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Whakatauki | Proverb

~ĝШƽċŔШƣĲШőƨċƖċőŔШĲШőŸƖċе
~ĝШŰŊĝШċőƨůċőŔг

Who will pave the pathway forward?
Industry will!
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We are pleased to share this research, 
which is intended to help industry, the 
VET system and the labour market to 
better understand upcoming workforce 
development opportunities and 
challenges through to 2030. Growing 
our economy is critical, and these 
insights will help do that. 

Our research highlights anticipated 
workforce gaps and what actions are 
critical to address them. 

Renata Hakiwai 
Chair of Hanga-Aro-Rau

It has been an honour to guide Hanga-
Aro-Rau from its inception through its 
development over the past four years. 
As it transitions and passes its 
functions to the new Industry Skills 
Boards, we encourage the wider 
ecosystem to use the knowledge 
gained to actively support industry 
training and build capability, working 
towards a more resilient, people-
focused, and AI-ready workforce.

cĲШuƨƓƨШÑċťċůƨċШŰĝШÑĲШcĲċůċŰċ
Chair foreword
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Philip Alexander -Crawford
Chief Executive Officer

Samantha McNaughton
Deputy Chief Executive Officer

Ko ƣĝ  Ŋĝ Tumu Whakahaere
Executive remarks
 ĲƽШüĲċũċŰĬќƚШĲĦŸŰŸůǃШŰĲĲĬƚШƚƣċĤŔũŔƣǃШċŰĬШŊƖŸƽƣőЮШìĲШ
present this research to industry stakeholders, central 
government, Industry Skills Boards, and the wider sector. This 
report represents the culmination of global and national 
research conducted by Deloitte, with the support of our skilled 
and knowledgeable kaimahi (workers), offering comprehensive 
insights into the future of work across various industry sectors.

It is essential to identify and understand existing workforce 
gaps within the training and education system to better align 
efforts toward building a resilient talent pipeline. Additionally, 
this understanding must be contextualised within New 
üĲċũċŰĬЯШƽŔƣőШƓċƖƣŔĦƨũċƖШĦŸŰƚŔĬĲƖċƣŔŸŰШŉŸƖШƣőĲШŊƖŸƽŔŰŊШ~ĝŸƖŔШ
ĲĦŸŰŸůǃЯШ~ĝŸƖŔШċŰĬШÂċĦŔŉŔĦШÂĲŸƓũĲƚШƽŸƖťŉŸƖĦĲЯШċŰĬШƣőĲШ
untapped potential within our disabled communities.

This analysis examines worldwide challenges, workforce 
shortages, and the essential elements needed for a future-
oriented workforce. It also considers how artificial intelligence 
is changing the landscape, from automating tasks to supporting 
human-focused solutions. 

The guidance provided aims to help New Zealand navigate 
issues such as an ageing population, the migration of skilled 
professionals abroad, and increasing demands on 
infrastructure and supply chains throughout the next decade. 

While specialised skills will continue to be in demand, it is 
equally important to foster human-centred capabilities that 
enable workers to transition effectively across sectors and 
adapt to changing requirements in an increasingly automated 
and IoT-connected environment.

As this marks the final report from Hanga-Aro-Rau as a WDC, 
we convey it with both a sense of closure and pride. We hope it 
will serve as a valuable resource for Industry Skills Boards 
(ISBs), training providers, and government agencies supporting 
their mission to prepare today's learners to become the skilled 
workforce of tomorrow.
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 Ŋĝ uƌƖĲƖŸШfťĲŔťĲ
Executive summary
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Executive summary | The research
In-scope sector coverage

This research marks a key milestone in the transition of Hanga-Aro-
Rau into the new ISBs. It builds on previous sector studies, including 
?ĲũŸŔƣƣĲќƚШƽŸƖťŉŸƖĦĲШĬĲƻĲũŸƓůĲŰƣШŰĲĲĬƚШŔŰШ ĲƽШüĲċũċŰĬќƚШ
manufacturing, engineering, and logistics sectors in 2022 and 2023. 

This research covers six targeted sectors: manufacturing, 
engineering, logistics, automotive, mining and quarrying, and oil and 
gas extraction. As Hanga-Aro-Rau transitions into the new ISBs, its 
current coverage will align with the following boards:

Å Manufacturing and Engineering ISB

Å Automotive, Transport and Logistics ISB т including supply 
chain, aviation, warehousing, and distribution

Å Infrastructure ISB  т including energy, oil and gas extraction, and 
mining and quarrying.

Å Electrotechnology and Information Technology ISB т including 
refrigeration, heating, ventilation, and air-conditioning (RHVA).

Key research themes

In the context of a rapidly changing landscape and to ensure the VET 
system remains relevant, resilient, and future ready, this research 
focuses on four strategic themes:

Å Change

Å Disruptions

Å Opportunities and impact

Å Enablement.

These themes provide a framework for understanding the challenges 
and opportunities facing the sectors, and for guiding coordinated 
responses that will enable all New Zealanders to thrive in a rapidly 
changing world.

Each year, over 240,000 learners 
ĲŰŊċŊĲШƽŔƣőШ ĲƽШüĲċũċŰĬќƚШéEÑШ
system. 

The VET policy environment and 
system is undergoing significant 
reform. 

This presents an opportunity to 
modernise the system to focus 
on human-centric skills, and 
engagement with industry and 
learners.

About 31,600 (~13%) of the 
learners are enrolled in 
qualifications within Hanga -Aro-
Rau industry coverage in 2024.

Photo: Kowtow Clothing, New Zealand
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Executive summary | Global context

Our research examines the predicted shift in global workforce 
skill priorities in 2030 across the in-scope sectors, based on 
research undertaken by the World Economic Forum. We have 
applied an Aotearoa specific economic, policy settings and 
workforce context.

A transformation is underway across global labour markets, 
reshaping how industries operate and how work is defined. 
This shift is not speculative, it is driven by accelerating 
technological innovation and global economic shifts. By 2030, 
22% of current jobs are projected to be disrupted globally.

Technology Transformation

Technological innovation is the most significant driver of 
workforce evolution. Artificial intelligence (AI), automation, 
and robotics are redefining job roles, workflows, and 
organisational structures.

AI is rapidly reshaping the global workforce. While often 
perceived as a threat to entry level roles, particularly for 
graduates, the reality is more complex. 

Workforce development and VET systems will need to adapt, not 
only by equipping individuals with technical and digital skills, but 
also by fostering adaptability, entrepreneurial thinking, and AI 
literacy. 

Our desktop research of global workforce and skills 
trends identifies the top 10 key skills that will be most important 
in 2025 and by 2030.These are:

Twoadditional skills have been prioritised which are important in 
a New Zealand context:

Å Environmental stewardship т With an economy heavily 
reliant on resource based industries and access to global 
trade, New Zealand faces heightened exposure to climate 
risks, regulatory changes and market expectations.

By 2030, 22% of current jobs are 
projected to be disrupted 
globally, with 170 million new 
roles created and 92 million 
displaced т resulting in a net 
gain of 78 million jobs.
(World Economic Forum, Future of Jobs Report 2025)

In-demand and important skills by 2030 globally:

Rank in 2030 Skill (Rank in 2025, in brackets)

1 Resilience, flexibility and agility (1)

2 AI and big data ( 14)

3 Technological literacy ( 6)

4 Creative thinking (4)

5 Analytical thinking ( 2)

6 Leadership and social influence ( 3)

7 Talent management ( 9)

8 Motivation and self-awareness ( 5)

9 Curiosity and lifelong learning ( 8)

10 Systems thinking ( 11)

NZ Environmental stewardship ( 16)

NZ Cultural competency 

Å Cultural competency т Cultural competency introduces a 
distinctly New Zealand dimension. It includes engagement 
ƽŔƣőШÑĲШ ŸШ~ĝŸƖŔШƓƖŔŰĦŔƓũĲƚЯШŔƚШĦƖŔƣŔĦċũШŉŸƖШŔŰĦũƨƚŔƻĲШ
ƽŸƖťƓũċĦĲƚШċŰĬШċũŔŊŰƚШƽŔƣőШƣőĲШĦŸƨŰƣƖǃќƚШĤŔĦƨũƣƨƖċũШ
foundation and multicultural workforce.

Resilience, flexibility and agility top the list of future skills 
globally and we expect that these skills will also be core 
competencies in a New Zealand context. The need for workers 
who can navigate uncertainty, and pivot quickly will be critical.

Human-centric and cognitive skills remain central despite 
automation trends. Creative thinking, analytical thinking, and 
leadership and social influence capabilities are ranked highly, 
reinforcing their role in innovation and collaboration. 

Routine cognitive skills like reading, writing, mathematics, and 
quality control rank lower globally, but this decline is relative, 
not absolute. These skills remain critical in New Zealand, 
where literacy and numeracy lag OECD averages. Employers 
expect these foundations before entry, so they are not globally 
highlighted as transformational.

There is a high degree of commonality of in demand skills 
across the in-scope sectors in this research. For a small 
country like New Zealand, having a consistent set of forward 
looking skills across the sectors provides a key advantage. This 
consistency allows employees to transfer skills more easily 
and pursue opportunities beyond their current industry. Such 
flexibility strengthens the resilience of the overall workforce 
and helps industries respond to economic shifts, technological 
change and global market pressures.
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Executive summary | New Zealand workforce
Workforce profile

 ĲƽШüĲċũċŰĬќƚШƽŸƖťŉŸƖĦĲШŔŰĦũƨĬĲĬШċƓƓƖŸǂŔůċƣĲũǃШΞЮΥΥШůŔũũŔŸŰШ
people in employment as of the June 2025 quarter (estimate), 
according to Stats NZ. The labour force participation rate was 
70.5%, the employment rate stood at 66.8%, and the 
unemployment rate was 5.2%.

Over the past decade, the workforce has grown significantly, 
from 2.0 million in 2013 to 2.62 million in 2023, driven by 
sustained labour market expansion. However, sector level 
trends show diverging trajectories. The Engineering workforce 
has grown consistently, offset by declines in workforce for 
Manufacturing, Logistics, Automotive and Mining and 
Quarrying.

Sectors 2013 2018 2023 2013 to 2018 2018 to 2023

Manufacturing 211,920 260,990 242,760 23.2% -7.0%

Logistics 81,260 102,240 96,460 25.8% -5.7%

Engineering 42,640 58,010 67,130 36.0% 15.7%

Automotive 42,200 54,160 49,910 28.3% -7.8%

Mining and quarrying 4,360 4,080 3,470 -6.4% -15.0%

Oil and gas extraction and wholesaling 2,150 2,450 2,660 14.0% 8.6%

Other sectors 1,616,490 1,963,220 2,160,340 21.4% 10.0%

New Zealand Total 2,001,010 2,445,140 2,622,720 22.2% 7.3%

Sectors* 2013 2018 2023

Manufacturing 10.6% 10.7% 9.3%

Logistics 4.1% 4.2% 3.7%

Engineering 2.1% 2.4% 2.6%

Automotive 2.1% 2.2% 1.9%

Mining and quarrying 0.2% 0.2% 0.1%

Oil and gas extraction and wholesaling 0.1% 0.1% 0.1%

Other sectors 80.8% 80.3% 82.4%

New Zealand Total 100% 100% 100%

Across targeted industry sectors т employment share by sector Across targeted industry sectors т number of employees by sector and % changes

NZ Employment Count (000s) (7 March 2023)

Gen Z Millennial Gen X Baby Boomers Silent

474 896 801 432 21

Gen Z
Born 1997-2012

Millennial
Born 1981-1996

Gen X
Born 1965-1980

Baby Boomers
Born 1946-1964

Silent
Born 1928-1945

Demographic shifts

Demographic shifts are creating labour shortages. VET will need 
to adapt to upskill younger workers and reskill older workers. By 
2034, Millennials, Gen Z and the first Gen Alphas will make up 
80% of the workforce in advanced economies. 

~ĝŸƖŔШċŰĬШÂċĦŔŉŔĦШĦŸůůƨŰŔƣŔĲƚШőċƻĲШċШőŔŊőĲƖШƓƖŸƓŸƖƣŔŸŰШŸŉШ
younger people, with 54% and 72% under 30 respectively. 
However, rates of youth not in employment, education or 
ƣƖċŔŰŔŰŊШƖĲůċŔŰШőŔŊőШċƣШΞΝӖШŉŸƖШ~ĝŸƖŔШċŰĬШÂċĦŔŉŔĦШǃŸƨƣőШċŰĬШΠΣӖШ
for disabled youth. Approaches should be culturally informed 
and disability inclusive.

In a small economy, losing this talent pipeline would deepen 
skill shortages. Education and employment systems are required 
to be culturally competent to keep these young people engaged.

* Note that sectors are defined based on Hanga-Aro-Rau definitions
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Executive summary | Industry occupations and skills
Workforce trends by occupation

While there has been growth in professional, high skilled and 
human-centric skilled occupations within the six in-scope 
sectors, there has been a decline in roles associated with 
lower skilled tasks, particularly labourers and sales workers. 
Professionals increased by 24.5% since 2018, and Community 
and Personal Service Workers rose by 7.3%, in the context of a 
declining workforce for the six target sectors between 2018 to 
2023.

A decisive shift to higher skills roles

Australian and New Zealand Standard Classification of 
Occupations (ANZSCO) classifies occupations into five skill 
levels based on the range and complexity of tasks typically 
required. Level 1 represents the most skilled roles, requiring 
extensive qualifications and experience, while Level 5 covers 
roles with limited formal training. These levels do not measure 
ċŰШŔŰĬŔƻŔĬƨċũќƚШċĤŔũŔƣǃШĤƨƣШŔŰĬŔĦċƣĲШƣőĲШƚťŔũũШƨƚƨċũũǃШŰĲĲĬĲĬШƣŸШ
perform an occupation competently. 

The skills composition of the workforce has shifted between 
the 2013 and 2023 census years decisively in favour of higher 
skilled roles. The sustained shift towards higher skill levels will 
require vocational education to focus on pathways to 
advanced qualifications and work-based learning.

Occupation type 2013 2018 2023 2013 to 2018 2018 to 2023

Technicians and Trades Workers 75,015 87,342 82,257 16.4% -5.8%

Managers 65,604 80,964 81,897 23.4% 1.2%

Professionals 44,529 64,005 79,671 43.7% 24.5%

Machinery Operators and Drivers 57,174 76,698 71,805 34.1% -6.4%

Clerical and Administrative Workers 50,142 56,664 54,558 13.0% -3.7%

Labourers 56,730 72,795 53,178 28.3% -26.9%

Sales Workers 28,287 35,022 30,003 23.8% -14.3%

Community and Personal Service Workers 6,846 8,265 8,865 20.7% 7.3%

All Occupations combined 384,519 481,923 462,387 25.3% -4.1%

Occupation type 2013 2018 2023

Technicians and Trades Workers 19.5% 18.1% 17.8%

Managers 17.1% 16.8% 17.7%

Professionals 11.6% 13.3% 17.2%

Machinery Operators and Drivers 14.9% 15.9% 15.5%

Clerical and Administrative Workers 13.0% 11.8% 11.8%

Labourers 14.8% 15.1% 11.5%

Sales Workers 7.4% 7.3% 6.5%

Community and Personal Service Workers 1.8% 1.7% 1.9%

All Occupations combined 100.0% 100.0% 100.0%

Across targeted industry sectors т employment share by occupation type Across targeted industry sectors т number of employees by occupation type and % changes

27%

9%

19%

29%

16% 29%

9%

17%

29%

16%

Level 1
34%

Level 2
10%

Level 3
16%

Level 4
27%

Level 5
13%

2023

2018

2013

Industry sectors
% share of employees 
by skill level 
(2013 to 2023)
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Executive summary | Entry pathways and talent management 

Common entry points into sector pathways

Across all target sectors, individuals typically begin their 
career journey from one of four typical entry points:

1. Secondary school leavers

2. Tertiary and vocation т vocational education, 
apprenticeships, university graduates

3. Career change or upskilling

4. Reskilling.

Each of them is accessible at different points depending on 
prior experience and skill level. The initial entry point 
ŔŰŉũƨĲŰĦĲƚШƣőĲШљĤƨŔũĬŔŰŊШĤũŸĦťƚњШŔЮĲЮШĦċƓċĤŔũŔƣǃШĲŰċĤũĲƖƚЯШċŰĬШ
core skills required for progression.

Career development within these sectors is not linear. 
Pathways are shaped by factors such as sector trends, 
organisational capacity, and access to training. Individual 
journeys are dynamic, often influenced by previous experience 
and the ability to navigate transitions. 

The four common entry points represent the most frequent 
pathways, some sectors may offer additional, unique entry 
options not captured here.

The building blocks

The three building block modules provide an integrated 
approach to strengthening vocational pathways and 
ŸƻĲƖĦŸůŔŰŊШťĲǃШĦőċũũĲŰŊĲƚШŔŰШ ĲƽШüĲċũċŰĬќƚШƽŸƖťŉŸƖĦĲШ
development system. They are intended to work together to 
ensure that learners at all entry points can access relevant, 
future focused training and progress into high demand roles.

Module 1: 
Future focused skills standards 

Module 2: Micro -
credentials and 

workplace 
learning

Å Future focused skills standards т Embed both technical 
and human-centric skills into all qualifications, ensuring 
consistency and relevance across pathways, and enabling 
rapid updates to meet changing industry needs.

Å Micro -credentials and workplace learning т Offer 
flexible, targeted learning options that address specific skill 
gaps, support modular and stackable learning, and make 
upskilling or reskilling accessible at any career stage.

Å Educator capability development to embed human -
centric skills т Equip educators to deliver practical, 
industry aligned training, integrate evolving skills like AI 
literacy, and foster inclusive, learner centred environments 
that support diverse cohorts.

This approach is designed so that the system can grow and 
adapt, as a robust platform for future workforce development.

Unlocking workforce potential

As a small economy, New Zealand must maximise workforce 
participation and skills development to maintain productivity. 
Inclusive strategies and cultural competency are essential to 
address sector shortages and build a resilient workforce.

