubs are incomplete. 
 
2.  Agrication curriculum resources for secondary schools 

We used a similar IDI-based methodology to the TeenAg analysis to determine whether there was 
any correlation between secondary schools using the Agrication curriculum resources and the 
propensity for students from those schools to enter the primary sector. This analysis is limited, 
however, as the Agrication curriculum resources have only been distributed to schools over the last 
couple of years, resulting in a much more limited data set (i.e. only one partial cohort) was available 
for analysis.  

 
100  A research, analytics and advisory firm  https://scarlatti.co.nz/  and  https://sweetanalytics.co.nz/about/  
101  https://www.stats.govt.nz/integrated-data/integrated-data-infrastructure/ 

https://scarlatti.co.nz/
https://sweetanalytics.co.nz/about/
https://www.stats.govt.nz/integrated-data/integrated-data-infrastructure/
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With that caveat in mind, we did identify a small positive effect, finding that students who leave 
schools that use Agrication curriculum resources are about 20 percent more likely than their 
counterparts in non-Agrication schools to enter the primary sector workforce and/or go on to study 
primary sector relevant courses at the tertiary level. 
 
Again, it is not possible to be sure of the causality, and this effect may be the result of some 
unidentified underlying factor (such as particularly motivated teachers). 
 
3.  Future Food Network 

In collaboration with RMPP and NZYF, we developed a short online survey (n=25) to investigate the 
impact that attending meetings of the Future Food Network (FFN) may have had on recent 
graduates’ decisions about whether or not to enter the primary sector workforce, or the red meat 
sector specifically. The survey results are summarised below: 
 

o 16 of the 25 respondents were still studying, with nine currently in employment. 

o Most respondents (15) had studied at least to a Bachelor's degree level. Nine had studied to 
Postgraduate Certificate/Diploma, Honours degree or Master's degree level. 102 

o The majority (20 of 25 respondents) were studying agriculture related subjects.103 

o All of the nine currently employed respondents worked in agriculture, either directly (e.g. 
farming) or indirectly (e.g. service industry). 

o Eight of the nine currently employed respondents were intending to work in agriculture 
before they attended the first FFN meeting. However, for six of the nine, attending FFN 
meetings influenced their decision to work in their current role.  

o 14 of the 16 respondents still studying intended to work in agriculture. 
 
4.  Teachers’ Day Out 

Although not RMPP-funded,104 the Teachers’ Day Out programme nevertheless provides a useful 
benchmark for assessing the return on investment from talent attraction programmes aimed at 
teacher development.  
 
In order to determine whether the Teachers’ Day Out programme is having an impact on teacher 
attitudes and behaviours, we conducted a series of teacher interviews followed by an online survey 
of teachers who had attended a Teachers’ Day Out event in the last three years. 
 
The survey had over 100 respondents, with teachers indicating that the event had had a strong 
positive influence on their understanding of the primary sector and that it had directly led to an 
increase in the quality and frequency of conversations with their students about pursuing a primary 
sector career.  
 
The proportion of teachers who indicated they have discussions about careers in the primary sector 
with their students at least once a week increased from 22% before attending a Teachers’ Day Out, 
to 38% after attending, while the proportion who “never” have such discussions dropped from 11% 
to just 2%. 
 

 
102 Regardless of whether they had completed the programme 
103 The other five were studying food science (2), land & property management (1), law (1) and neuroscience & genetics 
(1).   
104 The Teachers’ Day Out programmes run by NZYF were funded by DairyNZ, Beef + Lamb NZ and Primary ITO 
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Other results obtained from this survey, such as the extent to which teachers discuss the primary 
sector in class or use examples from the primary sector to give context to their lessons, were 
consistent with this level of impact. 
 
Based on these findings, the Teachers’ Day Out programme appears to be very cost effective. 
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Annex 6 
 
Ease of Recruitment for Satisfactory Sheep & Beef Farm Staff 
 
Information below has been abstracted, by the author of this Talent Attraction report, from five 
annual Federated Farmers-Rabobank Remuneration Survey reports covering 2013/14 to 2017/18.105  
The 2018/19 report was not available when this report was written. 
 
Trends that may be noted from the tables 

o Sheep and beef farmers reported a considerably higher overall ease of recruitment for the 
2017/18 year compared to prior years.  

o There is no comment in the Report for 2017/18 as to reasons that might have led to this 
result. 

o For the two years 2016/17 and 2017/18 sheep and beef farmers reported that General Hands 
(typically the least qualified employee) and Farm Managers (the most qualified) were the easiest 
employees to recruit. 

o The former may be because General Hands are typically casual not permanent staff, so 
farmers are less demanding about employee quality.  

o No reason is known for the latter. 

o Those between these two categories (Shepherds, Head Shepherds and Stock Managers) were 
less easy to recruit. 

o There is variation between years for all of the staff categories. This may relate to seasonal 
weather effects on farm productivity, or to product price variation between years, hence 
willingness or financial ability to employ staff, but no analysis has been done to look at this. 

o As might be intuitively expected, Head Shepherds, Stock Managers and Farm Managers are 
much more likely to be permanent employees than General Hands, who are more typically 
casual employees. 

o Surface inspection of the data in Table 4 below suggests that when farmers report higher ease of 
recruitment, their survey response rate is low. In contrast, when farmers report more difficulties 
with recruitment, their response rate is higher. This seems intuitively likely - when things are 
going well farmers may perceive there is less need to tell people about it. 

 
Table 2:  Ease of recruitment for satisfactory sheep & beef farm staff - summary 

Table 2 shows the percentage of farmers who reported for each of five years that recruiting of 
satisfactory staff was 'very easy' or 'extremely easy' for each category of staff shown.  
 

 2013/14 2014/15 2015/16 2016/17 2017/18 

% % % % % 

General Hand 27 42 39 35 53 

Shepherd 33 36 28 29 26 

Head Shepherd -- -- -- 25 12 

Stock Manager 40 26 -- 24 50 
Farm Manager -- -- -- 43 67 

Overall 106 27 37 35 32 47 

 
Numbers in Table 2 above are taken from Table 4 below. 
An en dash (--) in Table 2  signifies that there were insufficient data to enable valid calculation.  

 
105 The reports are available free to Federated Farmers members. For information telephone FF at: 0800 327 646 
106 This figure in Table 2 is taken directly from each of the Remuneration Survey reports. The arithmetical basis on which it 
was calculated by Ipsos Ltd is not known. 
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Table 3:  Proportion of sheep & beef farm staff employed on permanent or casual basis - summary 

Table 3 shows the percentage of farmers who reported that their farm staff were employed on a 
permanent or casual basis for each category of staff shown, averaged over the five years 2013/14 to 
2017/18.107 
 

 General 
Hand 

Shepherd Head 
Shepherd 

Stock 
Manager 

Farm 
Manager 

% % % % % 

Permanent 27 58 86 94 99 

Casual 73 42 14 5 1 
 
Numbers in Table 3 above are taken from Table 4 below 
 
 

Table 4:  Ease of recruitment for satisfactory sheep & beef farm staff - detail 

Showing all the numbers abstracted from the five annual Federated Farmers-Rabobank 
Remuneration Survey reports. Numbers in bold for each employee category show the ease of staff 
recruitment as assessed by farm owners.   

 

 EASE OF RECRUITMENT FOR FIVE CATEGORIES OF SHEEP AND BEEF FARM STAFF 

(as reported by farm owner) 

Year General Hand Shepherd Head Shepherd Stock Manager Farm Manager 

2013 

/14 

 

n1=509 
n2=155 
R= 35% 
P= 26% 
C= 71% 

27% n1=258 
n2=  75 
R= 29% 
P= 49% 
C= 49% 

33% n1=  96 
n2=   2 
R=  2% 
P= 75% 
C= 23% 

Insuffic 
data to 
report 

n1=128 
n2 = 15 
R= 12% 
P= 95% 
C=  2% 

40% n1=137 
n2 =   5 
R=   4% 
P= 97% 

C=   1% 

Insuffic 
data to 
report 

2014 

/15 

 

n1=422 
n2=180 
R= 43% 
P= 24% 
C= 76% 

42% n1=241 
n2=155 
R= 64% 
P= 54% 
C= 46% 

36% n1=  80 
n2=  11 
R= 14% 
P= 82% 
C= 18% 

Insuffic 
data to 
report 

n1=111 
n2 = 20 
R= 18% 
P= 86% 
C= 14% 

26% n1=117 
n2 =   8 
R=   7% 
P= 97% 

C= 1% 

Insuffic 
data to 
report 

2015 

/16 

 

n1=374 
n2=130 
R= 35% 
P= 29% 
C= 71% 

39% n1=201 
n2=  65 
R= 32% 
P= 63% 
C= 37% 

28% n1=  63 
n2=   9 
R= 14% 
P= 95% 
C=   5% 

Insuffic 
data to 
report 

n1= 96 
n2 = 12 
R= 12% 
P= 97% 
C=   3% 

Insuffic 
data to 
report 

n1=112 
n2 =   9 
R=   8% 
P=100% 

C=   0% 

Insuffic 
data to 
report 

2016 

/17 

n1=276 
n2=104 
R= 38% 
P= 27% 
C= 73% 

35% n1=179 
n2=  49 
R= 27% 
P= 58% 
C= 42% 

29% n1=  64 
n2=  16 
R= 25% 
P= 88% 
C= 12% 

25% n1 = 79 
n2 = 17 
R= 22% 
P= 96% 
C=  4% 

24% n1 = 80 
n2 =   7 
R= 9% 
P=100 

C= 0% 

43% 

2017 

/18 

n1=339 
n2=161 
R= 47% 
P= 29% 
C= 71% 

53% n1=182 
n2=  47 
R= 26% 
P= 66% 
C= 34% 

26% n1 = 61 
n2 =   8 
R= 13% 
P= 90% 
C= 10% 

12% n1 = 90 
n2 = 16 
R= 18% 
P= 97% 
C=  3% 

50% n1 = 90 
n2 =   9 
R= 10% 
P=99% 

C= 1% 

67% 

 
 

 
107 Averaging over five years is satisfactory as there is little variation between years. 
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Table Notes 

1.  Data Source 

o The annual Federated Farmers-Rabobank Remuneration Survey of all New Zealand farmers, 
conducted by Ipsos Ltd.108 

o Data in Tables 2, 3 and 4 above have been compiled by the author of this (Talent Attraction) 
report, from the five annual Surveys. He is not aware of any other such compilation. 

o No statistical analysis has been conducted and no statistical confidence levels are implied. 

2.  Survey Methodology 

o The survey target is all Federated Farmers members who have employees. To reach this group, 
invitations were sent to all members of Federated Farmers. Invitations were sent by email to 
members known to have email service asking them to complete the  survey online. Paper survey 
forms were sent to other, non-email farmers. 

o The survey addresses all types of farmers. The data above is only for sheep and beef farmers. 

o Survey answers included are only those from farmers who responded online. Responses in hard 
copy paper format were not counted in the annual Survey reports. It is not known why paper 
returns were not counted. 

3.  Table Nomenclature 

o The percentage figures in bold for each employee category in Table 4 show the ease of staff 
recruitment as assessed by farm owners.   

o Choices for recruitment ease in the survey ranged from ('not at all easy' or 'not very easy') to 
('very easy' or 'extremely easy'). 

o n1 is the number of employees for each employee category, e.g. in 2017/18 there were 339 
General Hands and 61 Head Shepherds employed on farms that responded to the survey. 

o n2 is the number farm owners who answered the question concerning ease of recruitment, e.g. 
for the 2017/18 year 161 farm owners answered concerning their General Hands and 8 farm 
owners answered concerning their Head Shepherd.  

o R is the farmer response rate calculated by the ratio of n2 to n1 and expressed as a rounded up 
or down percentage, e.g. for 2017/18 there were 90 Farm Managers employed on responding 
farms, for which 9 farm owners reported their ease of recruitment. R = 9/90 = 10%. 

o P = the percentage for each employee category who are permanent (full time) employees 

o C = the percentage for each employee category who are casual (not permanent) employees. 

 
 

 
108  https://www.ipsos.com/en-nz/about-us  

https://www.ipsos.com/en-nz/about-us
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Annex 7 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Scarlatti Report 1 
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Attracting talent to the red meat sector 
The business case for investment in talent attraction programmes 

This document has been prepared for the Red Meat Profit Partnership (RMPP) Project Steering Group 
(PSG). It synthesises a number of evaluative analyses that collectively inform the case for investment in 
talent attraction programmes and discusses possible implications for future investment. 

Overview of approach 
This business case is in six parts, in which we: 

1. Put a value on attracting talent – We establish a threshold price that the red meat sector can 

pay to attract talent and get good value for its investment. 

2. Evaluate selected programmes’ impact on talent attraction – We summarise the main findings 

from work to evaluate selected talent attraction programmes. 

3. Assess return on investment for talent attraction programmes – We estimate the efficacy and 

cost of a range of attraction programmes and compare this to the threshold price established 

in section 1 to determine their return on investment (RoI). 

4. Discuss programmes’ impact on public perception – We consider the impact that selected 

talent attraction programmes have on the public perception of agriculture, and on the ‘social 

licence’ to operate. 

5. Estimate the relative impact of programmes at improving public perception – We make a 

comparison of the cost and impact of different programmes to develop an indication of their 

relative value in terms of improving the public perception of agriculture. 

6. Discuss opportunities for the future – We discuss opportunities to improve the returns from 

talent attraction programmes, areas where future research could help direct investment and 

an opportunity for a cross-sector approach to future investment.  

1. Valuing talent attraction 
 

We have used four approaches to estimate the value of attracting additional talent into the red meat 

sector. By triangulating the results of these different approaches, we arrive at estimates of the value 

to the red meat sector of attracting talented individuals. We use these estimates later (in section 3) to 

evaluate the cost-effectiveness of current talent attraction programmes. 

1.1.  Value of attraction to individual employers – survey-based 

As part of the work to prepare this business case, Scarlatti and RMPP collaborated to develop an 

online survey methodology designed to reveal farmers’ preferences with respect to particular 

outcomes for their farm businesses. The methodology involves asking farmers to make a series of 

choices between pairs of potential outcomes in order to assess the relative weighting, or utility value, 

that they place on each outcome. 

 

This methodology was used to quantify the value that farmers place on the ability to more easily 

recruit workers (or contractors and casual staff), and on the ability to more easily find good quality 

rural professionals to work with (i.e. the two fundamental objectives of talent attraction 
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programmes). The degree to which farmers value investments that lead to a reduction in the amount 

of time they need to spend on paperwork or other administrative tasks was also assessed in order to 

provide a point of comparison with alternative investments the sector could be making. 

 

The results of this work indicate that, for farm businesses that employ staff, moving from a situation 

where it is hard to recruit new workers (they struggle to find more than one good candidate to fill a 

vacancy) to a situation where it is somewhat easier (three good candidates to choose from) was 

considered by farmers to be as valuable as an increase in annual profit of $14,500. To move to a 

situation where they could choose from six good candidates was valued at over $23,000.109 

 

Farm businesses that don’t employ permanent staff put a smaller, but still substantial, value on the 

ease of finding good contractors or casual staff. In this case, the shift from one candidate to three 

candidates is worth about $5,000, and the shift from one to six candidates is worth about $7,500. 