The new VET system is designed to create clearer and more 
culturally affirming pathways from school to employment and 
ċŔůШƣŸШċĬĬƖĲƚƚШƕƨċũŔŉŔĦċƣŔŸŰШŊċƓƚШċŰĬШŔůƓƖŸƻĲШƣőĲШљŉŔƣњШŸŉШ
ƣƖċŔŰŔŰŊШŉŸƖШ~ĝŸƖŔШċŰĬШŰŸŰ-~ĝŸƖŔШũĲċƖŰĲƖƚЯШƖĲĦŸŊŰŔƚŔŰŊШƣőċƣШ
љǃŸƨШĦċŰќƣШĤĲШƽőċƣШǃŸƨШĦċŰќƣШƚĲĲњЮ

Beyond structural and skill based barriers, cultural 
competence and social integration play a critical role in 
workforce success. 

Talent management

Retaining, retraining and upskilling existing talent is critical to 
building a sustainable workforce. This involves ensuring 
individuals remain engaged, productive, and committed to the 
workforce over time.

A unified approach includes: 

Å Aligning talent strategies with long term organisational 
goals.

Å Focusing on developing and strengthening key capabilities.

Å Embedding cultural responsiveness throughout all 
practices.

Å Prioritising retention to keep people engaged in education 
and employment.

Å Using data driven insights to guide decision making and 
build a resilient, future ready workforce in Aotearoa.

Module 3:
 Educator capability 

development to 
embed human -  
centric skills
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Key insights for the Manufacturing and Engineering Industry Skills Board (ISB)
Manufacturing

ΝΦЯΜΣΝШ ΞΝЯΣΜΥШ ΞΠЯΠΞΡШ ΞΣЯΥΜΞШ ΞΦЯΜΟΦШ

ΞΜΜЯΜΜΜ
ΞΝΜЯΜΜΜ
ΞΞΜЯΜΜΜ
ΞΟΜЯΜΜΜ
ΞΠΜЯΜΜΜ
ΞΡΜЯΜΜΜ
ΞΣΜЯΜΜΜ
ΞΤΜЯΜΜΜ
ΞΥΜЯΜΜΜ
ΞΦΜЯΜΜΜ

ΞΜΞΣ ΞΜΞΤ ΞΜΞΥ ΞΜΞΦ ΞΜΟΜ

ìŸƖťŉŸƖĦĲШ]ċƓШы ƨůĤĲƖШŸŉШĲůƓũŸǃĲĲƚь

?ĲůċŰĬ ]ċƓ ÉƨƓƓũǃ

ΤЮΜӖ

ΞΜΞΣ

ΝΜЮΥӖ

ΞΜΟΜ

]ċƓШыӖШŸŉШĬĲůċŰĬь

Å Manufacturing is a mature sector 
with flat GDP growth.

Å Projected workforce gap will 
increase from ~19,000 in 2026 to ~ 
29,000 by 2030, i.e. a 52% rise over 
five years.

Å An ageing workforce with many 
nearing retirement.

Å Fewer young entrants into the 
sector (9.6% reduction from 2020-
2025).

Å Strong shift towards higher skill 
ũĲƻĲũƚЯШƓċƖƣŔĦƨũċƖũǃШŉŸƖШ~ĝŸƖŔЮ

Å 7ŸƣőШ~ĝŸƖŔШċŰĬШÂċĦŔŉŔĦШŊƖŸƨƓƚШőċƻĲШ
a larger proportion of their 
workforce in Skill Levels 4 and 5 
(the lowest skill bands).

Sector GDP: $26.1 billion (2025)*
Employed: 259,800 (2025)

Age 45+: 46% (2025)
~ĝŸƖŔаШΝΡЮΠӖШÂċĦŔŉŔĦаШΤЮΝӖ

#1: Resilience, flexibility & agility
#2: Analytical thinking

2025 Top Skills
Resilience, flexibility and agility
Analytical thinking
Motivation and self-awareness
Creative thinking
Curiosity and lifelong learning
Technological literacy
Resource management and operations
Empathy and active listening
Leadership and social influence
Talent management

2030 Top Skills
Resilience, flexibility and agility
Analytical thinking
Creative thinking
Technological literacy
AI and big data
Motivation and self-awareness
Curiosity and lifelong learning
Systems thinking
Leadership and social influence
Talent management

2025 Top Skills
Resilience, flexibility and agility
Analytical thinking
Motivation and self-awareness
Creative thinking
Curiosity and lifelong learning
Technological literacy
Resource management and operations
Empathy and active listening
Leadership and social influence
Talent management

2030 Top Skills
Resilience, flexibility and agility
Analytical thinking
Creative thinking
Technological literacy
AI and big data
Motivation and self-awareness
Curiosity and lifelong learning
Systems thinking
Leadership and social influence
Talent management

Å Widening workforce gap: Faces a growing shortage of skilled workers, projected 
to reach nearly 30,000 by 2030. There is an opportunity to design qualifications 
and programmes with targeted upskilling, micro-credentials, and rapid training 
to close the gap and ensure a suitable number of skilled workers are available.

Å Ageing workforce: High proportion of older workers increases risk of skill loss 
and succession challenges. It is important to develop succession planning, 
mentorship, and knowledge transfer programmes to retain critical skills and 
prepare younger workers for advanced roles.

Å AI and automation increase demand for human -centric skills : As routine 
tasks are automated, skills such as resilience, flexibility and agility, analytical 
thinking, creative thinking become more important for workers to adapt. There is 
a need to embed these skills in the design of qualifications and programmes to 
upskill both the educators and learners. Having these skills will also support 
career mobility, enabling workers to adapt to new roles and technologies, 
supporting lifelong learning and sector resilience.

Å Equity: There is opportunity to tap into the underrepresented groups and create 
ƣċƖŊĲƣĲĬШƓċƣőƽċǃƚШƣŸШƚƨƓƓŸƖƣШ~ĝŸƖŔЯШÂċĦŔŉŔĦЯШƽŸůĲŰЯШċŰĬШĬŔƚċĤũĲĬШƽŸƖťĲƖƚШƣŸШ
move into the sector, into higher skilled, higher paid roles, building a more 
resilient and diverse workforce.
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Age 2025 % of 
total

2020 to 
2025

15-24 28,200 10.9% -9.6%

25-44 112,000 43.1% -0.7%

45-64 104,300 40.1% -7.8%

65+ 15,400 5.9% 2.0%

Total 259,900 -4.5%

0% 20% 40% 60% 80% 100%

Maori

Pacific

Other

5 4 3 2 1
High
skill

Low 
skill

Level 1
33%

Level 2
9%

Level 3
17%

Level 4
25%

Level 5
16%

2023

2018

2013

Manufacturing
% share of employees by skill level and  year

*Note: Gross Domestic Product (GDP) figures are real and presented in 2009/10 prices. GDP figures may not match publicly available figures, as the sector definitions outlined in the Hanga-Aro-Rau legislation differ from ANZSIC definitions. 

Cultural competency and environmental stewardship are specific to NZ
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Key insights for the Manufacturing and Engineering Industry Skills Board (ISB)
Engineering

2025 Top Skills
Resilience, flexibility and agility
Analytical thinking
Motivation and self-awareness
Creative thinking
Curiosity and lifelong learning
Technological literacy
Resource management and operations
Empathy and active listening
Leadership and social influence
Talent management

2030 Top Skills
Resilience, flexibility and agility
Analytical thinking
Creative thinking
Technological literacy
AI and big data
Motivation and self-awareness
Curiosity and lifelong learning
Systems thinking
Leadership and social influence
Talent management

Cultural competency and environmental stewardship are specific to NZ

*Note: The Engineering sector GDP has been estimated using only engineering related ANZSIC codes, though the Hanga-Aro-Rau legislation defines it using both ANZSIC and ANZSCO codes, meaning some occupations may be missing in our estimation.
** GDP figures are real and presented in 2009/10 prices. GDP figures may not match publicly available figures, as the sector definitions outlined in the Hanga-Aro-Rau legislation differ from ANZSIC definitions. 

Å Engineering is a key growth area for 
the NZ economy.

Å The projected workforce gap to 
increase from ~ 6,600 in 2026 to 
over 10,000 by 2030, i.e. a 55% rise 
in five years.

Å Mid-career (aged 25т44) makes up 
nearly half of all employees.

Å Young entrants into the sector has 
dropped significantly (-11.5%)

Å High concentration of level 1 
advanced skills, 60% of roles.

Å ~ĝŸƖŔШƖĲƓƖĲƚĲŰƣċƣŔŸŰШŔŰШƚťŔũũШũĲƻĲũШΝШ
has doubled since 2020, while 
Pacific workers remain in lower 
skill roles.

Sector GDP: 8.5 billion (2025)*
Employed: 129,800 (2025)

Age 45+: 41% (2025)
~ĝŸƖŔаШΝΝЮΡӖШÂċĦŔŉŔĦаШΟЮΣӖ

#1: Resilience, flexibility & agility
#2: Analytical thinking

Å Widening workforce gap: Faces a growing shortage of skilled engineers, with 
the gap projected to rise from about 6,600 in 2026 to over 10,000 by 2030, a 55% 
increase in five years. 

Å Declining participation of young workers: The share of young adults (15т24 
years) in engineering is small and falling, reflecting persistent challenges in 
attracting and retaining young talent. Limited entry level roles, apprenticeships, 
and practical placements mean young people struggle to find clear pathways 
into engineering, restricting their ability to gain experience and transition 
smoothly from education to employment.

Å Filling the gaps:  With the workforce gap, declining young entrants and ageing 
workforce, there is a risk of skill loss and succession gaps as older professionals 
retire. This creates a strong incentive for the sector to expand and modernise 
training, attract and retain diverse talent, and leverage technology and digital 
transformation to boost productivity and create new high value roles.

Å Critical human -centric skills: Resilience, flexibility, agility, analytical thinking, 
and creative thinking are increasingly important in engineering as automation 
and AI embrace the future of the sector. Embedding these human-centric skills 
into training and qualifications is essential for supporting career mobility, 
enabling engineers to adapt to new roles and technologies.
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Age 2025 % of 
total

2020 to 
2025

15-24 12,300 9.5% -11.5%

25-44 64,700 49.9% 19.6%

45-64 43,800 33.8% 3.5%

65+ 8,900 6.9% 85.4%

Total 129,700 12.7%
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% share of employees by skill level  and year
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Key insights for the Automotive, Transport and Logistics Industry Skills Board (ISB)
Automotive

2025 Top Skills
Analytical thinking
Creative thinking
Resilience, flexibility and agility
Motivation and self-awareness
Leadership and social influence
Talent management
Technological literacy
Curiosity and lifelong learning
Empathy and active listening
AI and big data

2030 Top Skills
AI and big data
Technological literacy
Resilience, flexibility and agility
Analytical thinking
Creative thinking
Talent management
Leadership and social influence
Curiosity and lifelong learning
Motivation and self-awareness
Empathy and active listening

Cultural competency and environmental stewardship are specific to NZ

ΞЯΥΞΡШ ΟЯΡΞΦШ ΠЯΠΠΣШ ΠЯΥΜΣШ ΠЯΥΜΤШ

ΡΜЯΜΜΜ
ΡΞЯΜΜΜ
ΡΠЯΜΜΜ
ΡΣЯΜΜΜ
ΡΥЯΜΜΜ
ΣΜЯΜΜΜ
ΣΞЯΜΜΜ
ΣΠЯΜΜΜ
ΣΣЯΜΜΜ
ΣΥЯΜΜΜ
ΤΜЯΜΜΜ

ΞΜΞΣ ΞΜΞΤ ΞΜΞΥ ΞΜΞΦ ΞΜΟΜ

ìŸƖťŉŸƖĦĲШ]ċƓШы ƨůĤĲƖШŸŉШĲůƓũŸǃĲĲƚь

?ĲůċŰĬ ]ċƓ ÉƨƓƓũǃ

ΠЮΟӖ

ΞΜΞΣ

ΤЮΝӖ

ΞΜΟΜ

]ċƓШыӖШŸŉШĬĲůċŰĬь

Skills gains

Å Automotive has grown steadily but 
expected to plateau.

Å The projected workforce gap will 
rise from ~2,800 in 2026 to ~ 4,800 
by 2030, i.e. a 70% rise over five 
years.

Å Aged 65+ remains small but has 
grown by 13.3% 2020, indicating 
future challenges.

Å ~ĝŸƖŔШŰƨůĤĲƖƚШőċƻĲШŔŰĦƖĲċƚĲĬШ
while Pacific declined.

Å Notable shift towards higher skill 
levels.

Å Barriers to progression to higher 
level skills as evidenced in the 
concentrated mid and lower skill 
roles, particularly for Pacific 
peoples.

Sector GDP: 3.7 billion (2025)*
Employed: 62,600 (2025)

Age 45+: 42% (2025)
~ĝŸƖŔаШΝΣЮΦӖШÂċĦŔŉŔĦаШΟЮΜӖ

#1: AI and big data
#2: Technological literacy

Å Widening workforce gap: The automotive sector faces a growing shortage of 
skilled workers, with the gap projected to rise from about 2,800 in 2026 to nearly 
4,800 by 2030, i.e. a 70% increase in five years.

Å Ageing workforce: A high proportion of older workers (42% aged 45+) and a 
declining share of young adults (15т24 years) in automotive highlight persistent 
challenges in attracting and retaining young talent. This increases the risk of skill 
loss and succession issues, making it essential to develop succession planning, 
mentorship, and knowledge transfer initiatives to retain critical expertise and 
prepare younger workers for advanced roles.

Å Declining participation of young workers: This is a challenge as rapid 
technological change, such as electrification and digital diagnostics is reshaping 
skill requirements. Aligning training and qualifications with these emerging 
technologies is essential to ensure the workforce is prepared for future needs.

Å Human-centric skills are becoming increasingly important as automation, 
electrification, and digital diagnostics reshape roles. Embedding these human-
centric skills into training and qualifications is essential for supporting career 
mobility, enabling workers to adapt to new roles and technologies.0
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Age 2025 % of 
total

2020 to 
2025

15-24 8,900 14.2% -4.3%

25-44 27,600 44.1% -3.5%

45-64 22,700 36.3% -0.9%

65+ 3,400 5.4% 13.3%

Total 62,600 -1.9%
High
skill

Low 
skill

Level 1
23%

Level 2
11%

Level 3
36%

Level 4
19%

Level 5
11%

Automotive
% share of employees by skill level and year

2023

2018

2013

* *Note: Gross Domestic Product (GDP) figures are in real terms  and presented in 2009/10 prices. GDP figures may not match publicly available figures, as the sector definitions outlined in the Hanga-Aro-Rau legislation differ from ANZSIC definitions. 
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Key insights for the Automotive, Transport and Logistics Industry Skills Board (ISB)
Logistics

Workforce gaps Skills level chart Top 12 skills

2025 Top Skills
Analytical thinking
Resilience, flexibility and agility
Leadership and social influence
Resource management and operations
Motivation and self-awareness
Technological literacy
Service orientation and customer 
service
Dependability and attention to detail
Talent management
Creative thinking

2030 Top Skills
Analytical thinking
AI and big data
Technological literacy
Resilience, flexibility and agility
Creative thinking
Talent management
Networks and cybersecurity
Leadership and social influence
Motivation and self-awareness
Service orientation and customer 
service

Cultural competency and environmental stewardship are specific to NZ

ΡЯΜΠΞШ ΥЯΦΤΤШ ΝΟЯΝΝΡШ ΝΣЯΞΣΜШ ΝΥЯΥΣΡШ

ΥΜЯΜΜΜ
ΦΜЯΜΜΜ
ΝΜΜЯΜΜΜ
ΝΝΜЯΜΜΜ
ΝΞΜЯΜΜΜ
ΝΟΜЯΜΜΜ
ΝΠΜЯΜΜΜ
ΝΡΜЯΜΜΜ
ΝΣΜЯΜΜΜ
ΝΤΜЯΜΜΜ

ΞΜΞΣ ΞΜΞΤ ΞΜΞΥ ΞΜΞΦ ΞΜΟΜ

ìŸƖťŉŸƖĦĲШ]ċƓШы ƨůĤĲƖШŸŉШĲůƓũŸǃĲĲƚь

?ĲůċŰĬ ]ċƓ ÉƨƓƓũǃ

ΟЮΤӖ

ΞΜΞΣ

ΝΝЮΦӖ

ΞΜΟΜ

]ċƓШыӖШŸŉШĬĲůċŰĬь

Å Logistics is a key contributor to 
 üќƚШĲĦŸŰŸůǃШċŰĬШƚƣƖŸŰŊШŊƖŸƽƣőШŔƚШ
expected to continue.

Å Projected workforce gap will rise 
significantly from ~5,000 in 2026 to 
~ 19,000 by 2030.

Å An ageing workforce, 46% age 45+ 
working in the sector.

Å Share of young adults (15-24 years) 
has been declining.

Å Dominance of low to mid skilled 
operational roles. Level 4 roles 
make up over half of the sector in 
2023.

Å Emerging demand for digital and 
analytical skills alongside human-
centric skills.

Sector GDP: 13.6 billion (2025)*
Employed: 123,500 (2025)

Age 45+: 46% (2025)
~ĝŸƖŔаШΝΣЮΟӖШÂċĦŔŉŔĦаШΦЮΤӖ

#1: Analytical thinking
#2: AI and big data

Å Widening workforce gap: The logistics sector faces a rapidly growing workforce 
gap, projected to increase from 3.7% in 2026 to 11.9% by 2030. This shortage 
ĦŸƨũĬШĦŸŰƚƣƖċŔŰШƚƨƓƓũǃШĦőċŔŰШĲŉŉŔĦŔĲŰĦǃЯШƚĲƖƻŔĦĲШĬĲũŔƻĲƖǃЯШċŰĬШƣőĲШƚĲĦƣŸƖќƚШċĤŔũŔƣǃШ
ƣŸШƚƨƓƓŸƖƣШ ĲƽШüĲċũċŰĬќƚШĲĦŸŰŸůŔĦШŊƖŸƽƣőЮ

Å Changing workforce: Relies heavily on mid career and older workers, with 46% 
of the workforce aged 45 and over. Participation among younger workers is low 
and declining, raising concerns about succession planning and long term 
sustainability. At the same time, the sector is likely to see increased reliance on 
gig  (digital labour platform work) workers and flexible labour, as the industry 
adapts to changing workforce preferences and operational demands. 

Å Cultural competency skills: ]ŔƻĲŰШƣőĲШũċƖŊĲШƖĲƓƖĲƚĲŰƣċƣŔŸŰШŸŉШ~ĝŸƖŔШċŰĬШÂċĦŔŉŔĦШ
peoples in the logistics workforce, it is important to upskill on cultural 
competency to foster inclusive workplaces, improve communication, and 
support career progression for these groups. This helps organisations attract, 
retain, and empower diverse talent, building a more resilient workforce.

Å Qualification and programme design: Training should align with emerging 
technologies and industry needs, embedding both technical and human-centric 
skills, supporting flexible and modular learning pathways, and ensuring 
accessible, inclusive opportunities for underrepresented groups.
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Age 2025 % of 
total

2020 to 
2025

15-24 11,600 9.4% -9.4%

25-44 54,500 44.1% 10.3%

45-64 44,800 36.3% -15.6%

65+ 12,600 10.2% 32.6%

Total 123,500 -1.0%
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*Note: GDP figures are real and presented in 2009/10 prices. GDP figures may not match publicly available figures, as the sector definitions outlined in the Hanga-Aro-Rau legislation differ from ANZSIC definitions. 
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Key insights for the Infrastructure Industry Skills Board (ISB)
Mining and quarrying

Workforce gaps Skills level chart Top 12 skills

2025 Top Skills
Creative thinking
Systems thinking
Curiosity and lifelong learning
Resilience, flexibility and agility
Leadership and social influence
Technological literacy
Environmental stewardship
Analytical thinking
Quality control
Resource management and operations

2030 Top Skills
Systems thinking
Environmental stewardship
Creative thinking
Technological literacy
AI and big data
Resilience, flexibility and agility
Curiosity and lifelong learning
Talent management
Motivation and self-awareness
Analytical thinking

Cultural competency and environmental stewardship are specific to NZ

ΣΟΞШ ΣΦΜШ ΤΠΜШ ΤΝΥШ ΣΤΝШ

Μ

ΞЯΜΜΜ

ΠЯΜΜΜ

ΣЯΜΜΜ

ΥЯΜΜΜ

ΝΜЯΜΜΜ

ΝΞЯΜΜΜ

ΞΜΞΣ ΞΜΞΤ ΞΜΞΥ ΞΜΞΦ ΞΜΟΜ

ìŸƖťŉŸƖĦĲШ]ċƓ

?ĲůċŰĬ ]ċƓ ÉƨƓƓũǃ

ΣЮΤӖ

ΞΜΞΣ

ΥЮΜӖ

ΞΜΟΜ

]ċƓШыӖШŸŉШĬĲůċŰĬь

Sector change and disruption Challenges and opportunities Skills gains

Å Mining and quarrying has been in 
decline, but with growth 
ambitions. 

Å Under current conditions, the 
workforce gap is modest (~700 by 
2030).

Å Heavily reliant on mid career and 
older workers.

Å Women make up less than one 
quarter of the workforce.

Å Dominated by mid skilled 
operational roles (46% level 4 in 
2023).

Å Roles in the mining and quarrying 
sector are increasingly shifting 
toward higher skill levels.

Sector GDP: 1.6 billion (2025)*
Employed: 6,100 (2025)

Age 45+: 48% (2025)
~ĝŸƖŔаШΞΞЮΠӖШÂċĦŔŉŔĦаШn.a.

#1: Systems thinking
#2: Environmental stewardship

Å Ambition to grow: ]ŔƻĲŰШƣőĲШŊŸƻĲƖŰůĲŰƣќƚШċůĤŔƣŔŸŰШƣŸШĬŸƨĤũĲШůŔŰĲƖċũШĲǂƓŸƖƣШ
value by 2035, it would require a major expansion of the workforce and rapid 
upskilling. If this target is pursued, the workforce gap could grow from about 700 
to over 6,500 by 2030, highlighting the urgent need for targeted attraction, 
training, and retention strategies.

Å Modernise training: There is an opportunity to modernise training, attract 
younger and more diverse talent, and leverage partnerships (including with 
Australia) to build a future ready, highly skilled workforce that can support both 
operational continuity and sector growth.

Age 2025 % of 
total

2020 to 
2025

15-24 - - -

25-44 2,400 52.2% 14.3%

45-64 2,200 47.8% 4.8%

65+ - - -

Total 4,600+ 9.5%
5 4 1 to 3

0% 20% 40% 60% 80% 100%

Maori

Pacific

Other

n.a.

High
skill

Low 
skill

Level 1
31%

Level 2
8%

Level 3
11%

Level 4
46%

Level 5
4%

Mining and quarrying
% share of employees by skill level and year

2023

2018

2013

1,347 2,300 3,462
4,831

6,518
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*Note: Gross Domestic Product (GDP) figures are real and presented in 2009/10 prices. GDP figures may not match publicly available figures, as the sector definitions outlined in the Hanga-Aro-Rau legislation differ from ANZSIC definitions. 
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Key insights for the Infrastructure Industry Skills Board (ISB)
Oil and gas extraction

2025 Top Skills
Resilience, flexibility and agility
Leadership and social influence
Motivation and self-awareness
Analytical thinking
Creative thinking
Resource management and operations
Talent management
Empathy and active listening
Curiosity and lifelong learning
Technological literacy

2030 Top Skills
Resilience, flexibility and agility
Leadership and social influence
AI and big data
Technological literacy
Creative thinking
Motivation and self-awareness
Talent management
Environmental stewardship
Curiosity and lifelong learning
Analytical thinking

ыΝΣΡь ыΝΥΥь ыΝΠΤь ыΝΝΟь ыΥΜь

ΝЯΡΜΜ

ΝЯΣΜΜ

ΝЯΤΜΜ

ΝЯΥΜΜ

ΝЯΦΜΜ

ΞЯΜΜΜ

ΞЯΝΜΜ

ΞЯΞΜΜ

ΞΜΞΣ ΞΜΞΤ ΞΜΞΥ ΞΜΞΦ ΞΜΟΜ

ìŸƖťŉŸƖĦĲШ]ċƓ

?ĲůċŰĬ ]ċƓ ÉƨƓƓũǃ

рΥЮΡӖ

ΞΜΞΣ

рΟЮΦӖ

ΞΜΟΜ

]ċƓШыӖШŸŉШĬĲůċŰĬь

Å Oil and gas extraction is relatively 
small and operates in an uncertain 
policy environment. 

Å The projected oil and gas 
extraction workforce surplus in is 
small.

Å There is limited data available for 
detailed analysis, but the 
workforce appears to be 
concentrated in mid career and 
older workers.

Å This workforce is highly 
concentrated in advanced roles, 
with Level 1 (highly skilled) roles 
increasing from 39% in 2013 to 
44% in 2023.

Å Level 4 (mid-skilled) roles remain 
significant at 38% of the oil and gas 
workforce in 2023, while Level 5 
(low skilled) roles have declined to 
6%, reflecting a shift toward 
greater technical and managerial 
expertise.

Sector GDP: 0.9 billion (2025)*
Employed: 2,300 (2025)

Age 45+: Possibly ~100% (2025)
~ĝŸƖŔаШn.a. Pacific: n.a.

#1: Resilience, flexibility and 
agility
#2: Leadership and social 
influence

Å Skills evolving: ÑőĲШƚĲĦƣŸƖќƚШůŸƚƣШŔůƓŸƖƣċŰƣШƚťŔũũƚШċƖĲШƚőŔŉƣŔŰŊШŉƖŸůШƣƖċĬŔƣŔŸŰċũШ
operational strengths (such as resource management and operations) towards 
advanced capabilities such as AI and big data, technological literacy, and 
environmental stewardship by 2030.

Å Important human -centric skills: Non-technical skills remain critical, including: 

Å Resilience

Å Flexibility and agility 

Å Leadership and social influence

Å Creative thinking

Å Motivation and self-awareness

Å However, there is a growing gap in digital skills (AI and big data) and analytical 
skills as technology and sustainability become more central to future workforce 
needs. Embedding human-centric skills in training is key to career mobility and 
adaptability. 
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Age 2025 % of 
total

2020 to 
2025

15-24 - - -

25-44 - - -

45-64 1,100 100% 0.0%

65+ - - -

Total 1,100+

Level 1
44%

Level 2
9%

Level 3
3%

Level 4
38%

Level 5
6%

Oil and gas
% share of employees by skill level and year

2023

2018

2013

*Note: GDP figures are real and presented in 2009/10 prices. GDP figures may not match publicly available figures, as the sector definitions outlined in the Hanga-Aro-Rau legislation differ from ANZSIC definitions. 

Cultural competency and environmental stewardship are specific to NZ
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Executive summary | Impact of AI

Artificial intelligence (AI) is no longer a futuristic concept. It is 
actively reshaping how work is done across industries. While 
AI has existed for decades, breakthroughs in the past five 
years, particularly in generative AI (GenAI) and agentic AI, are 
transforming the future of work in profound ways. GenAI can 
now produce text, images, code and documents, while agentic 
AI can make decisions and take actions independently. These 
technologies are being compared to past game changers such 
as microprocessors, personal computers, mobile phones and 
the internet.

As emerging technologies converge, AI remains one of the 
most talked about and transformative areas in technology 
today. It is redefining roles, shifting tasks and creating new 
opportunities across industries. Routine and repetitive tasks 
are increasingly automated, allowing people to focus on 
creativity, strategy and collaboration. 

From automation to augmentation

The rise of the AI augmented workforce marks a shift from 
automation replacing jobs to AI enhancing human capabilities. 
This transformation is being felt globally, with varying 
strategies and outcomes depending on regional readiness, 
industry maturity and workforce adaptability. As with previous 
innovations, there is considerable uncertainty around how 
quickly and deeply AI will impact the workforce. 

Productivity uplift from AI

OECD analysis across the G7 economies shows that countries 
with strong AI strategies could see annual labour productivity 
growth of 0.4% to 1.3%, compared to 0.2% to 0.8% in slower 
adopting economies. 

?ĲũŸŔƣƣĲШ ĦĦĲƚƚШEĦŸŰŸůŔĦƚШĲƚƣŔůċƣĲƚШƣőċƣШ ĲƽШüĲċũċŰĬќƚШ
labour productivity trend and potential uplift from AI, with 
forecasts showing gains of up to 0.8% in the low scenario and 
1.3% in the high scenario, which is almost doubling base case 
growth from 2027 onwards.

The early 2000s providesa comparable reference period in 
which significant productivity growth occurred due to 
technological change, where advancements in computers and 
the internet drove significant increases in labour productivity.

Skills required to operate with AI

Bridging the AI skills gap is essential as AI and automation 
become embedded across all industries, not just in technical 
roles. Most of the workforce will need to interact with AI tools, 
interpret AI generated insights, and adapt to new workflows. 
Upskilling non technical workers is critical to ensure they can 
confidently use, manage, and collaborate with AI systems, 
rather than being left behind by technological change.

There are an extensive list of skills required to successfully 
operate with AI. This research selects 28 important skills 
targeting non-technical workers. The 28 non-technical AI and 
tech-specific skills are designed to:

ÅEmpower non-technical staff to work effectively with AI tools, 
from prompt engineering and data literacy to ethical 
awareness and collaboration with tech teams.

ÅSupport workforce adaptability by embedding foundational 
cognitive, digital, and interpersonal skills that are relevant 
across a wide range of roles.

ÅReduce risk and maximise value by ensuring workers can 
critically assess AI outputs, maintain data security, and apply 
AI-driven insights responsibly.

ÅEnable inclusive transformation so that all employees, not 
just IT specialists, can participate in and benefit from AI driven 
change, supporting organisational resilience and innovation. 

ÅUpskilling non technical workers in these areas is vital for 
building a future ready workforce that can thrive alongside AI, 
drive productivity, and ensure equitable access to new 
opportunities.

AI adoption is not just a 
technology upgrade. 
fƣќƚШċШĦƨũƣƨƖċũШƚőŔŉƣЮ
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Forecast
Potential uplift of up to 0.8% per year in the low 
scenario and 1.3% per year in the high scenario

New Zealand labour  productivity growth and the potential uplift from AI
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This research marks a key milestone in the transition of 
Hanga-Aro-Rau into the new Industry Skills Board (ISB). It 
builds on previous sector studies, Post COVID-19 workforce 
ĬĲƻĲũŸƓůĲŰƣЮŰĲĲĬƚЮŔŰЮ ĲƽЮüĲċũċŰĬѢƚЮůċŰƨŉċĦƣƨƖŔŰŊЮёΥΣΥΥђ 
and ìŸƖťŉŸƖĦĲЮĬĲƻĲũŸƓůĲŰƣЮŰĲĲĬƚЮŔŰЮ ĲƽЮüĲċũċŰĬѢƚЮũŸŊŔƚƣŔĦƚЮ
sector (2023). Further, it supports the continued evolution of 
vocational education across the manufacturing, engineering, 
automotive, logistics, mining and quarrying, and oil and gas 
extraction and wholesaling sectors. 

The operating environment for these industries is rapidly 
changing. Businesses are navigating change and disruption, 
shifting workforce dynamics, and accelerating technological 
transformation. At the same time, there is growing momentum 
to build a more inclusive and future ready workforce that 
reflects the diversity and aspirations of Aotearoa New Zealand 
(NZ).

This next phase of research will provide ISBs a strong platform 
to lead the next era of vocational education. It will provide the 
intelligence, tools, and frameworks they need, along with a 
deeper understanding of sector trends, workforce and skills 
needs, and future opportunities. The research will help 
maintain the momentum created by Hanga-Aro-Rau and its 
partners, ensuring ISB are well informed and equipped to 
respond to challenges and deliver meaningful outcomes for 
learners, employers, and communities.

The research will focus on three aspects of the industry 
sectors:

1. Economic context т Revisiting economic projections and 
analysing sectoral shifts in workforce in light of recent 
VET system changes.

2. Skills requirements and workforce pipeline т 
understanding the evolving skills landscape and 
workforce pipeline to support entry into the industry, 
improve retention, and enable progression into higher 
skilled roles.

3. The impact of AI and automation т Identifying the key 
skills required to enhance future workforce readiness and 
competitiveness.

The purpose and targeted audience for this research is wide 
ranging. It is designed to inform and support key stakeholders 
across the vocational education ecosystem, including ISBs, 
employers, industry associations, education providers, 
government agencies, and workforce development 
organisations.

For the ISB, the research provides a strong evidence base to 
guide strategic decisions, shape qualifications, and prioritise 
investment in skills development.

For employers and industry associations , it offers insights 
into workforce trends, emerging skills, and technology 
impacts, helping them plan recruitment, retention, and 
training strategies.

For education providers , it highlights evolving skill 
requirements and pipeline needs, enabling curriculum 
updates and responsive programme design.

For government and policy makers , it delivers intelligence to 
inform funding, policy settings, and initiatives that strengthen 
workforce resilience and inclusivity.

For learners and communities , it ensures vocational 
pathways remain relevant, accessible, and aligned with future 
opportunities. 

About this report
This is the third of a series of research on Aotearoa workforce development needs, change, disruption, opportunity, impact and enablement.

Photo: Juken New Zealand

https://hangaarorau.nz/wp-content/uploads/2023/07/Hanga-Aro-Rau-COVID-19-Final-Research-Report-Final-v1.0-10Oct2022_lr2.pdf
https://hangaarorau.nz/wp-content/uploads/2023/07/Hanga-Aro-Rau-COVID-19-Final-Research-Report-Final-v1.0-10Oct2022_lr2.pdf
https://hangaarorau.nz/wp-content/uploads/2023/07/Hanga-Aro-Rau-COVID-19-Final-Research-Report-Final-v1.0-10Oct2022_lr2.pdf
https://hangaarorau.nz/wp-content/uploads/2023/07/Hanga-Aro-Rau-COVID-19-Final-Research-Report-Final-v1.0-10Oct2022_lr2.pdf
https://www.workforceskills.nz/assets/Documents/Hanga-Aro-Rau/Hanga_Aro_Rau_Workforce_Development_Needs_in_New_Zealand_s_Logistics_Sector_May_2023.pdf.pdf
https://www.workforceskills.nz/assets/Documents/Hanga-Aro-Rau/Hanga_Aro_Rau_Workforce_Development_Needs_in_New_Zealand_s_Logistics_Sector_May_2023.pdf.pdf
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This research will cover six targeted sectors, manufacturing , 
engineering , logistics , automotive , mining and quarrying , 
and oil and gas extraction and wholesaling. As Hanga-Aro-Rau 
transitions into the new ISBs, its current coverage will align with 
the following boards:

1. Manufacturing and Engineering

2. Automotive, Transport and Logistics т including supply 
chain, aviation, warehousing, and distribution.

3. Infrastructure т including energy, oil and gas extraction, 
and mining and quarrying.

4. Electrotechnology and Information Technology т 
including refrigeration, heating, ventilation, and air 
conditioning (RHVA).

Economic context

Building on previous analysis of the manufacturing, 
engineering, and logistics sectors, this research updates 
findings to reflect current economic conditions and expands 
the scope to include mining and quarrying, oil and gas 
extraction, and automotive. Key objectives include:

Å Update insights on current economic conditions and 
workforce impacts since 2023, considering policy changes 
and technological disruption.

Å Forecast workforce supply and demand across key sectors 
and estimating workforce gaps over the next five years.

Å Model workforce impacts under a future scenario for the 
mining and quarrying sector.

Skills requirements and workforce pipeline 

Focus is also placed on researching for future and emerging 
skills that would shape the industry sectors. Insights from the 
research helps inform workforce development and talent 
management opportunities. Objectives include:

Å Identifying top important and emerging skills

Å Identifying barriers to entry into the industry sectors

Å Discussing potential building blocks and capability enablers 
to help narrow some of the skills gaps.