 

The value placed on greater availability of farm consultants was much lower – typically less than 

$2,000. 

1.2.  Value of attraction to rural professional employers – survey-based 

In 2018 the NZ Institute of Primary Industry Management (NZIPIM) undertook a comprehensive 

survey of its membership and other rural professionals.110 They found that the percentage of farm 

consultants working in a firm or partnership (as opposed to sole practitioners) was 68%, up from 52% 

from five years earlier. This implies that recruitment is likely to be of interest for a significant (and 

growing) proportion of the rural profession as the industry continues to move away from the 

independent, sole practitioner model.  

 

When asked to rank the barriers to taking on new consultants in their own or their firm’s business, 

farm consultants identified a shortage of available recruits as one of four important barriers. Difficulty 

finding talent was comparable in importance to the cost of taking on new staff and the time needed 

to train them. All three factors were ranked slightly behind the uncertainty of work flow for new 

consultants. 

1.3.  Value of attraction to the industry – economic model 

To determine the value of talent attraction programmes from an industry perspective (c.f. an 

individual farm business perspective), Scarlatti adapted a model first developed for DairyNZ in 2018 as 

part of a review of its investments in talent attraction programmes. This model estimates the impact 

of attracting high quality talent on the profitability of farm businesses in the red meat sector. 

Specifically, the model places a dollar value on replacing a recruit with low ‘innate talent’ with a high-

quality alternative.  

 

The model has two components. The first uses industry data on the distribution of profitability across 

farm businesses to estimate the variation in farm profitability that can be attributed to the spread in 

 
109 These values are calculated by comparing the average part-worth utility survey respondents attributed to various 
increases in profit ($0, $3,000 and $10,000) with the utility they attributed to increased numbers of candidates to choose 
from when hiring. More detail about how these figures are derived is available from Scarlatti upon request. 
110 ‘Survey of the Rural Profession’, New Zealand Institute of Primary Industry Management, September 2018. 
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human capability between farms.111 The second part of the model characterises a farm teams’ 

capability in terms of the experience, training and the innate ability of its members. Here ‘innate 

ability’ lumps together all of the attributes that a new recruit brings to a role, such as cognitive ability, 

interpersonal skills and work ethic. In calibrating this part of the model with farmers, innate ability 

tends to come through as a very strong and important driver, and hence the importance of attracting 

people with good intrinsic skills comes to the fore. 

 

The model finds that the additional value of attracting a good junior farm worker (one with innate 

ability in the top third of all recruits) over attracting a weak junior farm worker (one with innate ability 

in the bottom third of all recruits) is worth between $15,000 and $20,000 per person. 

 

For an individual who is destined for a management, ownership or rural professional role, this figure 

increases dramatically to around $150,000 per person. This reflects both the increased influence of 

management on profitability, and the greater length of time that such an individual will typically 

spend working in the industry.  

1.4.  Value of attraction to individual employers – recruitment fees 

While only a sub-set of farm businesses use recruitment companies to assist them with recruiting 

farm employees, the market rate for their services is nevertheless a useful additional data point to 

assess the value of attraction to individual farm business employers. This provides a direct estimate of 

the value that some farmers place on the ability to recruit workers more easily.  

 

There are several competing pricing models in the recruitment industry, with some firms charging a 

flat fee, some an hourly rate and others a percentage of the first year’s salary paid to the recruit. That 

said, the overall amounts charged appear relatively consistent across models (as would be expected): 

• For recruitment firms charging a flat rate, fees are typically in the range of $2,000 to $10,000 

per recruitment. 

• For firms charging a percentage of the recruit’s annual salary, the range is typically between 

10% and 20%. Using typical salaries of people new to the industry (i.e. the type of people 

attraction programmes generate for the red meat sector), this would translate to a recruitment 

cost of between $3,000 and $10,000 for a farm assistant up to around $15,000 for positions 

such as stock manager, farm consultant or agricultural scientist.112 

1.5.  The value of attraction - conclusion 

The results of the four analyses above all put the value of attracting talent in the thousands of dollars.  

 

 
111 The model considers the spread in profitability of physically similar farms in a region. The spread is modelled as normally 
distributed and is assumed to be caused by several independent factors of which differences in human capability is one. 
Specifically, the model assumes that human capability accounts for 35% of the variance of profitability across physically 
similar farms. While this value is difficult to validate precisely it seems unlikely that it is wrong by a factor of, say, two or 
more.  That is, human capability is unlikely to account for more than 70%, or less than 20%, of observed variation in farm 
profits. For the current purpose, this level of accuracy is considered sufficient. More detail on this model is available from 
Scarlatti on request. 

112 Sources: Federated Farmers/Rabobank, 'Farm Employee Remuneration Survey', 2014; Reap Recruitment 
(http://www.reaprecruitment.co.nz/recruitment-fees/); Joyn (https://joyn.co.nz/faqs/forBusinesses.php); The Recruitment 
Alternative (https://www.therecruitmentalternative.co.nz/prices/simple-flat-fee-structure/), personal communications with 
several farm employers. 

http://www.reaprecruitment.co.nz/recruitment-fees/
https://joyn.co.nz/faqs/forBusinesses.php
https://www.therecruitmentalternative.co.nz/prices/simple-flat-fee-structure/
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The recruitment agency fees discussed in section 1.4 place the value to a farm business employer of 

being able to more easily recruit farm staff in a range of $2,000 to $10,000.  If we use a midpoint 

value of $6,000 for the recruitment fee value, and assume that a typical employee has, say, 2 to 5 

different farm business employers during his or her time working in the industry, the total value to 

those employers collectively would then be between $12,000 and $30,000. This is roughly 

comparable to the $15,000 to $20,000 range derived from the economic model discussed in section 

1.3. 

 

Going by the survey results discussed in section 1.1 the economic model appears conservative. The 

survey results imply the value of recruiting talented staff is 2-3x higher than the model predicts.    

 

The NZIPIM survey of rural professionals discussed in section 1.2 is more difficult to interpret 

quantitatively, but the finding that farm consultants rank the difficulty of finding good staff as 

comparable to the cost of training a new employee provides one way to value the recruitment 

challenge. If the direct and indirect cost of recruiting a new junior consultant is assumed to be, say, 

around 50% of their first year’s salary, this would put the value of being able to find a good new 

employee at around $30,000 to $50,000. If the same assumption of 2-5 employers over the lifetime 

of that employee is used, the estimated total value is $60,000 to $250,000. While this is a wide range, 

it does cover the modelled estimate in section 1.3 for a worker destined for management, ownership 

or a rural professional role, of around $150,000. 

 

With the exception of the farmer survey results, these different approaches appear to validate the 

estimates generated by the economic model. And in the case of the farmer survey, the results suggest 

that, if anything, the model is conservative. These findings give us confidence to use the estimates 

generated by the economic model as an input (the dollar value per recruit) into the return on 

investment calculations discussed in section 3 (see footnote113 for actual dollar values used). 

 

2. Selected programmes’ impact on talent attraction 
 

In this section we consider the efficacy of four talent attraction programmes: 

• TeenAg clubs  

• Agrication curriculum resources in secondary schools 

• Future Food Network 

• Teachers’ Day Out 

 

RMPP has been an investor in the first three of these programmes and Beef + Lamb New Zealand is a 

co-investor in Teachers’ Day Out. Scarlatti worked with RMPP and New Zealand Young Farmers 

(NZYF), using a variety of approaches, to evaluate these talent attraction programmes. The methods 

used, and the key findings, are summarised below. 