Report structure

This report is organised into six main sections that set the 
context, outline current challenges, and highlight implications 
for the industry sectors. The report is designed so each section 
can be read independently. This structure provides flexibility for 
readers and ensures key insights are accessible within each 
section, even if that means some intentional repetition. The 
sections are as follows:

Section 1: Our research

Understanding the continued evolution of vocational education

Section 2: Our world

This section covers global workforce insights, the top 10 future 
and emerging skills, and global vocational education trends.

Section 3: Our place, our people

ÑőŔƚШŔŰĦũƨĬĲƚШ ĲƽШüĲċũċŰĬќƚШĲĦŸŰŸůŔĦШŸƨƣũŸŸťШċŰĬШƓŸũŔĦǃШ
transformation, covering macroeconomic trends, 
unemployment, migration, labour market dynamics, and an 
overview of VET sector reform, skills standards, and system 
changes.

Section 4: Our industry sectors

This examines workforce profiles, supply and demand analysis, 
skills gaps, and lessons from global trends relevant to New 
Zealand by 2030. It also discusses workforce pipeline and 
strategic enablers, including entry pathways, barriers to entry, 
skills-based approaches to closing gaps, and talent 
management strategies for Aotearoa.

Section 5: Our skills boards

This section provides workforce and skills outlook for sub-
sectors under the future ISBs: manufacturing and engineering, 
automotive and logistics, and mining and quarrying and oil and 
gas extraction. It includes key statistics around specific top 
skills, skill levels changes, employment and occupation trends.

Section 6: Our future with AI

This establishes a starting point for industry discussion on AI 
and emerging technology disruption. Identifies critical skills for 
transitioning workers into an AI-enabled environment.

Our approach and report structure
This research applies a New Zealand economic, policy settings, and workforce context and builds upon trends identified from global research. It covers 
both technical and human-centric skills, the latter is becoming increasingly important.
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Limitations and assumptions

While this research provides valuable insights, we note the 
following limitations:

Å Hanga-Aro-Rau definition of industries т The six broad 
sectors including manufacturing, engineering, automotive, 
logistics, mining and quarrying, and extracts are collectively 
ƖĲŉĲƖƖĲĬШƣŸШċƚШљƣőĲШŔŰĬƨƚƣƖǃШƚĲĦƣŸƖƚњШŔŰШƣőŔƚШƖĲƓŸƖƣЮШ7ĲĦċƨƚĲШ
data comes from both public sources and custom 
extraction, some analyses may not align fully with the exact 
Australian and New Zealand Standard Industrial 
Classification (ANZSIC) 4-digit code definitions used by 
Hanga-Aro-Rau.

Å Time and resource constraints т Full engagement with 
industry stakeholders was not possible. Future skills 
insights from the World Economic Forum (WEF) Future of 
Jobs Report 2025, combined with other research and 
Hanga-Aro-Rau extensive industry engagement over the 
past five years, have been adapted to inform the New 
Zealand context.

Å Access to underlying WEF data т The underlying dataset 
from the Future of Jobs Report was not accessible. Deloitte 
has therefore used published results from the report 
combined with additional research to derive the most 
important skills for New Zealand by 2030.

Å Human-centric skills т There are multiple ways of defining 
non-technical skills. For this research, a broader definition 
is taken that are usually described by others as human 
skills, interpersonal skills, people skills, cognitive skills, 
socio-emotional skills and transferable skills.

Å Cultural competency skill т The definition of this New 
Zealand specific skill is adopted from the Ministry of 
EĬƨĦċƣŔŸŰЯШљ9ƨũƣƨƖċũШĦŸůƓĲƣĲŰĦǃШŔƚШƣőĲШċĦĦĲƓƣċŰĦĲШċŰĬШ
respect for difference, a continuous self-assessment 
regarding culture, an attention to the dynamics of 
difference, the ongoing development of cultural knowledge, 
and the resources and flexibility within service models to 
ůĲĲƣШƣőĲШŰĲĲĬƚШŸŉШůŔŰŸƖŔƣǃШƓŸƓƨũċƣŔŸŰƚњЮШ

Å Electrotechnology and Information Technology ISB т Due 
to data suppression, a separate chapter for this ISB for 
RHVA information is not possible. RHVA under this ISB has 
been included in the broader manufacturing and 
engineering analysis.

Data and information sources

This report draws on a range of data and insights, including:

Å Specially requested data provided by Stats NZ.

Å Deloitte Access Economics in-house data and projections.

Å Subscription-only sources from various industry 
publications.

Å Publicly available data from credible web sources.

Å Insights from subject matter specialists, particularly from 
Hanga-Aro-Rau and Deloitte.

Data limitations and suppression т Statistics New Zealand 
(Stats NZ) applies suppression rules to small counts, which 
means the analysis only reflects non-suppressed results. As a 
result, detailed data for some sub industries and occupations 
is unavailable.

Data differences т Both New Zealand Census data and 
Household Labour Force Survey (HLFS) data have been used. 
There may be discrepancies between these sources for 
estimates covering the same period. Where differences occur, 
Census data should be treated as the primary reference.

Referencing and citations

For this industry report, a simple, practical and professional 
approach to referencing has been applied:

Å Where a direct reference has been made, it is noted in 
speech marks and cited in the text.

Å Where insights have been synthesised from multiple 
sources or adapted rather than quoted, the original sources 
are acknowledged in the bibliography. 

Å A full bibliography list is included at the end of the report, 
formatted for consistency and clarity.
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In the context of a rapidly changing landscape and to ensure 
the VET system remains relevant, resilient, and future ready, 
four strategic themes have emerged as priorities for action 
and research:

1. Change

2. Disruption

3. Opportunities and impact

4. Enablement.

These themes provide a framework for understanding the 
challenges and opportunities facing the sectors, and for 
guiding coordinated responses that will enable all New 
Zealanders to thrive in a rapidly changing world.

The first theme, change, recognises the scale and speed of 
ĦőċŰŊĲШċŉŉĲĦƣŔŰŊШ ĲƽШüĲċũċŰĬќƚШéEÑШƚǃƚƣĲůЮШ7ƖŸċĬĲƖШƚőŔŉƣƚШŔŰШ
policy, sector transformation and global context are reshaping 
the environment in which VET operates. Key drivers include 
policy transitions, system restructuring, government priorities, 
and global context.

Disruption  is now a constant feature of the global and local 
landscape. Rapid shifts in capability and workforce demand. 
These are driven by technology acceleration, operational 
transformation, workforce volatility,

Amidst change and disruption, significant opportunities and 
impact arise for the productivity uplift, regional revitalisation 

and inclusive growth. The VET system can play a pivotal role in 
unlocking innovation, driving productivity, revitalise regional 
and social impact, and strengthening export potential.

To realise these opportunities, the VET system should focus 
on enablement , ensuring that systems, policies and practices 
are responsive to emerging needs and support all learners. 
These include skill alignment, system redesign, equity and 
access, and digital readiness.

Understanding the interplay across these strategic themes will 
help build a more innovative, inclusive and resilient workforce 
ŉŸƖШ ŸƣĲċƖŸċШ ĲƽШüĲċũċŰĬќƚШŉƨƣƨƖĲЮШ

The four strategic themes that emerged for this research along 
with the key strategic questions are outlined as follows.

Strategic themes for the research

Photo: Penske Trucks New Zealand
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1. Change

Broader shifts in policy, sector transformation and global context

2. Disruption

Rapid shifts in capability and workforce demand

1. Understanding the impact of reforms т How might recent policy and system reforms 
reshape the role of vocational education in preparing for future workforce needs?

2. Identifying local influences т Are there New Zealand specific factors that may impact the 
pace of change or rate of disruption to the workforce?

3. Assessing risk and opportunity т Which skills and roles, particularly those supported by 
the VET system, are most at risk of disruption, and what new or evolving roles and skillsets 
are emerging in response?

4. Linking innovation to workforce gaps т What is the impact of innovation on workforce 
gaps in New Zealand, and how can vocational education respond to address these gaps?

ÅPolicy transitions т The move from Workforce Development Councils (WDCs) to ISBs is 
reshaping workforce governance, creating disruption and opportunity to refresh frameworks 
and strengthen industry leadership.

ÅSystem restructuring т The disestablishment of Te ÂƷťĲŰŊċ and proposed National 
Certificate of Educational Achievement (NCEA) changes are prompting a rethink of provider 
roles, learner pathways, and system coherence.

ÅGovernment priorities т A renewed focus on exports and oil and gas extraction signals a shift 
in economic direction with direct workforce implications.

ÅGlobal context т Post-COVID inflation, weak economic recovery, cost pressures and tighter 
immigration are reinforcing the need for domestic skills and productivity.

ÅTechnology acceleration  т AI, automation, and digital systems are rapidly reshaping work, 
redefining capabilities and challenging traditional roles.

ÅOperational transformation  т Smart technologies are improving efficiency but displacing 
legacy roles, increasing demand for hybrid technical-digital skills.

ÅWorkforce volatility т As automation scales, some roles decline while others emerge, 
pressuring training systems to adapt quickly.

ÅNew Zealand specific impact т ÑőĲШƨŰŔƕƨĲШĦŸůƓŸƚŔƣŔŸŰШŸŉШ ĲƽШüĲċũċŰĬќƚШagri-export 
focussed economy, multicultural workforce means our workforce characteristics differ from 
global trends.

Strategic research questions Strategic research questions

Observations Observations
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3. Opportunities and Impact

Broader shifts in policy, sector transformation and global context

4. Enablement

Rapid shifts in capability and workforce demand

5. Exploring AI-driven change т What AI disruption scenarios could reshape skills demand 
across in-scope sectors, and how can the VET system prepare tradespeople and technical 
workers with relevant AI and digital capabilities?

6. Identifying cross sector future skills т What future skills are likely to be common across 
in-scope sectors, and how can these be embedded into vocational pathways to support 
adaptability and progression?

7. Designing effective career pathways т What must future skills pathways include to 
effectively support career progression in a reshaped system with new and evolving 
providers?

8. Ensuring digital readiness and equity т How can providers ensure their programmes 
incorporate the digital tools and platforms needed to support equitable access, learner 
achievement, and workforce relevance?

9. Embedding AI literacy across the workforce т How can AI literacy and fluency be 
embedded across all levels of the workforce, from foundational to advanced roles?

ÅStrategic implications т Disruption intersects with broader shifts, requiring coordinated 
responses. Exploring AI disruption scenarios is key to future planning.

ÅInnovation potential т AI and digital tech, sustainability, and global shifts are opening new 
value opportunities. 

ÅExport and productivity uplift т Disruption can drive growth through productivity, smart 
supply chains, and niche manufacturing, if common cross-sector skills are developed.

ÅRegional and social impact т Transformation can revitalise regions and create inclusive 
employment, but requires investment in workforce transition and collaborative innovation 
networks.

ÅSkills alignment т Training must align with emerging needs, automation, systems integration, 
and sustainability, through agile, modular/building block pathways.

ÅSystem redesign т Policy and structural changes offer a chance to reshape the education 
system to better meet future workforce needs and reduce disruption.

ÅSystem responsiveness т Education reform allows for more responsive, regionally attuned, 
and industry-led workforce development.

ÅEquity and access т ~ĝŸƖŔЯШÂċĦŔŉŔĦШƓĲŸƓũĲƚЯШċŰĬШĬŔƚċĤũĲĬШũĲċƖŰĲƖƚШŰĲĲĬШƣċƖŊĲƣĲĬШƚƨƓƓŸƖƣШƣŸШ
access high value roles, reinforcing the need for inclusive design.

Strategic research questions Strategic research questions

Observations Observations
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Global insights
Workforce, skills trends, and the VET 
systems

02 Ñƌ ÑĝƣŸƨ Ao | Our World
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Global workforce outlook

A transformation is underway across global labour markets, 
reshaping how industries operate and how work is defined. This 
shift is not speculative, it is driven by accelerating 
technological innovation and global economic shifts. By 2030, 
22% of current jobs are projected to be disrupted globally. 

Labour markets are evolving rapidly as organisations respond 
to technological innovation, demographic changes, and 
shifting workforce expectations. To remain competitive, 
resilient, and future ready, employers are rethinking talent 
strategies and redesigning workforce models.

The Future of Jobs Report 2025 identifies four key forces driving 
this change: 

Å Technological advancement

Å Demographic transitions

Å Climate mitigation

Å Geoeconomic fragmentation. 

Among these, 86% of employers expect AI and digital 
technologies to significantly reshape their operations. 

At the same time, evolving business models are creating 
demand for new roles and skill sets.

The Chief People Officers Outlook 2025 reinforces this view, 
highlighting how ongoing disruption is prompting organisations 
to redesign jobs, invest in talent development, and adopt more 
agile workforce strategies. 

Industry analysis supports this, noting that macroeconomic 
shifts, automation, and policy changes are accelerating the 
need for reskilling and innovation in workforce design. 

Technology transformation

Technological innovation is the most significant driver of 
workforce evolution. Artificial intelligence (AI), automation, and 
robotics are redefining job roles, workflows, and organisational 
structures.

AI is rapidly reshaping the global workforce. While often 
perceived as a threat to entry level roles, particularly for 
graduates, the reality is more complex. Economic uncertainty, 
offshoring, and post-pandemic adjustments are also 
contributing to the decline in traditional job openings. This 
transformation highlights the urgent need for workforce 
development and VET systems to adapt, not only by equipping 
individuals with technical and digital skills, but also by fostering 
adaptability, entrepreneurial thinking, and AI literacy. As career 
pathways become less linear and more fluid, future skill sets 
must prepare learners to thrive in a landscape defined by 
automation, remote collaboration, and platform-based work.

AI adoption is widespread, with 86% of businesses surveyed 
are integrating AI into operations, recruitment, and customer 
service. In a global survey of more than 11,000 executives 
across over 1,000 companies, spanning 22 industries and 55 
economies and representing more than 14 million workers, 
employers assessed the impact of macrotrends on their 
operations and workforce strategies. Among technology related 
trends, AI and information processing technologies were 
identified as the most transformative, with 86% of respondents 
indicating these technologies would significantly reshape their 
organisations by 2030. 

Global workforce and skills trends
This research examines the predicted shift in global workforce skill priorities by 2030 across the targeted sectors, drawing on analysis from the World 
Economic Forum and applying an Aotearoa New Zealand specific economic, policy, and workforce context.

By 2030, 22% of 
current jobs are 
projected to be 
disrupted globally, 
with 170 million new 
roles created and 92 
million displaced 
т resulting in a net 
gain of 78 million jobs.
(World Economic Forum, 
Future of Jobs Report 2025)
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Digital infrastructure is also considered a major force, 
influencing how work is accessed, delivered, and monitored. 
The Future of Jobs Report 2025 found that 60% of employers 
expect broadening digital access to be the most transformative 
macrotrend shaping industries by 2030. This includes the 
expansion of connectivity, cloud platforms, and digital tools 
that enable remote work, real time collaboration, and 
decentralised operations. These technologies are redefining 
how organisations structure their workforce and deliver 
services. 

Automation is shifting demand from manual labour to technical 
and analytical roles, particularly in manufacturing, logistics, 
and services. For example, automation technologies are being 
adopted to speed up manufacturing processes and stretch 
scarce talent, especially in response to global labour 
shortages. It is estimated that by 2025, automation and related 
technologies will create at least 12 million more jobs than they

eliminate, with many of these new roles requiring technical and 
analytical skills.  

Skills evolution and lifelong learning

The pace of change has reduced relative demand for many 
traditional skill sets. Employers are prioritising upskilling and 
reskilling to bridge talent gaps and future-proof their workforce. 
Skill instability is high, with 39% of current skills projected to be 
disrupted or outdated by 2030. It underscores the urgency for 
reskilling and upskilling initiatives to keep pace with shifting 
skill relevance. 

Global findings highlight a marked shift in employer priorities, 
with growing emphasis on digital, cognitive, and interpersonal 
capabilities over manual or routine tasks. Skills such as AI and 
big data, cybersecurity, and creative thinking are becoming 
increasingly valued, while physical dexterity and repetitive 
functions are declining in relevance. At the same time,

sustainability and adaptability are emerging as critical skills, 
reflecting broader changes in technology adoption, workplace 
models, and climate conscious business strategies. 

Key implications for organisations include:

Å Digital first mindset т AI, data literacy, and cybersecurity 
are no longer niche, they are core capabilities across roles. 

Å Human-centric skills matter т Creative thinking, 
leadership, and adaptability remain critical, especially as 
technology amplifies the need for problem solving and 
collaboration. 

Å Sustainability as a skill т The rise of environmental 
stewardship are becoming mainstream business priorities. 

Å Continuous learning culture т With nearly 40% of skills in 
flux, organisations are advised to embed lifelong learning 
into their workforce strategies. 

Vocational education must integrate human-centric skills and a digital first mindset alongside core technical competencies. In an era of rapid change 
and disruption, this approach will equip learners with a broad, resilient skill set that remains relevant across multiple industries. To support future 
workforce strategies, industry, VET providers, and learners must embrace a culture of continuous and lifelong learning.

Photo: Saturn V Rocket, Johnson Space Centre, Houston, Texas
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Shifting skill priorities in the industry sectors

Global industries such as advanced manufacturing, consumer 
goods production, automotive and aerospace, supply chain 
and transportation, mining and quarrying, and oil and gas 
extraction are undergoing a significant reshaping of skill 
priorities between 2025 and 2030. While some capabilities 
maintain their dominance, others rise sharply or decline as 
technology, sustainability and new operating models transform 
these sectors.

Four key dynamics emerge: 

Å Core enduring skills (top right) т Skills that remain highly 
important now and in the future. These include resilience, 
flexibility and agility, analytical thinking, creative thinking, 
technological literacy, and leadership and social influence. 
These capabilities underpin adaptability and innovation 
across all sectors.

Å Declining relevance skills (top left) т These are skills that 
are important today but are expected to lose prominence by 
2030. Only resource management and operations, and 
quality control skills fall into this category. 

Å Emerging priority skills (bottom right) т Skills that rise 
sharply in importance by 2030. These include AI and big 
data, networks and cybersecurity, and environmental 
stewardship, likely driven by digital transformation and 
sustainability imperatives.

Å Low impact skills (bottom left) т Skills that remain 
relatively lower in importance, such as global citizenship, 
multilingualism, and marketing and media. While relevant in 
niche contexts, they are unlikely going to drive workforce 
transformation at scale.

.

Shifting skill priorities
Core skills expected to remain highly important include resilience, flexibility and agility, analytical thinking, creative thinking, technological literacy, and 
leadership and social influence. These underpin adaptability and innovation across sectors.

Source: WEF, Deloitte Analysis 
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Critical skills between 2025 and 2030

Resilience, flexibility and agility remains the top priority in 
both periods, underscoring the need for adaptability. However, 
AI and big data will be the second priority within the top 10 
skills by 2030, signalling its critical role in future operations. 
Technological literacy will be the third priority, while systems 
thinking will emerge as a top 10 priority by 2030.

Three skills show the sharpest rise in importance:

Å AI and big data

Å Networks and cybersecurity

Å Environmental stewardship.

Conversely, the skills that are relatively less relevant are:

Å Resource management and operations

Å Quality control

Å Reading, writing and mathematics.

These shifts reflect global trends, driven by the twin 
imperatives of digital transformation and sustainability, as well 
as the impact of automation on routine and operational tasks. 
However, from a New Zealand perspective, these skills remain 
important and continue to play a vital role in the workforce.

Understanding these changes is about anticipating, not 
reacting. Lifelong learning will be central to preparing for 

emerging technologies, sustainability goals and new operating 
models. By embedding continuous learning into workforce 
strategies, New Zealand can shape a resilient, future ready 
workforce rather than respond to disruption.

Human-centric skills will become increasingly important. Demand for AI and big data skills are expected to exhibit the fastest growth to 2030. 
It is expected that analytic skills to remain important to interface with and validate AI supported outputs. 

Top 10 in-demand and important skills in 2025 globally:

Ranking Skill

1 Resilience, flexibility and agility

2 Analytical thinking

3 Leadership and social influence

4 Creative thinking

5 Motivation and self-awareness

6 Technological literacy

7 Resource management and operations

8 Curiosity and lifelong learning

9 Talent management

10 Empathy and active listening

Top 10 in-demand and important skills by 2030 globally:

Ranking Skill

1 Resilience, flexibility and agility (1)

2 AI and big data (14)

3 Technological literacy (6)

4 Creative thinking (4)

5 Analytical thinking (2)

6 Leadership and social influence (3)

7 Talent management (9)

8 Motivation and self-awareness (5)

9 Curiosity and lifelong learning (8)

10 Systems thinking (11)

Top 3 skills that are rising in demand and importance 
between 2025 and 2030 globally:

Ranking Skill

1 AI and big data

2 Networks and cybersecurity

3 Environmental stewardship

Top 3 skills that may have relatively lower impact 
between 2025 and 2030 globally:

Ranking Skill

1 Resource management and operations

2 Quality control

3 Reading, writing and mathematics

Source: Deloitte derived analysis Source: Deloitte derived analysisSource: Deloitte derived analysis

Human-centric 
skills endure. 
AI and big data 
accelerate.
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Skills based hiring

Organisations are moving away from qualification centric 
recruitment towards skills based hiring. This approach 
prioritises competencies over degree based, formal 
qualifications, or years of experience, enabling employers to 
build agile, adaptable workforces and support internal mobility. 
Candidates are increasingly assessed through skills tests, 
micro-credentials and experiential learning rather than formal 
qualification.  

Workforce structure becomes fluid and decentralised

Work is shifting towards more adaptive, distributed models. 
Decentralised offices and remote work have become the norm, 
dismantling rigid hierarchies in favour of autonomous 
structures that enable faster decision making and greater 
engagement. 

Implications for VET include:

Å Embedding self management, digital collaboration and 
remote communication into curricula.

Å Prioritising critical thinking, problem solving and adaptive 
learning for autonomy.

Å Ensuring proficiency in cloud tools, cybersecurity and AI 
platforms.

Å Supporting flexible learning pathways such as micro-
credentials and recognition of prior learning.

Å Fostering resilience and lifelong learning as core 
competencies. 

Hybrid work becomes the new standard

Hybrid work is now common for design, planning and research 
and development (R&D) roles, with 80% of remote-capable 
employees expecting long term flexibility. 

While core operational roles in manufacturing, mining and 
quarrying, and oil and gas extraction require on-site presence 
for safety and production, hybrid models are increasingly 
relevant for knowledge-based and technical functions across 
these sectors:

Å Manufacturing т Hybrid work could apply to roles in 
product design, process engineering and supply chain 
planning, supported by digital collaboration tools and 
virtual simulation platforms.

Å Engineering т Design and analysis tasks can potentially be 
performed remotely using computer aided design (CAD) 
software and cloud-based project management systems, 
enabling global collaboration.

Å Automotive т Research and development, Fleet Data 
Managers and Simulation and Virtual Testing Engineer roles 
could operate in hybrid models, especially as vehicles 
become more digitally integrated. 

Å Logistics т Planning, scheduling and inventory 
management functions are better suited to hybrid 
arrangements, leveraging real time data and digital 
dashboards.

Å Mining and quarrying, and oil and gas extraction and 
wholesaling т While field operations remain site 
dependent, hybrid work is feasible for geospatial analysis, 
environmental compliance and project planning teams 
using remote sensing and digital modelling tools.

Implications for VET and workforce development

Hybrid work requires proficiency in digital communication, 
collaboration platforms and self-management. Training 
frameworks should integrate these competencies alongside 
technical skills to prepare learners for distributed work 
environments. Flexible learning pathways such as micro-
credentials and blended delivery models could be effective to 
support upskilling without disrupting employment.

Photo: D&H Steel, New Zealand
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Gig and freelance work reshape employment models

The rise of gig and freelance work is significantly transforming 
workforce structures and employment models worldwide, and 
and it may only be a matter of time before New Zealand 
experiences this shift at scale. Organisations are increasingly 
ċĬŸƓƣŔŰŊШљũŔƕƨŔĬШƽŸƖťŉŸƖĦĲњШƚƣƖċƣĲŊŔĲƚШƣőċƣШĤũĲŰĬШŉƨũũШƣŔůĲШ
employees with freelancers and contractors, particularly in 
tech, logistics and creative sectors.

In New Zealand, this trend is emerging through the growing 
use of digital contracting platforms (such as DocuSign and 
Adobe Acrobat Sign), the reliance on gig workers in transport 
and delivery services, and the increasing engagement of 
contractors in IT and professional services.

This shift demands new approaches to VET that:

Å Equip workers for project based careers and specialised 
skills.

Å Provide flexible learning pathways such as 
micro credentials and short courses.

Å Ensure fair working conditions and platform equity to 
mitigate precarity.

Flexible work arrangements make it possible for individuals to 
adjust their schedules around learning commitments, 
highlighting the need for modular, on demand education 
formats that allow workers to upskill without interrupting 
income.

Project based careers and specialised skills

Traditional full time employment is no longer the default. 
Increasingly, individuals engage in multiple projects across 

various clients and platforms, requiring workforce 
development strategies that emphasise:

Å High value, specialised capabilities in digital, logistics and 
creative sectors.

Å Technical expertise, problem solving and innovation as 
essential attributes for success in dynamic, project driven 
environments. 

In New Zealand, this is particularly relevant for retrofit projects 
and large scale logistics operations, where contractors and 
project specialists are engaged for short term, highly skilled 
tasks.

Flexible learning pathways

Micro-credentials, short courses and recognition of prior 
learning are critical for supporting on-demand workers. These 
modular formats enable individuals to build targeted expertise 
aligned with evolving industry needs. Industry research shows 
micro-credentials enhance employability, reduce training 
costs and support continuous development, particularly 
valuable in fast changing labour markets where traditional 
education models struggle to keep pace. 

Distributed teams and global collaboration

Digital disruption has made it easier for teams to work across 
locations and time zones. Tools such as video conferencing, 
shared online documents and digital project boards enable 
seamless collaboration. This shift requires new skill sets, 
digital collaboration, cross-cultural communication and 
remote project management, which should be integrated into 
VET programmes to prepare individuals for globally 
connected, tech-enabled work environments.
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Economic and demographic pressures

Macroeconomic factors such as inflation, high interest rates 
and market volatility are influencing workforce strategies, with 
50% of employers expecting these conditions to transform their 
business. Global economic fragmentation is prompting 
reshoring and offshoring strategies, affecting global talent 
mobility and trade. 

At the same time, demographic shifts are creating labour 
shortages. Lower birth rates, longer life expectancy and 
retirement of older workers are reducing the working age 
population, particularly in industrial sectors such as 
manufacturing, engineering, automotive, logistics, mining and 
quarrying, and oil and gas extraction. This intensifies 
competition for skilled labour and increases reliance on 
automation and digital technologies to maintain productivity. 
VET systems will be required to respond by accelerating 
upskilling for younger workers and reskilling older ones. 

Generational influences reshape workforce development

Generation Z (Gen Z) is overtaking Baby Boomers in workforce 
numbers. By 2034, Millennials, Gen Z and the first Gen Alphas 
will make up 80% of the workforce in advanced economies. 

Gen Z brings distinct expectations around flexibility, purpose 
and continuous development. They value authentic leadership, 
inclusive culture and meaningful work, and are less willing to 
compromise on these values than previous generations.

This shift is prompting organisations to redesign workforce 
development strategies to include:

Å Personalised learning pathways tailored to individual career 
goals.

Å Tech-enabled environments that support digital 
collaboration and innovation.

Å Multi-generational collaboration to leverage diverse 
perspectives.

Employers that adapt to these expectations are more likely to 
attract and retain top talent, foster innovation and build 
resilient, future ready teams. 

Sustainability and green transition

Climate change mitigation and adaptation are among the most 
transformative trends. 47% of employers expect climate 
mitigation to reshape their business within five years. 

 

New skills and roles are emerging in areas such as sustainable 
engineering, green logistics, low emissions manufacturing and 
environmental compliance. To meet these demands, 
companies are investing heavily in reskilling and upskilling 
employees to:

Å Work with green technologies

Å Adopt circular economy practices

Å Contribute to climate-resilient infrastructure.

VET systems are adapting with updated curricula that include 
climate literacy, energy transition skills and sustainability 
focused certifications. In sectors such as mining and quarrying, 
oil and gas extraction, climate adaptation strategies are driving 
investment in renewable energy education.    

Sustainability is of relatively greater importance in a New 
üĲċũċŰĬШĦŸŰƣĲǂƣЯШŊŔƻĲŰШŸƨƖШĲĦŸŰŸůǃќƚШƖĲũŔċŰĦĲШŸŰШƣőĲШ
agricultural sector, access to international markets, and 
importance of renewal energy mix and infrastructure.

Demographic shifts are driving labour shortages. VET will need to adapt to upskill younger workers and reskill older ones. 
By 2034, Millennials, Gen Z and the first Gen Alphas will make up 80% of the workforce in advanced economies. 

NZ Employment Count (000s) (7 March 2023)

Gen Z Millennial Gen X Baby Boomers Silent
474 896 801 432 21

Gen Z
Born 1997-2012

Millennial
Born 1981-1996

Gen X
Born 1965-1980

Baby Boomers
Born 1946-1964

Silent
Born 1928-1945

Source: Deloitte estimates from Stats NZ employment data and 2023 
Census Data; *silent includes those born before 1928

Gen Z and Millennials 
make up over half of the 
workforce in New 
Zealand and are driving 
workforce design.
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Workplace culture and opportunity

Organisations are increasingly prioritising workplace culture 
as a strategic imperative. Companies that intentionally 
leverage culture see measurable benefits. A workplace 
cultural trend analysis suggests an engaged workforce leads 
to significant advantages, including: 

Å 84% lower likelihood of burnout

Å 30% less chance of resigning

Å 7 times more likely to deliver good work.

]ċũũƨƓќƚШState of the Global Workplace 2025 reports that 77% 
of employees in Australia and New Zealand are not engaged or 
actively disengaged, and 42% of employees are intending to 
leave their current job. The challenge is urgent, and fostering a 
positive workplace culture can help address these issues by 
improving engagement, retention, and productivity. 

Globally, workplace culture is being reshaped by technology 
adoption, demographic shifts, and sustainability pressures. 
Organisations are embedding culture into strategies for talent 
attraction and retention, recognising that culture is no longer a 
soft metric but a competitive advantage. For example, 
manufacturers are facing a critical skills gap as automation 
and advanced technologies accelerate. Deloitte and the 
Manufacturing Institute in the United States estimate that 3.8 
million new manufacturing jobs will be needed by 2033, and 
nearly half could go unfilled without significant reskilling and 
workforce development initiatives. Organisations are investing 
in upskilling and partnerships with education providers to 
attract diverse workforce such as younger talent to fill gaps. 

Similar trends are evident across world, with McKinsey noting 

that the top 25% of companies with the highest diversity in 
leadership are 35% more likely to financially outperform 
companies in the bottom 25%. Mining companies are 
reporting measurable gains in safety and productivity through 
strong cultural frameworks, while Indigenous engagement 
programmes strengthen trust and deliver economic benefits. 

The common trend across sectors is clear. Workplace culture 
drives innovation, resilience, and long term performance. 
Organisations that align culture with technology, 
sustainability, and workforce development are better 
positioned to navigate talent shortages and global disruption.

Employee wellbeing

Mental health and wellbeing are now core to talent attraction 
and retention, with 64% of employers prioritising wellbeing 
strategies. Poor working environments, including excessive 
workloads, low job control and job insecurity, pose significant 
risks to mental health, especially in physically demanding 
sectors such as manufacturing, logistics and mining and 
quarrying. 

The Word Health Organisation estimates that 12 billion 
working days are lost annually due to depression and anxiety, 
costing the global economy US$1 trillion per year (~NZ$1.75 
trillion). OECD data shows mental illness significantly reduces 
labour supply and contributes to high rates of sickness 
absence, with over 70% of new disability claims among young 
adults linked to ill mental health. Gallup (2025) reported that 
43% of New Zealand employees are feeling stressed with this 
problem being even more prominent at 50% in Australia. 

Industry specific mental health strategies are essential to 
improve retention and productivity.

Industry image

Photo: DNA 1st Solution, New Zealand
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Global VET sector trends

Vocational education and educational systems worldwide are 
adapting to meet the demands of rapidly changing labour 
markets. This transformation is characterised by deeper 

industry collaboration, technology driven learning, 
sustainability focused training, and inclusive policies that 
expand access for diverse learners. Countries are also 
introducing flexible pathways and aligning qualifications 
internationally to support mobility and lifelong learning.

Based on a quick scan of the literature, the table below 
illustrates key trends shaping global VET or Technical and VET 
(TVET) systems, with examples of how different countries are 
implementing these strategies to build future ready workforces.

Global VET sectors
Globally, VET systems are evolving to incorporate industry partnerships, work-based learning, technology integration, green skills training, equity and 
inclusion, transnational alignment, and flexible pathways as strategies to address talent shortages and industry demand.

Trend Country examples (not an exhaustive list) Key highlights

Industry partnerships 
Strong collaboration between education providers and employers 
ensures curricula remain aligned with real world job requirements

Å Germany т Dual system with chambers of commerce
Å Switzerland  т Employers co-develop curriculum
Å Australia  т Industry Reference Committees shape training packages
Å India т Public-private partnerships in skill development
Å Philippines т Industry boards guide TVET curriculum under Technical Education and Skills Development Authority 

Employers are directly involved in 
curriculum design and delivery to 
ensure alignment with labour 
market needs.

Work-based learning 
Apprenticeships and co-op placements are increasingly embedded 
in vocational programmes to provide practical experience.

Å Austria  т Apprenticeships integrated into upper secondary
Å England т Apprenticeships in healthcare and finance
Å USA т Sector specific apprenticeships in Maryland and South Carolina
Å China т School enterprise cooperation models
Å South Africa т Learnerships combining work experience and education

Combines classroom learning with 
structured workplace learning, 
often leading to recognised 
qualifications.

Technology integration 
Virtual reality, AI driven platforms, and digital simulations are being 
used to enhance learning.

Å Finland  т AI powered adaptive learning
Å Korea т Virtual reality (VR) simulations in technical training
Å Netherlands  т AI early warning systems for withdrawal prevention
Å Singapore т Smart classrooms using IoT technologies
Å Sri Lanka т National e-learning portal for TVET

Use of digital tools such as AI and 
VR to personalise learning and 
enhance engagement in VET.

Green skills training 
Sustainability is a growing focus, with many programmes 
incorporating skills relevant to the green economy.

Å France т ENEDIS trains in renewable energy
Å Sweden т Green building certifications
Å Slovakia  т Green digital skills via Digital Coalition
Å Kenya т Solar energy technician training programs
Å Vietnam т Green construction and energy efficiency training

VET programmes are embedding 
sustainability and green economy 
skills to support climate goals.

Flexible pathways 
Online, hybrid, and modular formats are expanding access and 
supporting lifelong learning.

Å Ireland  т Modular VET with micro-credentials
Å Norway т Recognition of prior learning
Å Australia  т Online/hybrid delivery for remote learners
Å Norway т Recognition of prior learning
Å Australia т Online/hybrid delivery for remote learners

Learners can access VET through 
modular, online, or hybrid formats, 
supporting lifelong learning and 
upskilling.

Equity and inclusion 
Many countries are implementing policies to improve access for 
disadvantaged groups, including scholarships and gender-focused 
initiatives.

Å Canada т Scholarships for Indigenous learners
Å Mexico  т Inclusive curriculum for learners with disabilities
Å South Africa т VET access programmes for disadvantaged youth 

Policies and programmes aim to 
improve access and outcomes for 
underrepresented groups in VET.

Transnational alignment 
Institutions are aligning with global standards through accreditation, 
curriculum updates, and international networking opportunities

Å Germany т EU wide credential recognition
Å France т Alignment with European Qualifications Framework 
Å Thailand т ASEAN Mutual Recognition Arrangements in VET

VET systems are aligning with 
international frameworks to 
support mobility and global 
workforce readiness.
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New Zealand market context
Macroeconomic, unemployment, 
migration, and labour market
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Labour markets and VET systems are transforming worldwide, 
setting new benchmarks for flexibility, industry alignment and 
inclusivity. These changes are not abstract. They have direct 
implications for New Zealand. Global forces such as 
technological disruption, sustainability imperatives and 
demographic shifts are reshaping the way work is organised 
and the skills employers need.