 
113 Actual values the model generates (which are used in the RoI calculations discussed in section 3) are: Junior Shepherd 
$18,195, Shepherd/Stock Manager $57,960, Farm Manager/Business Manager/Owner $147,024.  
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2.1.  TeenAg clubs 

To evaluate the impact of the TeenAg club programme we have utilised the Integrated Data 

Infrastructure (IDI), a large research database curated by Stats NZ that connects matched, de-

identified microdata on people and households in New Zealand from across government agencies. 

 

Within the IDI, we are able to connect school leavers from the Ministry of Education’s database to 

their IRD income records to identify whether or not they are currently employed in the primary 

sector. From this we are able to determine post-school primary sector participation rates of leavers 

from specific schools, allowing us to compare leavers from schools with and without TeenAg clubs. 

Note that this compares the programmes on a school-wide basis and is not limited to just those 

students who participated directly in these programmes. We have, to the extent we can, attempted 

to control for other factors that might also differentiate between TeenAg and non-TeenAg schools, in 

particular whether these schools are urban, semi-urban or rural.  

 

Our results show that schools with a TeenAg club have a higher propensity to transition their students 

into primary sector careers and/or into primary sector-related tertiary training. Overall, students from 

schools with a TeenAg club are approximately 2.4 times more likely to enter the primary sector 

compared to schools without a TeenAg club. This effect appears equally strong regardless of whether 

the school is urban, semi-urban or rural.  

 

Importantly, these results leave open the question of whether this effect is directly caused by the 

presence of a TeenAg club at school, or whether the presence of a TeenAg club is itself a result of 

some other underlying factor (or factors) that we have not been able to control for. However, even if 

this were the case, understanding the effect that the underlying factor(s) have is still of interest.  

 

One potential factor could be that a school has a particularly motivated teacher or group of teachers, 

i.e. teachers who are responsible for establishing a TeenAg club and are also independently 

influencing students to enter the sector. If this were indeed the case, these results may be an 

indication that programmes that result in motivated teachers are themselves good investments.  

 

One way to isolate the effect of TeenAg would have been to conduct a before and after analysis of 

schools based on when they first started their TeenAg club. Unfortunately, data limitations prevent us 

from doing this. School leaver data in the IDI is only available from 2009, approximately the same time 

that the TeenAg programme was initiated, while the records of when individual schools started 

TeenAg clubs themselves are incomplete.  

2.2.  Agrication curriculum resources for secondary schools 

We used a similar IDI-based methodology to determine whether there was any correlation between 

secondary schools using the Agrication curriculum resources and the propensity for students from 

those schools to enter the primary sector.  

 

This analysis is limited, however, as the Agrication curriculum resources have only been distributed to 

schools over the last couple of years, resulting in a much more limited data set (i.e. only one partial 

cohort) to assess. 

 

With that caveat in mind, we did identify a small positive effect; we found that students who leave 

schools that use Agrication curriculum resources are about 20% more likely than their counterparts in 
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non-Agrication schools to enter the primary sector workforce and/or go on to study primary sector-

related courses at the tertiary level. 

 

Again, it is not possible to be sure of the causality, and this effect may be the result of some 

unidentified underlying factor (such as particularly motivated teachers). 

2.3.  Future Food Network 

In collaboration with RMPP and NZYF, we developed a short online survey to investigate the impact 

that attending meetings of the Future Food Network may have had on recent graduates’ decisions, or 

existing students’ intentions, about entering the primary sector workforce, or the red meat sector 

specifically. We received 25 responses to the survey. 

 

This majority of respondents to the survey (20 of 25) indicated that their programme of study was (or 

is) directly related to the agriculture sector (for example Agribusiness or Agricultural Science), and all 

but one of these respondents further indicated that it had already been their intention to enter the 

agriculture workforce prior to attending their first Future Food Network meeting. 

  

Many of the respondents who were already planning to enter agriculture did, however, indicate that 

the Future Food Network meetings had reinforced their existing intentions. It is also possible that the 

meetings had other positive impacts, such as helping participants to build networks that equip them 

better for their careers or that assist with their transition into the sector. Based on the survey data, 

however, it seems unlikely that the Future Food Network programme is generating much at all in the 

way of additional recruits for the agricultural sector.  

 

The sample size is too small to conclude whether the Future Food Network has had any impact on job 

choice within the agricultural sector, in particular, whether it has encouraged people to seek roles in 

the red meat sector over other choices.  

  

Of the five respondents not studying agriculture, one indicated that their career intention has been 

somewhat influenced by the Future Food Network and does now plan a career in agriculture.  

2.4.  Teachers’ Day Out 

Although not RMPP-funded114, the Teachers’ Day Out programme nevertheless provides a useful 

benchmark for assessing the return on investment from talent attraction programmes aimed at 

teacher development.  

 

In order to determine whether the Teachers’ Day Out programme is having an impact on teacher 

attitudes and behaviours, we conducted a series of teacher interviews followed by an online survey of 

teachers who had attended a Teachers’ Day Out event in the last three years. 

 

The survey had over 100 respondents, with teachers indicating that the event had had a strong 

positive influence on their understanding of the primary sector and that it had directly led to an 

increase in the quality and frequency of conversations with their students about pursuing a primary 

sector career.  

 

 
114 The Teachers’ Day Out programmes run by NZYF were funded by DairyNZ, Beef + Lamb New Zealand and Primary ITO. 
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The proportion of teachers who indicated they have discussions about careers in the primary sector 

with their students at least once a week increased from 22% before attending a Teachers’ Day Out to 

38% after attending, while the proportion who “never” have such discussions dropped from 11% to 

just 2%. See Figure 1 below. 

 
 
 

 
Figure 1: How often were/are you having conversations with students specifically about careers in the 

primary sector?  
 
Other results obtained from this survey, such as the extent to which teachers discuss the primary sector 

in class or use examples from the primary sector to give context to their lessons, were consistent with 

this level of impact.  

 

Based on these findings, the Teachers’ Day Out programme appears to be very cost-effective (see 

discussion in section 3 for further detail).  

 

Other results obtained from this survey, such as the extent to which teachers discuss the primary 

sector in class or use examples from the primary sector to give context to their lessons, were 

consistent with this level of impact.  

 

Based on these findings, the Teachers’ Day Out programme appears to be very cost-effective (see 

discussion in section 3 for further detail).  
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3. Return on investment for talent attraction programmes  
 

In this section we discuss the findings of an analysis that compares the returns on investment for a 

range of talent attraction programmes. At this stage we only consider the benefits from attracting 

people to the sector. Better public perception of the industry and other potential benefits from these 

programmes are discussed in sections 4 and 5.  

 

3.1. Model overview  

In the absence of robust empirical data to measure the impact of talent attraction programmes, it is 

difficult to be certain of the absolute returns these programmes generate for the sector. Here, we use 

a model to address this information gap.115  By breaking down the intervention logic of different 

programmes into stages, and making quantitative estimates about each stage, it is possible to arrive 

at indicative estimates of the absolute returns.   

 

Arguably more valuable than providing an indication of absolute returns though, is generating 

a relative comparison of the returns of different programmes. By applying, as best as possible, a 

consistent methodology and set of assumptions across programmes with similar characteristics, it is 

possible to generate a ranking of these programmes in terms of their value for money.  
 

A key input to the model is a measure of the impact of each programme, which in turn is derived from 

estimates or assumptions about:  

• Reach – the number of students each programme influences  

• Duration – how much time the intervention engages students for  

• Frequency – whether the intervention is a one-off or involves repeated interactions over time  

• Personalisation – whether the intervention involves personalised contact  

 

Where possible we use empirical evidence like that described in the previous section to calibrate the 

assumptions made about each programme.  

  

The results of the model are summarised in Table 1 below, with a detailed explanation of each 

column provided in the following section. Again, for the avoidance of doubt, given the high levels of 

uncertainty inherent in this analysis it is important to treat all numbers as indicative.   