New Zealand faces similar pressures, but within its own 
economic and policy environment. The country is navigating a 
complex mix of challenges and opportunities. Economic 
growth has slowed, and labour market conditions are 
softening. At the same time, headline inflation has eased and 

ƖĲůċŔŰƚШƽŔƣőŔŰШƣőĲШÅĲƚĲƖƻĲШ7ċŰťќƚШƣċƖŊĲƣШĤċŰĬЯШċũƣőŸƨŊőШĦũŸƚĲШ
to the upper end. These dynamics create uncertainty for 
businesses, workers and policymakers, reinforcing the need for 
a skills and education system that can respond quickly and 
effectively.

This is particularly important for sectors such as 
manufacturing, engineering, automotive, logistics, mining and 
quarrying, oil and gas extraction, which are central to New 
üĲċũċŰĬќƚШĲĦŸŰŸůǃЮШÑőĲƚĲШŔŰĬƨƚƣƖŔĲƚШĬŸШŰŸƣШŸƓĲƖċƣĲШŔŰШ
isolation, they are deeply interconnected through supply 
chains, shared technologies, and workforce requirements. For 
example, advances in manufacturing automation influence 

logistics operations, while engineering expertise underpins 
both automotive innovation and infrastructure project.

These industries are experiencing structural shifts driven by 
automation, sustainability requirements and global supply 
chain changes. Ensuring that vocational education aligns with 
ƣőĲƚĲШƚĲĦƣŸƖƚќШĲƻŸũƻŔŰŊШŰĲĲĬƚШƽŔũũШĤĲШĦƖŔƣŔĦċũШŉŸƖШůċŔŰƣċŔŰŔŰŊШ
competitiveness and supporting future growth.

ÑőŔƚШƚĲĦƣŔŸŰШĲǂċůŔŰĲƚШ ĲƽШüĲċũċŰĬќƚШĲĦŸŰŸůŔĦШƓĲƖŉŸƖůċŰĦĲЯШ
labour market trends and migration patterns to provide 
essential context for the VET reforms that follow.

Economic and labour market outlook
The labour market in Aotearoa is affected by global forces such as technology disruption, demographic shifts, in the context of a slow post-COVID 
economic recovery. The New Zealand policy environment is also undergoing significant change.

Photo: Auckland city, New Zealand
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Monetary policy and inflation

Following a period of contractionary monetary policy aimed at 
curbing inflation after the COVID-19 recovery, the Reserve Bank 
has cut the Official Cash Rate (OCR) in almost every Monetary 
Policy Statement since August 2024. These cuts take 12 to 18 
months to flow through the economy, partly because most 
mortgages are fixed rather than floating.

fŰŉũċƣŔŸŰШőċƚШƖĲƣƨƖŰĲĬШƣŸШƣőĲШÅĲƚĲƖƻĲШ7ċŰťќƚШΝӖШƣŸШΟӖШƣċƖŊĲƣШ
band after peaking at 7.3% during the pandemic, paving the 
way for further interest rate cuts. The adjacent chart shows 
inflation broadly stable within the target band until the 
pandemic, followed by a sharp spike and subsequent decline. 
OCR adjustments have been significant, with a 525-basis point 
rise to curb inflation and a 300-basis point cut between July 
2024 and October 2025.

Although inflation is under control, it remains near the upper 
limit of the target band. Non-tradeable price growth continues 
to be sticky, and global trade uncertainty, may put pressure on 
tradeable inflation. Utilities, especially electricity, have 
contributed significantly to cost-of-living pressures, with prices 
up 11.3% year-on-year. Since 2021, CPI has increased 22%, 
while the Labour Cost Index has grown only 16%, squeezing 
household budgets.

The inflation outlook is broadly positive, with spare capacity 
expected to bring inflation closer to the mid point of the target 
band by 2026.

Source: Stats NZ, Deloitte Access Economics
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ÑőĲШƣƖċŢĲĦƣŸƖǃШŸŉШ ĲƽШüĲċũċŰĬќƚШĲĦŸŰŸůŔĦШƖĲĦŸƻĲƖǃ

§ƻĲƖċũũЯШ ĲƽШüĲċũċŰĬќƚШĲĦŸŰŸůŔĦШƖĲĦŸƻĲƖǃШƓŸƚƣ-pandemic has 
proven slower than hoped, although green shoots are 
emerging. Continued monetary easing could provide further 
stimulus, supported by relatively stable inflation within the 
ÅĲƚĲƖƻĲШ7ċŰťќƚШƣċƖŊĲƣШƖċŰŊĲЮШcŸƽĲƻĲƖЯШċШƕƨŔĦťШƖĲĦŸƻĲƖǃШŔƚШŉċƖШ
from guaranteed. As domestic conditions gradually improve, 
offshore uncertainties continue to pose downside risks.

New Zealand economic growth

?ĲƚƓŔƣĲШĦƨƣƚШƣŸШƣőĲШ§9ÅЯШ ĲƽШüĲċũċŰĬќƚШĲĦŸŰŸůŔĦШƖĲĦŸƻĲƖǃШ
has been muted. Gross Domestic Product (GDP) contracted by 
0.9% in quarter 2 of 2025, marking three consecutive quarters 
of negative annualised growth. Manufacturing output fell 3.5%, 
mining and quarrying 4.1%, continuing its retreat from earlier 
highs.

Flat and slow economic growth and geopolitical risks create an 
unfriendly backdrop for monetary policy, and New Zealand 
continues to lag other small developed economies. The bottom 
chart uses Stats NZ data to show the economy losing 
momentum gained immediately after the pandemic.

Consistent OCR cuts have not yet delivered relief for sectors 
such as mining and quarrying, and manufacturing. Whether 
continued easing, enabled by stable inflation, will stimulate 
these sectors remains uncertain.

Source: Stats NZ, Deloitte Access Economics

Source: Stats NZ, Deloitte Access Economics
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While overall GDP has contracted, the impact varies across industries. The following charts illustrate historical trends and forecasts for key sectors as the focus for this research, highlighting where 
recovery may occur and where structural challenges persist.

Rates of GDP growth have varied significantly across the six targeted sectors. 
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Note: Each forecast has been formed using a sector-derived regression 
ĲƕƨċƣŔŸŰЯШċŰĬШőċƚШĤĲĲŰШƓƖŸŢĲĦƣĲĬШƨƚŔŰŊШ?ĲũŸŔƣƣĲќƚШŔŰ-house 
Macroeconomic forecasting model DAE-MACRO. The GDP figures 
presented are in real terms and are in 2009/10 prices.
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The sectoral definitions are aligned with those outlined within the Hanga-Aro-Rau legislation, so the GDP figures presented 
may not align with publicly available GDP figures for sectors under the ANZSIC06 sectoral definition. The Engineering sector 
GDP has been estimated using only engineering related New Zealand Standard Industrial Classification (ANZSIC) codes, 
though the Hanga-Aro-Rau legislation defines it using both Australian and ANZSIC and Australian and New Zealand 
Standard Classification of Occupations (ANZSCO) codes, meaning some occupations may be not be included in our 
estimation. 

Source: Stats NZ, Deloitte Access Economics Source: Stats NZ, Deloitte Access Economics Source: Stats NZ, Deloitte Access Economics

Source: Stats NZ, Deloitte Access EconomicsSource: Stats NZ, Deloitte Access EconomicsSource: Stats NZ, Deloitte Access Economics
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Labour market conditions

 ĲƽШüĲċũċŰĬќƚШũċĤŸƨƖШůċƖťĲƣШőċƚШƽĲċťĲŰĲĬШŰŸƣċĤũǃШƚŔŰĦĲШƣőĲШƓŸƚƣ-COVID recovery. 
Unemployment has climbed steadily from its pandemic low of 3.2% to the current 5.2%. This trend 
is mirrored in other measures of employment, including the underutilisation rate, which captures 
both unemployment and underemployment (people working fewer hours than they are willing and 
able to). Underutilisation has risen from 9.0% in September 2022 to 12.8% in June 2025.

Job market trends and hiring activity

Online job advertisements have dropped from their 2021 peak, reflecting subdued hiring activity 
across key industries such as manufacturing and construction. While there are signs of recent 
stabilisation, job seekers are facing tougher conditions. 
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Migration and arrivals trends

Net migration into New Zealand has slowed in recent months 
(first chart), driven by a decline in permanent and long term 
arrivals (second chart). The pace of net migration has eased 
from the highs seen in early 2023 and early 2024, with recent 
data showing a noticeable drop in arrivals across key visa 
categories. This is demonstrated in the first chart, with the net 
migration line trending at lower levels compared with the five 
years prior to the pandemic. While net migration remains 
positive, it is no longer providing the same boost to population 
growth, domestic demand, or housing activity.

After a sharp rebound in migration following COVID-19, New 
Zealand is now experiencing a slowdown in permanent and 
long term arrivals. As demonstrated in the second chart, 
arrivals for key visa categories ease, population growth is 
moderating, with implications for labour supply and economic 
activity across key sectors.

New Zealand has also seen a growing outflow of New 
Zealanders to Australia, where economic conditions are 
ĦŸůƓċƖċƣŔƻĲũǃШůŸƖĲШŉċƻŸƨƖċĤũĲЮШ ƨƚƣƖċũŔċќƚШƚƣƖŸŰŊĲƖШũċĤŸƨƖШ
market, higher wages, and lower cost of living are a key driver of 
trans-Tasman migration.

This trend is particularly significant given the historical role of 
ŰĲƣШůŔŊƖċƣŔŸŰШŔŰШƚƨƓƓŸƖƣŔŰŊШ ĲƽШüĲċũċŰĬќƚШƽŸƖťŉŸƖĦĲШċŰĬШ
consumer base. As permanent and long term arrivals decline 
and departures rise, the implications for labour supply and 
economic growth may become more pronounced, especially in 
sectors that rely heavily on migrant workers. 
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The pace of net migration has slowed from its post-COVID peak and the upward trend seen between 2015 and 2020.
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Labour market outlook

Labour market pressures are unfolding alongside global trends 
and local challenges. The New Zealand economy recently 
entered a technical recession, with output contracting and 
unemployment continuing to rise. Employers and educators 
are responding to post-pandemic realities, climate imperatives 
and rapid technological change, while also navigating domestic 
challenges such as system reforms, demographic shifts and 
evolving government priorities. 

Employers and educators are rethinking talent strategies to 
ensure the workforce remains competitive, resilient and 
ŔŰĦũƨƚŔƻĲЮШÑőŔƚШċũŔŊŰƚШƽŔƣőШƣőĲШ]ŸƻĲƖŰůĲŰƣќƚШŉŸĦƨƚШŸŰ

developing a world class skills and education system, one that
equips individuals with strong foundations in literacy, 
numeracy and learning skills, supports diverse pathways into 
employment and responds to the needs of business and the 
wider economy. 

The Going for Growth: Developing Talent Update (2025) report 
by The Ministry of Business, Innovation and Employment (MBIE) 
outlines key actions to address:

Å Engaging with business to align education and training 
with workforce needs.

Å Creating a more responsive VET system, including the 
reestablishing of polytechnics, and the new ISBs.

Å Adjusting immigration settings to attract and retain skilled 
migrants.

Å Supporting employment through targeted initiatives for 
job seekers .

Å Returning vocational education decision making to 
regions to better serve local needs.

ÑőĲƚĲШůĲċƚƨƖĲƚШƖĲŉũĲĦƣШƣőĲШ]ŸƻĲƖŰůĲŰƣќƚШĦŸůůŔƣůĲŰƣШƣŸШ
building a future focused skills and education system that 
supports long term economic resilience. Aligning education 
with business needs and investing in inclusive, high quality 
training opportunities, aims to attract, retain and grow the 
talent needed for sustained growth and national prosperity. 

Photo: Prolife Foods, New Zealand
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New Zealand policy context
VET sector reform and skill standards
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New Zealand VET system

EċĦőШǃĲċƖЯШŸƻĲƖШΞΠΜЯΜΜΜШũĲċƖŰĲƖƚШĲŰŊċŊĲШƽŔƣőШ ĲƽШüĲċũċŰĬќƚШ
vocational education and education system. This system is 
continually evolving, shaped by a complex mix of global forces 
and shifting national priorities. The pace of technological 
advancement, climate imperatives, demographic shifts and 
changing workforce expectations are fundamentally altering 
the skills landscape, the structure of work, and the way 
education is delivered and valued. At the same time, New 
üĲċũċŰĬќƚШƓŸũŔĦǃШĲŰƻŔƖŸŰůĲŰƣШŔƚШƨŰĬĲƖŊŸŔŰŊШƚŔŊŰŔŉŔĦċŰƣШ
transformation, with system reforms, new government 
priorities and sector restructuring all influencing the direction 
of VET. 

Policy and system transformation

ÑőĲШ ĲƽШüĲċũċŰĬќƚШéEÑШƚǃƚƣĲůШŔƚШƨŰĬĲƖŊŸŔŰŊШůċŢŸƖШĦőċŰŊĲƚШċƚШ
part of a broader policy and system overhaul. Te ÂƷťĲŰŊċ and 
the Workforce Development Councils are in the process of 
being disestablished. In their place, ten regional polytechnics 
and eight new ISBs will be established. These changes aim to:

Å Restore regional decision making

Å Strengthen industry leadership

Å Improve alignment between training and workforce needs.

ÑőĲШƖĲŉŸƖůƚШċƖĲШƓċƖƣШŸŉШƣőĲШ]ŸƻĲƖŰůĲŰƣќƚШĤƖŸċĬĲƖШљ]ŸŔŰŊШŉŸƖШ
]ƖŸƽƣőњШƚƣƖċƣĲŊǃШċŰĬШċƖĲШƣċťŔŰŊШƓũċĦĲШċůŔĬШĲĦŸŰŸůŔĦШ
uncertainty, inflationary pressures, and tighter immigration 
settings.

egislative  and structural changes

The Education and Training ( VET System) Amendment Act 
2025, which was introduced in May 2025 and enacted on 20 
October 2025, underpins the reforms. It includes:

Å Disestablishment of Te ÂƷťĲŰŊċ and the six WDCs. Re-
establishment of institutes of technology and polytechnics 
(ITPs).

Å Creation of ISBs to lead standards setting, programme 
endorsement and assessment moderation.

Å Temporary oversight of work-based learning by ISBs during 
a two year transition (2026 to 2027).The Act passed its third 
reading on 15 October 2025 and received Royal Assent on 
20 October 2025. 

Work-based learning transition

Tertiary Education Commission (TEC) confirms that from 2026, 
work-based learning divisions of Te ÂƷťĲŰŊċ will transfer to 
ISBs for up to two years. During this period, ISBs will manage 
standards setting and quality assurance while delivery 
ŊƖċĬƨċũũǃШůŸƻĲƚШƣŸШƓƖŸƻŔĬĲƖƚШƚƨĦőШċƚШƓŸũǃƣĲĦőŰŔĦƚЯШƽĝŰċŰŊċШ

and private training establishments (PTEs). 

The Ministry of Education states that this transition is part of 
the Education and Training (VET System) Amendment Act 2025, 
which supports continuity for apprenticeships and traineeships 
while the new system structure is implemented. 

TEC guidance confirms that ISBs will temporarily manage work-
based learning functions, including programme endorsement 
and quality assurance, before handing responsibility back to 
providers by 2028. This occurs on the back of a major reform, 
signalling widescale change and continued disruption across 
the VET system.

Policy and system transformation
EċĦőШǃĲċƖЯШŸƻĲƖШΞΠΜЯΜΜΜШũĲċƖŰĲƖƚШƓċƖƣŔĦŔƓċƣĲШŔŰШ ĲƽШüĲċũċŰĬќƚШéEÑШƚǃƚƣĲůЮШÑőĲШéEÑШƓŸũŔĦǃШĲŰƻŔƖŸŰůĲŰƣШċŰĬШƚǃƚƣĲůШċƖĲШƨŰĬĲƖŊŸŔŰg significant reform, 
creating an opportunity to modernise and focus on human-centric skills while strengthening engagement with both industry and learners.

Industry-led education.
Better career outcomes.

Source (screenshot): Rocket Lab, New Zealand
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Industry Skills Boards 

The eight ISBs being established in Aotearoa New Zealand 
from 1 January 2026 will each represent a major sector of the 
economy. Their role is to ensure VET is aligned with industry 
needs, particularly in work-based learning.

The eight ISBs and their coverage areas are:

1. Automotive, transport and logistics

2. Construction and specialist trades

3. Food and fibre (including aquaculture)

4. Infrastructure

5. Manufacturing and engineering

6. Services

7. Health and community

8. Electrotechnology and information technology.

The transition will begin in 2026 and continue until the end of 
2027. These boards will:

Å Set vocational education standards

Å Endorse programmes

Å Temporarily manage work-based training (transitioning 
from Te ÂƷťĲŰŊċ) until 2028

Å Be funded through public funding, optional industry levies 
and quality assurance fees.

Each ISB is supported by an Establishment Advisory Group 
(EAG) responsible for ensuring operational readiness by 
January 2026. 

Regional polytechnics

From 1 January 2026, the New Zealand Government is re-
establishing ten regional institutes of technology and 
polytechnics as independent institutions, reversing the 
previous centralisation under Te ÂƷťĲŰŊċ. These ten 
polytechnics are:

1. Ara Institute of Canterbury (Ara)

2. Eastern Institute of Technology (EIT)

3. Nelson Marlborough Institute of Technology (NMIT)

4. Southern Institute of Technology (SIT)

5. Toi Ohomai Institute of Technology

6. Waikato Institute of Technology (Wintec)

7. Unitec Institute of Technology and Manukau Institute of 
Technology (MIT) т merging into a single entity

8. Otago Polytechnic т to stand alone within the new 
federation

9. Universal College of Learning (UCOL) т also to stand 
alone within the federation

10. The Open Polytechnic of New Zealand т to serve as the 
anchor polytechnic of the new federation.

Four ITPs т NorthTec, Western Institute of Technology 
Taranaki, Whitireia/WelTec and Tai Poutini Polytechnic т will 
remain as part of Te ÂƷťĲŰŊċ, and decisions on their future 
viability are expected in the first half of 2026.