 

 
115  The full model is available on request from Scarlatti and the Scarlatti team would be pleasx3d to discuss it with anyone 
wanting to understand more detail. 
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3.2. Explanation of the return on investment calculation 

 

The points below provide a description of each of the columns in Table 1 above.  

 

• Attraction investment as % of total (column B) – For each programme, we split the total amount 

invested between talent attraction and public perception based on an assumption about that 

programme’s objectives. For example, for programmes working with primary school children 

(such as Rosie’s World or Rosie’s Farm Visits), only 25% of the total investment is attributed to 

talent attraction, with 75% attributed to public perception. Conversely, the Future Food Network 

is predominantly a tertiary student recruitment programme, so 90% of its total investment is 

allocated to talent attraction.  

 

• Amount invested in attraction (column C) – The amount reflects both the allocation between 

attraction and perception (see above) as well as any adjustment for programmes that receive 

funding from multiple primary sector industries to only reflect funding from the sector of 

interest. For example, NZYF’s Teachers’ Day Out is partly funded by the dairy sector, but the 

value in column B only reflects investment from the red meat sector. The RoI calculation for 

talent attraction is based on this figure rather than the total investment in the programme 

(returns also only reflect the sector of interest). 

 

• Number reached (column D) – The number of individuals (i.e. students) that the programme 

reaches directly or indirectly. 

 

• Impact (column E) – An estimate of how successful the programme is at attracting talent, 

expressed in terms of new recruits generated for the industry of interest as a percentage of 

individuals reached. This value is arrived at through a series of assumptions about the intensity, 

type and duration of each intervention, as well as the length of time until the individual 

interacted with is expected to enter the workforce (further detail about the assumptions and 

logic used to derive these impact figures is available from Scarlatti on request). 

 

One important factor in the impact calculation is the size of the workforce that the investment 

relates to. The model assumes that the benefit of a talent attraction programme will be split 

among sectors in proportion to their workforce size. For example, a programme that promotes 

agriculture broadly will benefit dairy farming more than sheep and beef farming because dairy 

farming requires more new workers each year. This effect means that means that dairy industry 

programmes like DairyNZ – School Kit Education have a higher impact score than would an 

otherwise identical sheep and beef sector programme.  

 

• Total recruits (column F) – The reach (column D) multiplied by the impact (column E). 

 

• Industry value per recruit (column G) – Derived from the type of recruits that the intervention is 

assumed to generate (i.e. recruits destined to become farm assistants c.f. herd managers c.f. 

farm managers/owners) multiplied by the value to the industry of each of these recruit types. 

These industry values are themselves derived from the economic model discussed in section 1.3, 

which for the red meat industry range from $18,000 for a farm assistant/shepherd up to 

$147,000 for a qualified farm manager or rural professional (values for the dairy industry are 

slightly different, reflecting a different spread of profitability for that industry).  
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• Total industry value (column H) – The average value per recruit (column G) multiplied by the 
total number of recruits generated (column F).  
 

• Return on investment (column I) – The ratio of this total industry value (column H) to the 
amount of the investment allocated to attraction (column C).  
 

• Level of evidence (column J) – An assessment of the extent to which the assumptions used in 
the RoI calculation are supported by empirical data or analyses. These levels (high, medium, 
or low) are not used in the RoI calculation but are provided as a guide for interpreting the 
results. For example, we have studied the effect of TeenAg clubs using data in the IDI and 
surveyed teachers to understand the impact of the Teachers’ Day Out programme. While not 
providing all the evidence that we would seek, these analyses do provide a relatively ‘high’ 
level of evidence compared to others in Table 1. For programmes that are rated ‘medium’, 
such as the St Paul’s Centre of Excellence in Agribusiness, we have data about some aspects 
of the programme, such as reach and duration, but we still need to make several assumptions 
around intensity and impact. Finally, for programmes such as Rosie’s World, DairyNZ Schools 
or DairyNZ School Kit resources, we are forced to rely largely on assumptions and estimates 
for reach, intensity, impact, and effect over time, and so these are rated as ‘low’ evidence. 

 
 
3.3. Discussion of the return on investment results 
 
In Table 1 the programmes have been grouped into three categories: 

1. Leveraging teachers and schools 

2. Providing resources 

3. Running events 

 

The distinction between these categories is somewhat blurred. Some programmes could arguably be 

shifted into another category and there are differences between programmes within each category. 

Nevertheless, the groupings are used here as they highlight the types of programmes that appear to 

offer better and worse returns. 

 

Broadly, the model concludes that: 

• Investment in interventions that can scale easily by leveraging teacher involvement (e.g. 

Teachers’ Day Out, or a structured full-year education module or course) provide a particularly 

good return on investment. 

• By contrast, programmes that feature high levels of direct intervention by the delivering agency 

(PICA, NZYF etc.) with a relatively small number of students (e.g. Careers Expo days, or the Future 

Food Network meetings) lack such scalability and leverage, and as such tend to generate a lower 

return on investment in terms of talent attraction. 

• The returns from programmes that centre on distributing resources to schools are less certain. 

While these interventions provide the potential for good reach and scalability, the overall 

intensity of the intervention is relatively low making it particularly difficult to model the impact 

and hence the return on investment.   

• There is notable variation in the cost-effectiveness of some seemingly similar programmes. For 

example, DairyNZ gets more reach in distributing its School Education Kit than NZYF has achieved 

for Agrication resources despite a smaller investment. While it can be argued that NZYF’s more 
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intensive model should have achieved higher impact, it is unlikely that this justifies the high cost 

per resource distributed.   

 
The returns from programmes funded by RMPP or Beef + Lamb New Zealand vary considerably: 

 

• Teachers’ Day Out – NZYF’s Teachers’ Day Out appears to provide a very good return on 

investment. By influencing teachers who then influence multiple students the programme 

benefits from a strong multiplier effect.  

• TeenAg clubs – TeenAg’s high ranking in the list assumes that the increased propensity of 

students from TeenAg schools to go into agriculture is a direct result of the TeenAg clubs. As 

noted in the discussion of TeenAg (section 2.1), we cannot be certain that this is the case.  

• Agrication resources (secondary school) – While the return on investment from this programme 

is currently lower than for either TeenAg or Teachers’ Day Out, it may be possible to reconfigure 

this programme to offer a much higher return on investment by distributing resources using a 

lower cost model.   

• Future Food Network – While the Future Food Network has a high impact on the students it 

reaches, and the average value to industry per recruit generated is high (as they are by definition 

well-educated), these factors are not sufficient to offset the high cost of the programme given its 

limited reach.  

• Primary school resources (including farm visits) – This programme has high direct costs to take 

children on farm visits and any benefits for talent attraction will only be realised many years after 

the investment has been made. Consequently, this programme doesn’t appear to provide a good 

return on investment in terms of talent attraction.  

 

 

4. Programmes’ impact on public perception 

 
In addition to attracting more talent into the primary sector, many of these programmes also have 

the potential to positively impact on public perception of the industry and thus to contribute to the 

‘social licence’ to operate. It is worthwhile, therefore, to consider this benefit when assessing the 

value of investments in talent attraction. 

 

Unfortunately, evaluations of investments to improve public perception are even scarcer than those 

for talent attraction programmes. We have been able to access one study by DairyNZ and have 

worked with NZYF to undertake two surveys as a part of this work.   

 

4.1. DairyNZ evaluation work 

DairyNZ’s investments targeted at primary school children are mainly funded for the purpose of 

public perception and social licence. Any benefit in terms of talent attraction is considered a bonus, 

and the way the investments are managed reflects this. 