Source: Buckley Systems, New Zealand



50© 2025. Deloitte Limited (as trustee for the Deloitte Trading Trust).

Hanga-Aro-Rau | Future skills and industry implications

Skill standards replace unit standards

Since April 2025, WDCs have began transitioning from unit 
standards to skill standards as the foundation of VET. This 
change is designed to modernise qualifications and ensure 
they reflect the practical skills and transferable competencies 
employers need. 

Skill standards will:

Å Form the building blocks of qualifications, micro-
credentials and provider programmes.

Å Embed transferable competencies (including emerging 
human-centric skills) within practical tasks rather than 
listing them as standalone standards.

Å Include clear learning outcomes with action verbs, content 
and context to ensure clarity and consistency.

Å Provide assessment criteria written in plain language to 
describe the required level of performance.

Design principles for standards

Standards will reflect inclusivity, equity, and cultural values 
such as Rangatiratanga (empowerment), Manaakitanga 
(collaboration), and Whanaungatanga (belonging), while 
promoting diversity in language and culture. The Digital 
Assessment Standards System (DASS) will guide the 
development of skill standards, embedding these principles to 
ensure equity, cultural inclusion, and learner success. 

How skill standards will be embedded in DASS

To ensure skill standards are effectively embedded and 
managed within the DASS, the following elements will guide 
the process:

Å Embedding skills in the database т Skill standards will be 
stored in the DASS to make them visible and accessible 
across all sectors. This ensures transferable skills and 
emerging competencies are integrated into qualifications 
rather than treated as separate units.  

Å Transferable competencies т The framework will allow 
human-centric skills (e.g. communication, teamwork) to 
be embedded within practical tasks, not as standalone 
standards.

Å Assessment criteria т Each skill standard will include 
clear, plain language assessment criteria aligned with 
performance expectations. 

Å Governance and process т ISBs will lead the 
development and endorsement of standards, supported by 
NZQA for quality assurance. 

Photo: Juken New Zealand
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New qualification structure for schools

The Government has proposed a major overhaul of New 
üĲċũċŰĬќƚШƚĲĦŸŰĬċƖǃШƚĦőŸŸũШƕƨċũŔŉŔĦċƣŔŸŰШƚǃƚƣĲůЯШƖĲƓũċĦŔŰŊШ
NCEA Levels 1 to 3 with a new structure designed to provide 
clearer pathways and stronger foundational skills.

The new structure includes:

Å Year 11: Foundational skills award т Students will take 
English and Mathematics and sit a new assessment that 
recognises achievement in literacy and numeracy (or te reo 
matatini and ƓĝŰŊċƖċƨ). This replaces NCEA Level 1.

Å Year 12: New Zealand Certificate of Education (NZCE) т 
Replaces NCEA Level 2. Students will take five subjects and 
must pass at least four to attain the certificate.

Å Year 13: New Zealand Advanced Certificate of Education 
(NZACE) т Replaces NCEA Level 3. Students will also take 
five subjects and pass at least four to qualify.

Other key changes:

Å ƚƚĲƚƚůĲŰƣШƽŔũũШƚőŔŉƣШŉƖŸůШљ ĦőŔĲƻĲĬЯШ~ĲƖŔƣЯШEǂĦĲũũĲŰĦĲњШƣŸШ
letter grades (A to E) and clear marks out of 100.

Å A new national curriculum for Years 9 to 13 will provide 
consistency in what students learn and when.

Å Stronger links to vocational pathways will be developed in 
partnership with industry to ensure students gain skills 
relevant to future careers.

The changes will be phased in from 2026, with the Foundational 
Skills Award introduced first, followed by NZCE in 2029 and 
NZACE in 2030.

Photo: Napier Port, New Zealand
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What the reforms mean for industry

The VET reforms represent a significant shift in how training is 
governed, delivered and aligned with workforce needs. For 
industries such as manufacturing, engineering, logistics, 
automotive, mining and quarrying, and oil and gas extraction, 
these changes are designed to create opportunities to 
influence training design, address emerging skill gaps and 
ensure vocational pathways reflect the realities of modern 
work. 

The introduction of ISBs and the move to regional polytechnics 
is designed to create a more agile and responsive training 
system. Qualifications could better reflect sector specific 
needs while maintaining national consistency. For employers 
and providers, this is expected to open opportunities to 
collaborate on programme development, shape standards and 
strengthen the pipeline of skilled workers. 

Clearer pathways from school to employment should improve 
training relevance and enable more coordinated planning 
across regions and sectors. Active industry participation during 
the transition would be key to ensuring practical, high quality 
outcomes that support productivity, innovation and long term 
growth. 

Manufacturing

The manufacturing sector is expected to benefit from more 
targeted and responsive training programmes under the 
reforms. The establishment of a dedicated Manufacturing and 
Engineering ISB is designed to give industry a stronger voice in 
vocational education and work-based learning, ensuring 
qualifications remain aligned with evolving technologies and 
regulatory requirements. Regional polytechnics will continue to 
deliver training that meets local needs, while national 
coordination through the ISB will help maintain consistency in 
standards. Employers may have opportunities to contribute to 
qualifications and programme endorsement processes, 
particularly in areas such as advanced manufacturing, lean 
systems, and sustainability. Work-based learning continuity 
remains critical for manufacturing apprenticeships and other 
VET, and providers will need to manage smooth transitions 
throughout the reform period.

Engineering

Engineering, as a broad and technically demanding field, will 
ŊċŔŰШŉƖŸůШƣőĲШƖĲŉŸƖůƚќШĲůƓőċƚŔƚШŸŰШŔŰĬƨƚƣƖǃШũĲĬШƚƣċŰĬċƖĬƚШċŰĬШ
programme endorsement. The Manufacturing and 
Engineering ISB will ensure that qualifications remain aligned 
with evolving technologies and regulatory requirements. This 
includes areas such as mechanical and environmental 
engineering. The shift to regional delivery may allow for more 
specialised programmes tailored to local infrastructure and 

large scale or specialised projects, while national oversight will 
help maintain professional standards. Work-based learning 
continuity is especially important for engineering 
apprenticeships, and providers will need to ensure smooth 
transitions during the reform period.

Policy implications for the industries
The VET reforms represent a significant shift in how training is governed, delivered and aligned with workforce needs. These changes create 
opportunities to influence training design, address emerging skill gaps and ensure vocational pathways reflect the realities of modern work.

Photo: New Zealand Parliament, Wellington, New Zealand



53© 2025. Deloitte Limited (as trustee for the Deloitte Trading Trust).

Hanga-Aro-Rau | Future skills and industry implications

Mining and quarrying  

The mining and quarrying sector has distinct operational, 
safety, and environmental requirements that demand 
specialised training. Under the VET reforms, mining is 
represented within the Infrastructure ISB , providing a clear 
and dedicated representation to ensure qualifications reflect 
the realities of modern mining and quarrying operations. The 
reforms offer an opportunity to update training to include 
automation, remote operations, and advanced safety 
protocols. Regional polytechnics will play a key role in 
supporting training delivery in mining-intensive areas, while 
national coordination will help maintain consistency in 
standards across different sites and regions. Employers are 
encouraged to engage early with ISBs to ensure their 
workforce needs are reflected in qualification design and 
standards setting. 

Oil and gas extraction

The oil and gas extraction also requires tailored vocational 
education that reflects its regulatory environment and 
operational practices. Similar to mining and quarrying, oil and 
gas extraction is grouped under the Infrastructure ISB , and 
will need distinct consideration due to differences in scale, 
location, and workforce composition. The reforms provide an 
opportunity to modernise training to include environmental 
compliance, machinery operation, and site management. 
Regional delivery will be important for supporting remote and 
rural operations, while ISBs will help ensure qualifications are 
consistent and aligned with industry expectations. 

Logistics

The logistics sector, which includes warehousing, freight, 
supply chain management, and transport operations, will be 
covered by the Automotive, Transport and Logistics ISB . 
This sector has expressed a need for consistent national 
standards due to its cross-regional nature. The reforms offer a 
chance to modernise training to reflect digital supply chain 
systems, automation, and compliance requirements. 
Employers should engage with the ISB to ensure qualifications 
reflect real operational needs, and work with regional 
polytechnics to support local workforce pipelines. Hybrid 
learning models, combining classroom and on-the-job 
training, will be particularly valuable in logistics and should be 
supported during the transition.

Automotive

Automotive trades, including light and heavy vehicle servicing, 
diagnostics, and electric vehicle technologies, should benefit 
from more industry-aligned training. The reforms should allow 
employers to influence the development of qualifications that 
reflect the shift toward electrification, digital diagnostics, and 
sustainability. Regional polytechnics should be able to 
complement and tailor delivery to local workshop and 
dealership needs, while the Automotive, Transport and 
Logistics ISB will ensure national consistency. 
Apprenticeships will continue during the transition, and 
employers should work closely with providers to maintain 
continuity and support learners through evolving training 
models. 

Photo: Precision Autowerk, New Zealand
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Knowing our workforce
Industry workforce overview, 
and skill level trends
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Industry workforce sizes

 ĲƽШüĲċũċŰĬќƚШƽŸƖťŉŸƖĦĲШŔŰĦũƨĬĲĬШċƓƓƖŸǂŔůċƣĲũǃШΞЮΥΥШůŔũũŔŸŰШ
people in employment as of the June 2025 quarter (HLFS 
estimate), according to Stats NZ Labour Market Statistics. The 
labour force participation rate was 70.5%, the employment rate 
stood at 66.8%, and the unemployment rate was 5.2%, 
reflecting a slight increase compared to earlier in the year. 

Over the past decade, the workforce has grown significantly, 
from 2.0 million in 2013 to 2.62 million in 2023 (Census), driven 
by sustained labour market expansion. However, sector level 
trends show diverging trajectories shaped by technology 
adoption, global market dynamics, and evolving skill 
requirements.

Based on New Zealand Census data:

Å Engineering is a growth leader, with employment up 57% 
since 2013 (42,640 to 67,130), reflecting rising demand for 
technical expertise in the industry sectors. 

Å Logistics  grew strongly between 2013 and 2018 but dipped 
slightly by 2023, suggesting efficiency gains from 
automation and digital supply chains. 

Å Manufacturing  remains a major employer but peaked in 
2018 and contracted 7%, driven by structural shifts and 
productivity improvements.

Å Automotive  employment fell after 2018, potentially due to 
technological disruption, electrification, and sector 
consolidation. 

Å Resource-based industries show mixed results: mining and 
quarrying  declined steadily, while oil and gas extraction 
and wholesaling  posted modest growth despite global 
energy transition pressures. These trends highlight the 
vulnerability of oil and gas extraction and wholesaling 
sectors to commodity cycles and decarbonisation 
strategies.

Overall, sectors tied to advanced technology and engineering 
are expanding, while traditional manufacturing and resource 
extraction face challenges in New Zealand. For policymakers 
and industry leaders, this signals the need for targeted 
workforce planning, upskilling, and strategic investment to 
align labour supply with emerging industry demands.

The table below shows the industry employment trends for the 
focus sectors of this research.

New Zealand industry sectors workforce overview
 ĲƽШüĲċũċŰĬќƚШƽŸƖťŉŸƖĦĲШŔŰĦũƨĬĲƚШċƓƓƖŸǂŔůċƣĲũǃШΞЮΥΥШůŔũũŔŸŰШƓĲŸƓũĲШŔŰШĲůƓũŸǃůĲŰƣЮШ7ĲƣƽĲĲŰШΞΜΝΥШċŰĬШΞΜΞΟЯШƣőĲШĲŰŊŔŰĲĲƖŔŰŊЯШċŰĬ oil and gas 
extraction and wholesaling sectors experienced growth, while manufacturing, logistics, automotive, and mining and quarrying saw declines.

Sectors 2013 2018 2023 2013 to 2018 2018 to 2023

Manufacturing 211,920 260,990 242,760 23.2% -7.0%

Logistics 81,260 102,240 96,460 25.8% -5.7%

Engineering 42,640 58,010 67,130 36.0% 15.7%

Automotive 42,200 54,160 49,910 28.3% -7.8%

Mining and quarrying 4,360 4,080 3,470 -6.4% -15.0%

Oil and gas extraction and wholesaling 2,150 2,450 2,660 14.0% 8.6%

Other sectors 1,616,490 1,963,220 2,160,340 21.4% 10.0%

New Zealand Total 2,001,010 2,445,140 2,622,720 22.2% 7.3%

Source: Stats NZ; * Suppressed counts have not been included in the individual sector counts; Figures are rounded to the nearest 10; Total has been summed independently to the sector sums to minimise suppression

Sectors 2013 2018 2023

Manufacturing 10.6% 10.7% 9.3%

Logistics 4.1% 4.2% 3.7%

Engineering 2.1% 2.4% 2.6%

Automotive 2.1% 2.2% 1.9%

Mining and quarrying 0.2% 0.2% 0.1%

Oil and gas extraction and wholesaling 0.1% 0.1% 0.1%

Other sectors 80.8% 80.3% 82.4%

New Zealand Total 100% 100% 100%

Across targeted industry sectors т employment share by sector Across targeted industry sectors т number of employees by sector and % changes
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Occupational trends across the six sectors

The occupation type data, defined using ANZSCO level 3, 
provides another lens to assess the composition of the sectors. 
Combined employment across the six Hanga-Aro-Rau sectors 
fell from 481,923 in 2018 to 462,387 in 2023, a decline of 4.1%, 
after strong growth of 25.3% between 2013 and 2018. This shift 
potentially reflects sector adjustments driven by automation, 
digitalisation and efficiency gains, which aligns with the skills 
outlook predicting reduced reliance on manual and routine 
roles observed globally. It could also be influenced by the 
economic impact experienced in New Zealand over the last few 
years.

Roles associated with low skill tasks contracted sharply. 
Labourers declined by 26.9% since 2018, and Sales Workers 

fell by 14.3%, illustrating that manual dexterity and routine 
service skills are becoming less relevant. Technicians and 
Trades Workers, historically a large share of the workforce, 
dropped by 5.8%, consistent with the skill composition analysis 
showing a gradual reduction in level 3 and level 4 roles as 
robotics and digital systems replace traditional trade functions. 
This suggests that traditional trade roles are being redefined.

Conversely, occupations requiring higher order capabilities 
have grown. Professionals increased by 24.5% since 2018, and 
Community and Personal Service Workers rose by 7.3%, 
suggesting rising demand for technical expertise and customer 
focused roles in digitally enabled environments. Managers 
remained relatively stable, while Clerical and Administrative 
Workers declined slightly, potentially reflecting the automation 
of routine cognitive tasks.

New Zealand is in line with global trends:

Å Decline in labourers and routine roles supports the 
expectation that manual skills are losing relevance.

Å Growth in professionals aligns with the shift toward 
knowledge intensive roles requiring digital and analytical 
capabilities.

Operational and service functions remain critical in New 
Zealand. Workforce planning and vocational education 
strategies should combine advanced technical training with 
skills for compliance, customer interaction and adaptive 
leadership.

Occupation type 2013 2018 2023 2013 to 2018 2018 to 2023

Technicians and Trades Workers 75,015 87,342 82,257 16.4% -5.8%

Managers 65,604 80,964 81,897 23.4% 1.2%

Professionals 44,529 64,005 79,671 43.7% 24.5%

Machinery Operators and Drivers 57,174 76,698 71,805 34.1% -6.4%

Clerical and Administrative Workers 50,142 56,664 54,558 13.0% -3.7%

Labourers 56,730 72,795 53,178 28.3% -26.9%

Sales Workers 28,287 35,022 30,003 23.8% -14.3%

Community and Personal Service Workers 6,846 8,265 8,865 20.7% 7.3%

All Occupations combined 384,519 481,923 462,387 25.3% -4.1%

Source: Stats NZ; * Suppressed counts have not been included in the individual sector counts; Figures are rounded to the nearest 10; Total has been summed independently to the sector sums to minimise suppression

Occupation type 2013 2018 2023

Technicians and Trades Workers 19.5% 18.1% 17.8%

Managers 17.1% 16.8% 17.7%

Professionals 11.6% 13.3% 17.2%

Machinery Operators and Drivers 14.9% 15.9% 15.5%

Clerical and Administrative Workers 13.0% 11.8% 11.8%

Labourers 14.8% 15.1% 11.5%

Sales Workers 7.4% 7.3% 6.5%

Community and Personal Service Workers 1.8% 1.7% 1.9%

All Occupations combined 100.0% 100.0% 100.0%

Across targeted industry sectors т employment share by occupation type Across targeted industry sectors т number of employees by occupation type and % changes

While there has been growth in professionals, managers and community and personal services workers within the six in-scope sectors, there has been 
a decline in roles associated with lower skilled tasks, particularly labourers and sales workers.
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In New Zealand, skill shortages are driven by demographic 
shifts, migration, and technological disruption, are common 
factors that can create wage pressure in sectors where 
demand for skilled workers exceeds supply. 

7ċƚĲĬШŸŰШĬċƣċШŉƖŸůШÉƣċƣƚШ üќƚШcŸƨƚĲőŸũĬШxċĤŸƨƖШ[ŸƖĦĲШ
Survey (HLFS), hourly earnings across Hanga-Aro-Rau sectors 
between 2018 and 2025 followed varied trajectories, reflecting 
differences in industry growth, labour demand, and economic 
conditions. Mining and quarrying recorded the most 
significant increase in median and earnings, rising by $19.03 
between 2018 and 2025. This growth likely reflects rising 
global commodity prices, increased investment in extraction

technologies, and a tightening labour market for skilled 
workers in remote or specialised roles.

In contrast, oil and gas extraction and wholesaling was the 
only sector to experience a decline in median earnings. The 
drop in median earnings by $2.79 from 2018 to 2025 can be 
attributed to the ban on new oil and gas exploration permits by 
the government through the Crown Minerals (Petroleum) 
ůĲŰĬůĲŰƣШ ĦƣШΞΜΝΥЮШ~ŸƖĲШƖĲĦĲŰƣũǃШ ĲƽШüĲċũċŰĬќƚШƣŸƣċũШ

energy supply decreased in 2024 due to a depletion of gas 
supplies. This downward trend may also indicate broader 
structural changes, such as the depletion of gas supplies and 
ƣőĲШƚĲĦƣŸƖќƚШƣƖċŰƚŔƣŔŸŰШċƽċǃШŉƖŸůШƣƖċĬŔƣŔŸŰċũШŉŸƚƚŔũШŉƨĲũШ
operations toward more sustainable energy sources. 