 

DairyNZ has conducted research on the effect of some of its own programmes on public perception 

towards the dairy sector, some of which is relevant when assessing similar investments made by the 

red meat sector.  
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In 2018, DairyNZ commissioned Perceptive – a market research firm – to survey children, parents and 

teachers in an attempt to understand the impact that its “Rosie” branded primary school programmes 

(the Rosie’s World website, Rosie’s Education resources, and a school farm visit programme) were 

having on, among other things, the perception of children and their parents towards the dairy sector. 

DairyNZ has made this report available to Scarlatti and RMPP for this work.   

 

Key findings from the survey with relevance to the red meat sector include: 

• Rosie’s World is positively impacting both children’s and parents’ impression of the dairy sector. 

• Rosie is making children want to get more involved in the dairy sector; once children have been 

on a farm visit, they are significantly more likely to want a career in the dairy sector. 

• Teachers who taught Rosie’s Education modules have an improved impression of the dairy sector 

and even more so of the value of career opportunities in the dairy sector and involving the dairy 

topic in core curriculum subjects. 

 

4.2 Survey of primary school teachers 

To generate some data on the impact of the NZYF Agriculture in Education programme on public 

perception, Scarlatti worked with NZYF to conduct a short online survey of primary school teachers 

who have been involved in the Agriculture in Education programme. Specifically, we surveyed 

teachers who had taught the ‘Bigger and Better’ unit to their students and then accompanied them 

on a farm visit. 

  

The teachers surveyed had a very positive view of the programme; when asked how likely they were 

to recommend the 'Bigger and Better' teaching unit combined with a farm visit to a colleague (on a 

scale of 0-10, with 10 being the most likely), 88% of teachers answered with a 7-10. 

 

These teachers also reported a significant increase in the interest and enthusiasm that their students 

had towards the agriculture sector, along with an increase in the frequency with which they discuss 

the sector with their students.  

 

The teachers also reported increases in their own positivity toward the sector and, importantly, the 

majority of feedback they received from parents with regard to both the teaching module and the 

farm visit was either “very positive” (59%) or “somewhat positive” (36%). 

 

4.3. Survey of high school teachers 

The survey used to assess the impact of the Teachers’ Day Out programme for its impact on talent 

attraction also provided some useful data about the potential impact on public perception and social 

licence. For example, the survey asked teachers to rate the impact of attending a Teachers’ Day Out 

event on their own “enthusiasm” when discussing the primary sector with their students on a scale of 

0-10 (with 10 being most likely). The proportion of teachers who rated themselves between 7-10 for 

enthusiasm increased from 59% before the event, to 93% afterwards (see Figure 1 below). 

 

Presumably, the marked change in enthusiasm and positivity towards the sector from teachers will 

impart some sort of effect on students, and potentially on the parents of those students as well. 
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Figure 1: On a scale of 0-10, how enthusiastic were you/are you when discussing the primary sector 
with students? 
 
 

4.4. Summary 

While data is limited about the impact of programmes on public perception, it is likely that, as with 

talent attraction, the programmes that generate the best returns will be those which are able to 

maximise reach for relatively low investment.   

 

A key piece of information that is missing when attempting to evaluate the impact of programmes on 

public perception, however, is the degree to which any shifts in perception among the immediate 

target of the programme (i.e. primary, secondary or tertiary students) are then transmitted to 

secondary target groups such as those students’ parents.  

 
 
 

5. Relative impact on public perception (and other benefits) 
 

This section presents a comparative analysis of the efficacy of different talent attraction programmes 

on public perception. It also touches on other potential benefits of talent attraction programmes. 

 

While data to assess the impact of programmes on perception is limited, we are able to derive some 

indication of their relative impact by employing a similar methodology as we did for talent attraction. 

Specifically, by applying a consistent set of assumptions about the reach, impact, effect over time 

and, crucially, transmission of impact from the immediate target of an intervention (primary, 

secondary or tertiary students) to their parents.  

 

Table 2 below provides a summary of these assumptions, as well as an estimate of the relative impact 

on public perception.  

 

In contrast to Table 1 (RoI for talent attraction), however, this relative impact is expressed in terms of 

‘impact per dollar’ rather than a return on investment value. This is because, at this stage, we do not 
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have any basis to put a dollar value on the benefit to the industry of improved public perception.116 

 

Again, it should be noted that this analysis is heavily reliant on assumptions and not supported by 

empirical data. The values calculated should be considered as indicative only.  

 
 
 

 
116 It might be possible to address this gap in the future by using a methodology similar to that described in section 1.1. That 
is, ask farmers to make choices between outcomes that they can measure in dollar terms and outcomes expressed 
qualitatively about improved public perception for the industry.   
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(Bold = RMPP-funded) 
Note: Unlike Table 1, column H cannot be directly calculated from the values in the previous columns as the methodology incorporates a changing impact 
over time. Further detail is available from Scarlatti on request. 

Table 2: Relative impact per dollar from investments in public perception 
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5.1. Explanation of impact on perception calculation (Table 2) 

 

The points below provide a description of each of the columns in Table 2: 

 

• % of total investment in perception (column B) – This is the inverse of the proportion of total 

investment allocated to talent attraction (see section 3.2). 

• Amount invested in perception (column C) – As above, this is the amount of the total 

programme investment that has been allocated to perception (c.f. attraction). 

• Student target (column C) – The student type that is the immediate target of this programme 

(primary, secondary or tertiary student). 

• Student reach (column E) – The number of students that the programme reaches directly or 

indirectly. 

• Parent reach (column F) – It is assumed that for each student influenced, two additional 

adults (i.e. parents) are also influenced. 

• Strength of impact (column G) – An estimate of how much influence the programme has on 

the perception of students. This value is the same as that used in the talent attraction 

calculation and is arrived at through a series of assumptions about the intensity, type and 

duration of each intervention (further detail about the assumptions and logic used to derive 

these impact figures is available from Scarlatti on request). 

• 10-year impact score (column H) – The sum of the parent impact score and the student 

impact score over a ten year period. Student impact is not counted until the student has 

entered the adult population (so the direct effect of an intervention on primary school 

students will take longer to register a student impact than a programme targeting secondary 

school students). The impact that is transmitted to parents, however, begins immediately. 

The impact (on both parents and students) also decays over time. 

• 10-year impact score per $ invested (column I) – This is simply the 10-year impact (column H) 

divided by the amount invested in perception (column C).  

• Other benefit (column K) – This is provided to note initiatives where the benefit of the 

programme may be more than just talent attraction or better public perception (see section 

5.3 below for more detail). 

 
Discussion of the impact on perception results 

The results of the perception calculation are highly correlated with those from our analysis of the RoI 

for talent attraction. Indeed, the top four ranking programmes for impact on perception are the same 

as the top four for talent attraction RoI, specifically those programmes that leverage teachers and 

schools to multiply their reach. 

 

Similarly, there are more mixed results for programmes built around specific event-based interactions 

and for those that focus on providing curriculum resources.  

 

It should be noted, though, that this analysis relies almost exclusively on assumptions (about reach, 

intensity, transmission between students and parents etc). This is an area where future research may 

therefore be warranted. 
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5.3. Other potential returns 

While we have assumed for the purposes of these calculations that 100% of the investment into these 

programmes is attributed for by either talent attraction (section 3) or public perception (this section), 

it is possible (indeed probable) that there are other benefits being generated and that these should 

be taken into account when considering future investment. For example:  

 

• Creating better networks – The Future Food Network is an example of a programme that 

focuses on tertiary students, many of whom are already fairly likely to enter the agricultural 

workforce. While to an extent this programme is therefore ‘preaching to the converted’ – and 

thus is not generating significant RoI in terms of either talent attraction or perception – it may 

well be generating additional value by providing these future workers with industry 

knowledge or helping them to build relationships and networks with industry members.  

 

• Improving capability – Similarly, a programme such as the St Paul’s Centre of Excellence in 

Agribusiness can be expected to deliver value in addition to any impact on talent attraction or 

public perception by actually delivering agribusiness skills and knowledge to a pool of 

potential future workers.  

 
 
 

6. Opportunities for the future 
 

This section discusses opportunities to improve the returns from talent attraction programmes, notes 

areas where future research could help to direct investment, and highlights an opportunity for a 

cross-sector approach to future investment. 

 

6.1. Opportunities to improve returns from talent attraction programmes 

In discussions between Scarlatti, NZYF and RMPP in the course of preparing this paper, six ideas were 

proposed on ways to improve the returns from investment in talent attraction. With further 

consideration of these ideas it seems likely that future investment in talent attraction programmes 

will be able to achieve better returns on investment than those discussed in this business case.   

 

6.1.1. Target fewer points in the education system 

To date, talent attraction programmes for the red meat sector have attempted to engage students 

across the primary, secondary and tertiary education system. An alternative strategy would be to 

focus investment in talent attraction programmes that have the highest individual return on 

investment.  

 

There is little doubt that by engaging students at multiple points across the education system, the red 

meat sector can create a cumulative effect on a person’s propensity to make the study or career 

decisions we are targeting.  
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However, this alone isn’t a sufficient argument to allocate investment in this manner. Ideally the 

combined effect of talent attraction programmes should be both cumulative and synergistic.117 

 

If, however, the effect of multiple attraction programmes is just cumulative, and not synergistic, it 

only makes sense to bundle programmes if there is a finite pool of students to target and a large 

enough budget to run all the programmes with all these students. If there is a finite budget and a 

large pool of students (a more realistic assumption), then the sector will get the most impact by only 

investing in those programmes with a high return on investment.   

 

The paragraph above doesn’t rule out the possibility that combining programmes does offer 

synergies. However, it seems unlikely that these would be great enough to offset the differences in 

RoI reported in section 3. An implication is that investors should target fewer points in the education 

system.  

 

6.1.2. Target transition points 

An intuitive hypothesis is that people will be most susceptible to career suggestions at particular 

points in their lives. The final year of secondary school and/or tertiary study are obvious examples. 

While many programmes already reach students at these transition points it may be possible to target 

programmes more precisely still.  

 

6.1.3 Target only farm staff or target only managers / rural professionals 

The RoI analysis in section 3 is conducted from the perspective of economic value to the industry 

collectively. Another consideration, not considered in this business case so far, is how acutely 

shortages or recruitment challenges are being felt for particular roles by employers. For example, in 

our survey, farmers placed much less value on improving access to farm consultants than they did on 

increasing the supply of farm workers, contractors and casual staff (see farmer survey, section 1.1).  

 

While there may well be significant value to the industry from attracting high quality rural 

professionals into the sector, arguably this is an area where the market is already functioning well 

enough to supply sufficient numbers of rural professionals to meet farm business demand. And while 

farm consultants themselves identified difficulty in finding suitable talent as a barrier to taking on 

more staff, several other issues were identified as being equally, or more, important.  

 

Most talent attraction programmes run by the primary sector have sought to find people for both 

junior roles as well as future managerial / rural professional talent. An option for future investment 

may be to become more selective by targeting only the shortage of junior staff in order to address 

more effectively the expressed challenges felt by farmers and processors. Or, conversely, investment 

could focus more narrowly on people on career tracks to become managers or rural professionals. 

While this strategy wouldn’t address the current pain points directly, it would probably offer more 

value to the sector collectively over the long term. 

 
117 To illustrate the distinction between what we call a cumulative effect and a synergistic effect, consider two 
hypothetical talent attraction programmes: 

• Programme A increases a person’s propensity to go farming by 20% 

• Programme B increases a person’s propensity to go farming by 50% 

We define the cumulative effect of both programmes to be A x B, i.e. 1.2 x 1.5 = 1.8 or an 80% increase in propensity to 
go farming. There would be a synergistic effect if somehow A and B combine to give something greater than an 80% 
increase.  
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6.1.4. Reconfigure programmes to deliver for lower cost 

It is likely that many of the benefits of some talent attraction programmes could be realised with less 

cost. For example, Agrication resources could be distributed using a less personal, but lower cost 

model. While this may lead to some reduction in impact, the overall return on investment would likely 

be higher.   

 

6.1.5 Integrate better with secondary to tertiary programmes 

Notable for their absence from the tables in sections 3 and 5 are a range of programmes run by 

secondary schools and the tertiary training sector that provide pathways into agricultural training 

and/or the agricultural workforce. Examples include Gateway and Trade Academies.  

 

Tighter integration of these government-funded programmes with industry-funded ones, such as 

those funded by RMPP, is a valuable opportunity to explore further. 

 

6.1.6 Create stronger pathways and provide clearer calls to action 

Arguably a weakness of many current programmes is the lack of a clear course of action once a 

person’s interest has been excited. In other talent attraction programmes, such as corporate 

organisations promoting a graduate employment scheme or the defence force promoting military 

careers, the promotor is also the employer, and the next step is usually clear. For programmes 

promoting the primary sector broadly this is not typically the case.   

 

Without a clear ‘call to action’ much of the effort to excite interest in primary sector careers may be 

being lost. Potentially, there is an opportunity to bundle promotion programmes with programmes 

that aim to place people into jobs, provide training or help to build social networks. A special case of 

this could be to integrate better with corporate talent attraction programmes (e.g. from meat 

processors, dairy processors or fertilizer companies). 

 

6.2. Areas where future research could inform investment 

This business case has sought to inform decisions about future investment in talent attraction 

programmes. While we have attempted to provide a range of data and analysis, we imagine that 

many readers of this paper would like more hard data points. This section notes five ways that 

knowledge gaps could be filled in the future.     

 

6.2.1. Fill evidence gaps for talent attraction programmes  

It would be possible to add to the data used to evaluate programmes such as TeenAg and Teachers’ 

Day Out. The greatest benefit would come from more systematic ‘before and after’ measurement of 

student cohorts going forward. For example, surveying teachers both before and after they attended 

a Teachers’ Day Out event would provide a better basis for evaluating that programme than we have 

been able to use here.  

 

6.2.2 Use formal evaluation plans 

Relating to the above, the use of formal evaluation plans to document evaluation methodology at the 

start of a programme would help to ensure that appropriate data collection is planned ahead of time. 

For example, if the TeenAg programme had been designed with future evaluation in mind, then more 

complete membership records would have been kept. These could have been used to utilise the IDI to 

trace the study and career pathways for TeenAg club members specifically, thus providing much more 

resolution on the overall impacts of TeenAg. 
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6.2.3 Evaluate secondary to tertiary programmes  

As noted above, closer integration with secondary to tertiary programmes such as Trade Academies is 

an opportunity for the sector. As these programmes are linked to the formal training system there is 

good quality data recording of their participants. It would be possible to use the IDI to trace where 

alumni of such programmes go to determine how effective these programmes are in shaping career 

choices.  

 

6.2.4. Evaluate programmes to improve public perception 

Arguably, the biggest knowledge gap identified in this document is the limited amount of data 

available to evaluate the impact of talent attraction programmes on public perception of the red 

meat sector and its social licence to operate (discussed in sections 4 and 5). This lack of data is not 

unique to red meat sector investments. DairyNZ has identified a similar gap in their knowledge about 

the public perception impact of their investments. However, qualitative surveys (section 4.2 and 4.3) 

commissioned by RMPP indicate that for teachers and pupils at both primary and secondary levels, 

personal exposure to red meat farms and farmers positively influenced perceptions of the value and 

acceptability of sheep and cattle farming. Future evaluation work focussed more specifically on public 

perception would help address this knowledge gap across the primary sector and allow for more 

informed investment decisions. 