Change in earnings between 2018 and 2025

Industries differ in their earnings due to a range of factors 
including skill requirements, capital intensity, market 
demand, and regulatory environments. Sectors that rely 
heavily on specialised skills or advanced technology, such as 
engineering or mining and quarrying, tend to offer higher 
hourly earnings to attract and retain qualified workers. This is 
supported by research from the Australian Productivity 
Commission, which found that sectors such as mining and 
quarrying  exhibits wage decoupling, where productivity 
growth outpaces wage growth, due to high capital intensity 
and export-driven output. 

In contrast, industries with lower barriers to entry or a higher 
proportion of casual and part-time roles, such as logistics , 
often report lower average earnings. These sectors typically 
have more elastic labour supply and lower skill requirements, 
which can suppress wage levels. The Jobs and Skills Australia 
Occupation Shortage Report highlights that skill level 3 
occupations, which often include lower paid roles, have 
persistently low vacancy fill rates, indicating ongoing labour 
market mismatches. 

Economic cycles and commodity price fluctuations also 
influence wage growth differently across sectors. Resource-
based industries, such as manufacturing , mining and 
quarrying and oil and gas extraction  are particularly sensitive 
to global demand shocks, which can lead to wage volatility. At 
the same time, broader structural forces such as 
technological change and globalisation continue to reshape 
the labour market.

Source: Stats NZ
* Suppressed figures have not been included in the individual sector 
estimates

Technical and resource 
intensive sectors can pay 
up to three times more 
than less specialised 
sectors.
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Sectorial earnings distribution

fŰШΞΜΞΡЯШőŸƨƖũǃШƽċŊĲƚШċĦƖŸƚƚШ ĲƽШüĲċũċŰĬќƚШŔŰĬƨƚƣƖǃШƚĲĦƣŸƖƚШ
show notable variation, reflecting differences in skill 
requirements, market demand, and operational complexity. 
Mining and quarrying is shown as the highest paying sector, 
while automotive remains at the lower end of the scale. This 
distribution highlights the ongoing trend where resource-
intensive and specialised industries offer premium wages 
compared to sectors with broader labour pools.

The table shows significant variation in hourly wages across 
industry sectors in 2025. Key observations:

Å Mining and quarrying observed the highest wages, where 
the median hourly rate is $46.03, and the top quartile (P75) 
is $64.13, but also a significant interquartile range variation.

Å Engineering also demonstrates strong wages, $39.00 
median wage per hour, with the upper quartile at $52.25.

Å Oil and gas extraction and wholesaling is in the high mid 
range with a median of $36.53, but its average is higher at 
$47.90, suggesting a wide pay gap within the sector.

Å Logistics and manufacturing fall in the mid range, median 
of $33.50 and $34.00 respectively, with lower quartile 
wages dipping below $30.00.

Å Automotive  remains the lowest paying sector, with a 
median wage of $32.00 and an average of $35.71, 
highlighting a relatively narrow wage band compared to 
other industries. This may be due to a higher proportion of 
roles in the automotive sector not requiring specialised or 
advanced qualifications.

Sectors with technical expertise or resource extraction tend to 
pay more, while automotive and manufacturing remain lower. 
This provides important context for shaping skills strategies 
and addressing equity in pay.

Source: Stats NZ; * Suppressed counts have not been included
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 ĲƽШüĲċũċŰĬќƚШŉƨƣƨƖĲШƽŸƖťŉŸƖĦĲШƚťŔũũƚ

Global research highlights a profound shift in workforce 
priorities, with employers increasingly valuing adaptability, and 
digital fluency, alongside human-centric capabilities. New 
üĲċũċŰĬќƚШƚťŔũũƚШũċŰĬƚĦċƓĲШŔƚШĲǂƓĲĦƣĲĬШƣŸШƖĲŉũĲĦƣШƣőĲƚĲШŊũŸĤċũШ
patterns, but with nuances shaped by local context and timing. 

Be human-centric

Resilience, flexibility, and agility top the list of future skills 
globally and we expect that these skills will also be core 
competencies in a New Zealand context. The need for workers 
who can navigate uncertainty and pivot quickly will be critical. 

Human-centric and cognitive skills remain central despite 
automation trends. Creative thinking, analytical thinking, and 
leadership and social influence capabilities are ranked highly, 
reinforcing their role in innovation and collaboration. Globally, 
these skills are seen as essential complements to technology, 
and New Zealand faces the same imperative. Motivation and 
self-awareness, and curiosity and lifelong learning further 
underscore the importance of emotional intelligence and 
adaptivity in a dynamic labour market. 

Be technologically savvy
AI and big data and technological literacy are the other areas 
where global and New Zealand local priorities converge. New 
Zealand is expected to follow closely the growth in skills for AI 
and big data, and networks and cybersecurity observed 

worldwide, consistent with global digital first strategies. 
However, adoption rates may vary across industries, requiring 
tailored approaches to workforce development. Technological 
literacy will become a baseline expectation, not just for 
technical roles but across all job categories. 

New Zealand specific skills

This research adopts the top 10 projected most in demand 
skills by 2030, based on global research, with the addition of 
two additional skills, reflecting the New Zealand context:

Å Environmental stewardship

Å Cultural competency.

Be stewards of the environment

Environmental stewardship is one the fastest rising skills 
projected to be in most demand by 2030. New Zealand is no 
exception. With an economy heavily reliant on resource based 
industries and access to global trade, New Zealand faces 
heightened exposure to climate risks, regulatory changes and 
market expectations. 

Embedding sustainability and systems thinking into vocational 
education is essential to maintain export competitiveness, 
meet international obligations and build a resilient, future ready 
workforce. 

Be culturally competent

Cultural competency introduces a distinctly New Zealand 
ĬŔůĲŰƚŔŸŰЮШfƣШŔŰĦũƨĬĲƚШĲŰŊċŊĲůĲŰƣШƽŔƣőШÑĲШ ŸШ~ĝŸƖŔШƓƖŔŰĦŔƓũĲƚЯШ
ŔƚШĦƖŔƣŔĦċũШŉŸƖШŔŰĦũƨƚŔƻĲШƽŸƖťƓũċĦĲƚШċŰĬШċũŔŊŰƚШƽŔƣőШƣőĲШĦŸƨŰƣƖǃќƚШ
bicultural foundation and multicultural workforce. While global 
organisations emphasise diversity and inclusion broadly, New 
üĲċũċŰĬќƚШċƓƓƖŸċĦőШƖĲƕƨŔƖĲƚШċШĬĲĲƓĲƖШŔŰƣĲŊƖċƣŔŸŰШŸŉШĦƨũƣƨƖċũШ
values into workforce strategies.

New Zealand industry sectors skills trends
This research focuses on the top 10 projected most in demand skills by 2030, based on global research, with the addition of two skills which are 
important for the New Zealand context. Human-centric and technological literacy will be increasingly important skills.

Ranking Skills

1 Resilience, flexibility and agility

2 AI and big data

3 Technological literacy

4 Creative thinking

5 Analytical thinking

6 Leadership and social influence

7 Talent management

8 Motivation and self-awareness

9 Curiosity and lifelong learning

10 Systems thinking

NZ Environmental stewardship (fast growing)

NZ Cultural competency (NZ specific)

Top projected important skills by 2030 in New 
Zealand for the six Hanga-Aro-Rau sectors:

Source: WEF, Deloitte derived analysis
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Consistency of skills across industries

The twelve core skills form a consistent foundation across all 
of the manufacturing, engineering, automotive, logistics, 
mining and quarrying, and oil and gas extraction sectors. This 
alignment shows that future workforce capability is built on a 
shared set of priorities in addition to sector specific needs. It 
signals to industry sectors that workforce development 
strategies should focus on this common skill set to prepare 
employees for interconnected, technology driven and culturally 
diverse environments.

Implications for New Zealand

For a small country like New Zealand, having a consistent set of 
forward looking skills across the industry sectors provides a 
key advantage. This consistency promotes workforce mobility 
across sectors, allowing employees to transfer skills more 
easily and pursue opportunities beyond their current industry. 
Such flexibility strengthens the resilience of the overall 
workforce and helps industries respond to economic shifts, 
technological change and global market pressures. A mobile 

and adaptable workforce reduces skill shortages, supports 
innovation and ensures that talent can be deployed where it is 
most needed.

The table below shows how the top 12 skills are represented 
across each industry. A dot indicates that the skill is expected 
to rank among the top 12 skills by 2030 in the respective 
sectors.

For a small country like New Zealand, having a consistent set of forward-looking skills across the industry sectors provides a key advantage. This 
consistency allows employees to transfer skills more easily and pursue opportunities beyond their current industry. Such flexibility strengthens the 
resilience of the overall workforce and helps industries respond to economic shifts, technological change and global market pressures.

Rank Skills Manufacturing Engineering Automotive Logistics Mining Oil and gas

1 Resilience, flexibility and agility

2 AI and big data

3 Technological literacy

4 Creative thinking

5 Analytical thinking

6 Leadership and social influence

7 Talent management

8 Motivation and self-awareness

9 Curiosity and lifelong learning

10 Systems thinking

11 Environmental stewardship (NZ)

12 Cultural competency (NZ)

Source: WEF, Deloitte analysis

Most important and emerging skills by 2030 for the New Zealand industry sectors

Photo: SCG Print, New Zealand
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In 2024, 241,300 people participated in the VET system in Aotearoa New Zealand.

Approximately 43,170 learners are in the broader Engineering and Related Technologies field of study as shown below: 

Type 2020 2021 2022 2023 2024

ÑĲШÂƷťĲŰŊċШƚƨĤƚŔĬŔċƖŔĲƚ 189,675 215,315 214,955 170,455 157,380

Non-transferred industry training organisations 5,560 7,080 4,145 0 0

ìĝŰċŰŊċ 22,705 24,785 22,035 22,035 21,890

Universities 6,005 6,320 5,935 5,850 6,530

Public providers 221,785 250,590 244,805 196,845 184,320

Private training establishments 32,505 37,845 50,695 56,865 61,725

Total 251,695 283,930 280,775 249,310 241,300

Source: Education Counts; Data includes workplace based and provider based learning. 

Field of study 2020 2021 2022 2023 2024

Manufacturing, Engineering and Technology 2,870 4,005 5,640 3,520 1,510

Process and Resources Engineering 4,535 4,660 4,405 3,695 3,195

Automotive Engineering and Technology 7,985 9,500 9,640 9,535 9,460

Mechanical and Industrial Engineering and Technology 4,970 6,315 6,700 5,750 5,775

Civil Engineering 3,410 4,800 5,405 4,020 3,765

Geomatic Engineering 155 220 240 170 145

Electrical and Electronic Engineering and Technology 10,820 12,710 14,350 13,090 12,630

Aerospace Engineering and Technology 2,440 1,730 1,920 2,200 2,465

Maritime Engineering and Technology 2,215 1,900 1,885 1,640 1,485

Other Engineering and Related Technologies 3,540 3,935 4,070 3,285 3,080

Total 42,420 49,180 53,385 46,425 43,170

Source: Education Counts; Data includes workplace based and provider based learning. 
Photo: SCG Print, New Zealand
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Skill level classification

ANZSCO classifies occupations into five skill levels based on 
the range and complexity of tasks typically required. Level 1 
represents the most skilled roles, requiring extensive 
qualifications and experience, while Level 5 covers roles with 
limited formal training. These levels do not measure an 
ŔŰĬŔƻŔĬƨċũќƚШċĤŔũŔƣǃШĤƨƣШŔŰĬŔĦċƣĲШƣőĲШƚťŔũũШƨƚƨċũũǃШŰĲĲĬĲĬШƣŸШ
perform an occupation competently. For this research, the 
National Occupation List (NOL) skill levels are applied, 
considering formal qualifications, years of experience, work-
based learning and the nature of goods or services produced. 

Skill composition of the industry sectors workforce

The chart to the right shows how the skill composition of the 
workforce has shifted from 2013 to 2023 census years for 
industry sectors. 

Å Level 1 roles (highly skilled) increased from 27% in 2013 
to 34% in 2023, reflecting growing demand for advanced 
technical and professional expertise. 

Å Levels 2 roles have increased slightly from 9% to 10%.

Å Level 3 roles have contracted, suggesting a gradual move 
away from mid skilled roles toward higher skill 
occupations.

Å Level 4 roles have contracted from 29% to 27%. 

Å Level 5 roles declined from 16% to 13%, indicating fewer 
low skill positions. 

This trend reinforces the earlier discussion on future 
workforce priorities. As industries adopt advanced 

technologies and sustainability practices, the need for highly 
skilled workers is accelerating. For vocational education, this 
means focusing on pathways that lead to Level 1 and Level 2 
roles through advanced qualifications and work-based 
learning. For employers and SMEs, the challenge is to attract 
and retain talent for these roles while reskilling workers from 
declining skill levels.

The skills composition of the workforce has shifted between the 2013 and 2023 census years decisively in favour of higher skilled roles. The sustained 
shift towards higher skill levels will require vocational education to focus on pathways to advanced qualifications and work-based learning.

The sustained shift 
towards higher skill 
levels. Requires 
vocational education to 
focus on pathways to 
advanced qualifications 
and work-based 
learning.

Sector 2020 2021 2022 2023 2024

Automotive 11,510 13,440 13,795 13,775 13,245

Engineering 5,740 6,865 7,120 6,685 7,380

Logistics 2,935 2,455 2,175 1,845 1,850

Manufacturing 12,150 14,885 16,580 12,565 8,835

Mining and 
quarrying 335 350 370 340 315

Total 32,670 37,995 40,040 35,210 31,625

Source: Hanga-Aro-Rau; Note this data only includes enrolments for 
qualifications within Hanga-Aro-Rau coverage, and there is some, e.g. 
engineering diplomas, which sit outside of this.

Participation in industry sectors qualifications

In 2024, 13.1% of VET learners (31,625) participated in 
qualifications covered under Hanga-Aro-Rau sectors:

Source: Stats NZ, Deloitte Access Economics;  * Suppressed counts 
have not been included
Note: The skill levels shown do not correspond to NZQF levels. NZQF 
levels describe the complexity of qualifications (e.g. Level 1ш2 for 
foundation certificates, Level 7+ for degree-ũĲƻĲũђдЮÑőĲЮĦőċƖƣѢƚЮxĲƻĲũЮΤЮ
indicates highly skilled roles and Level 5 indicates low skilled roles.
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Skill level profile across industry sectors

The distribution of skill levels varies significantly across 
industries according to census 2023 data, highlighting different 
workforce profiles and training needs:

Å Manufacturing  has a third highly skilled roles (Level 1 
33.5%), with a notable presence of mid skilled roles (Level 4: 
25.1%) and low skill roles (Level 5: 15.9%), suggesting a 
mixed workforce requiring both technical and operational 
training.

Å Engineering has the highest proportion of highly skilled roles 
(Level 1: 59.9%), reflecting strong reliance on advanced 
technical and professional expertise.

Å Automotive  shows the highest concentration of mid-skilled 
roles (Level 3: 35.8%) and relatively low highly skilled roles 
(22.5% Level 1), suggesting vocational pathways remain 
critical.

Å Logistics  is heavily weighted toward operational roles (Level 
4: 50.9%) with only a quarter highly skilled roles (Level 1: 
23.5%), indicating limited demand for advanced 
qualifications but there could a strong need for operational 
training.

Å Mining and quarrying is dominated by operational roles 
(Level 4: 46.4%) but still maintains good proportion of highly 
skilled roles (Level 1: 30.8%), indicating a need for 
supervisory and technical expertise alongside practical skills.

Å Oil and gas extraction and wholesaling also show a high 
share of highly skilled roles (Level 1: 44.1%), indicating 
demand for specialised knowledge and regulated 
qualifications.

LowHigh
Source: Stats NZ
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Occupational shifts across industry sectors

Based on Stats NZ census data, the largest growth between 
2018 and 2023 occurred in knowledge based and technical 
roles . This trend was seen across the six Hanga-Aro-Rau 
industry sectors (manufacturing, engineering, automotive, 
logistics, mining and quarrying, and oil and gas extraction and 
wholesaling). Other Information and Organisation 
Professionals grew by 1,025%, and Miscellaneous Clerical and 
Administrative Workers by 528%, reflecting demand for data 
management and compliance. Technical roles such as Medical 
Technicians (366.7%), Other Engineering Professionals (291%) 
and Software and Applications Programmers (43.9%) also 
expanded, driven by digital transformation and infrastructure 
investment. Growth in Human Resource Professionals (82.6%) 
and Specialist Managers (111.4%) highlights the need for 
workforce planning and organisational capability.

In contrast, traditional roles declined . Truck Drivers fell by 
16.6%, General Clerks by 22.3%, and Food and Drink Factory 
Workers by 44.7%, showing the impact of automation , 
efficiency gains and structural shifts away from manual 
tasks. Manual production roles such as Meat and Seafood 
Process Workers (-28.6%) and Sheetmetal Trades Workers (-
26.8%) also contracted sharply.

These changes, at an industry sectors aggregated level, 
confirm the shift toward technology driven and knowledge 
intensive work. For vocational education, this means 
prioritising digital skills , advanced technical training and 
human-centric skills . For employers and SMEs, the challenge 
is attracting talent for emerging roles while reskilling workers 
from declining occupations.

There is a skills shift toward technology driven and knowledge intensive work. For vocational education, this means prioritising digital skills, advanced 
technical training and human-centric skills. For employers and SMEs, the challenge is attracting talent for emerging roles while reskilling workers from 
declining occupations.

Source: Stats NZ, Deloitte Analysis
* The occupations shown in the chart were selected from the top 100 occupations with the highest number of employees 
and the top 100 fastest growing roles within the sector


























































































































































































































