 

6.2.5 Understand how career decisions are made 

In section 6.1.2 above we note the opportunity to target career transition points more precisely. To 

help with this it would be useful to develop a better understanding of what influences shape the 

career decisions of new entrants to the sector, and when those influences are the strongest. For 

example, it may be possible to interview or survey farm employees to explore questions such as:   

• What were the influences that affected your decision to go farming? 

• What specific events (if any) influenced you? 

• When did you make your career decision? 

 

6.3. Opportunities for multi-sector collaboration 

It is recognised by most stakeholders that investment in, and management of, talent attraction 

programmes for the primary sector has been fragmented to this point. An alternative model would be 

to pool all primary sector investment in talent attraction and manage this collectively. Ideally, industry 

investment would be further pooled with government investment to create a joint industry–

government approach.  

 

6.3.1 The status quo is fragmented 

Across the primary sector there are multiple investors, multiple talent attraction programmes and 

multiple providers all aiming to achieve similar objectives. There is some duplication of effort (e.g. 

Teachers’ Day Out) and there is a risk that the targets of these talent attraction programmes (i.e. high 

school or tertiary students) will be receiving mixed or competing messages due to interaction with 

multiple un-coordinated talent attraction programmes. 

 

The main way of co-ordinating talent attraction initiatives has been the creation of the Primary 

Industry Capability Alliance (PICA) – trading as GrowingNZ. However, PICA’s influence has been limited 

to this point. In large part this is because it doesn’t control the majority of the investment and so lacks 

the ability to co-ordinate different programmes.   
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6.3.2 Other investors in talent attraction programmes are keen for a united approach 

Other key investors in talent attraction are interested in strengthening industry-government 

collaboration in talent attraction: 

 

• Tertiary Education Commission (TEC) – In 2017 TEC merged with CareersNZ in order to better 

align career attraction programmes with tertiary training, including secondary-to-tertiary 

programmes. Earlier this year, the Reform of Vocational Education (RoVE) was proposed 

which notably excludes secondary-to-tertiary programmes. Finally, in May the Primary Sector 

Industry Advisory Group to TEC released a report making a series of recommendations 

relating to talent attraction, including four recommendations relating to strategic 

partnerships and co-investment.  All of these developments are likely to mean that TEC will 

be open to proposals by industry for closer integration and partnership.   

 

• Ministry of Primary Industries (MPI) – MPI has identified that developing a talented workforce 

is a vital enabler for the primary industries. We understand that MPI has discussed talent 

attraction programmes with both RMPP and NZYF and is open to exploring ideas for 

collaborative investment.    

 

• DairyNZ – DairyNZ favours a more collaborative approach following a review that it undertook 

of its talent attraction investments in 2018. Some discussions with other partners have 

already occurred. However, the RoVE proposals have temporarily slowed these discussions. 

 

There is an opportunity for the red meat sector to take a proactive approach to working with these 

partners to propose what talent attraction programmes should be supported, how much should be 

invested and (potentially) how this investment should be managed.  

 

6.3.3. Collaborative investment structure not clear 

If the investing partners were to agree to collaborate, some work will be needed to design an 

appropriate vehicle for this. PICA seems a logical entity to manage collaboration, but it would need to 

change significantly from its current model. 

 

Ideally investment would be pooled in order to give teeth to a unified strategy.  For TEC investment in 

particular, this would require significant change to way funds are currently distributed.  
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Annex 8 
 
 
 
 
 
 
 
 
 
 
 
 
 

Scarlatti Report  2 
 
 

Unlike Report 1 (above), Report 2 is in PowerPoint format, 
as it was prepared for live presentation at a meeting 
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Annex 9 

Ten reports, listed chronologically below, have been used to prepare this Talent Attraction Final 
Report.  Where a report is publicly available, its name is given in blue colour and hyper-linked to the 
document available online. 

 
 Report Name Entity Focus Date 

1 Future capability 
needs for the 
primary industries in 
New Zealand 

Ministry for 
Primary 
Industries 
(MPI) 

Prepared by Infometrics and Nimmo-Bell for 
MPI this 140 page report provides an analysis of 
sector trends and employment information to 
develop a wider understanding of the skills and 
capability required by the primary industries 
over the period to 2025.  

April 
2014 

2 People Powered Ministry for 
Primary 
Industries 

Prepared by MPI this brief report presents the 
key findings from the above report and 
summarises expected capability needs for each 
of the primary industry sectors, along with the 
services, such as marketing and scientific 
research, that support the primary industries.  

June 
2014 

3 Attracting More of 
Our Brightest and 
Best into the Red 
Meat Industry 

NZ Young 
Farmers and 
CORE 
Education 

A 52 page document consisting of Part A: 
Recommendations for RMPP's Secondary 
Schools Intervention Strategy, and Part B: The 
knowledge used and insight drawn to derive the 
recommendations in Part A. The document is 
internal and not available online. 

April 
2015 

4 Primary Industry 
Capability Alliance - 
Stage 1: Secondary 
Research 

Versus 
Research 

Research commissioned by RMPP through the 
Primary Industry Capability Alliance to 
determine the status of agriculture and 
horticulture as subjects in secondary schools. 
The document is internal and not available 
online. 

2015 

5 Transforming the 
Dairy Value Chain 
Final Report 

Ministry for 
Primary 
Industries 

This is the final report for the Dairy Primary 
Growth Partnership. Information concerning the 
MACO website (My Achievement and Career 
Opportunities) is on page 55. 

Jan 
2018 

6 Remuneration 
Survey of all New 
Zealand Farmers 

Federated 
Farmers and 
Rabobank 

Provides comprehensive and accurate data on 
employee remuneration for all types of farms in 
New Zealand. Reports are not available online. 
Contact Federated Farmers at 0800 327 646. 

2013/14 
to 

2017/18 

7 Evaluating the 
Future Food 
Network Programme 

Scarlatti Results from an online survey of participants in 
the Future Food Network programme. The 
document is internal and not available online. 

June 
2019 

 

8 Attracting Talent to 
the Red Meat Sector 

Scarlatti The business case for investment in talent 
attraction programmes. This is provided in this 
report Annex 7. Contact Scarlatti to learn more. 

June 
2019 

9 RMPP Extension 
Design Project Final 
Report 

Red Meat 
Profit 
Partnership 
(RMPP) 

This is the final report for RMPP's Extension 
Design Project to create an effective national 
extension system in New Zealand's pastoral red 
meat sector. 

Oct 
2019 

10 Talent Attraction 
Strategic Decisions 

Scarlatti Evaluating investment strategy in talent 
attraction. This is provided in this report Annex 
8.  Contact Scarlatti to learn more. 

Jan 
2020 

 

http://www.mpi.govt.nz/dmsdocument/3893/direct
http://www.mpi.govt.nz/dmsdocument/3893/direct
http://www.mpi.govt.nz/dmsdocument/3893/direct
http://www.mpi.govt.nz/dmsdocument/3893/direct
https://www.mpi.govt.nz/dmsdocument/3892
https://www.mpi.govt.nz/dmsdocument/31230/direct
https://www.mpi.govt.nz/dmsdocument/31230/direct
https://www.mpi.govt.nz/dmsdocument/31230/direct
https://scarlatti.co.nz/
https://www.rmpp.co.nz/site_files/13089/upload_files/ExtensionDesignProjectFinalReport(1).pdf?dl=1
https://www.rmpp.co.nz/site_files/13089/upload_files/ExtensionDesignProjectFinalReport(1).pdf?dl=1
https://www.rmpp.co.nz/site_files/13089/upload_files/ExtensionDesignProjectFinalReport(1).pdf?dl=1
https://scarlatti.co.nz/
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