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1 Introduction 

1.1 Background and purpose 

The construction and infrastructure sector in New Zealand is experiencing significant 

challenges relating to employee retention. One of the issues facing the sector is the perceived 

attractiveness for employees of relocating to Australia.  

The Construction and Infrastructure Workforce Development Council, Waihanga Ara Rau, 

commissioned Allen + Clarke to undertake targeted research to understand factors relevant 

to individuals’ decisions regarding working in Australia compared to New Zealand.  

The information produced through this research is intended to support Waihanga Ara Rau, 

industry associations, and employers to respond to employees’ perceptions of the 

attractiveness of working in Australia with a view to both improving workforce retention and 

returning individuals to New Zealand’s workforce. 

1.2 Scope 

The research focused on selected objective and subjective factors informing individuals’ 

decisions on moving to Australia and back to New Zealand to work in the construction and 

infrastructure sector. The final scope of the research was to compare, between Australia and 

New Zealand factors relating to: 

• incomes 

• living costs 

• quality of life, and 

• employment conditions. 

2 Methods 

This section sets out the data collection and analysis methods used by the research team. 

2.1 Overview of design and approach 

The research team’s work was guided by a project plan, a stakeholder engagement plan, and 

a data collection and analysis plan. The data plan set out factors for consideration and 

proposed data sources, as well as a case study participant recruitment strategy. This plan was 

however refined throughout the research as data sources were identified and their utility and 

relevance tested. The research team adjusted its participant recruitment strategy to reflect a 

low response through social media outreach and promotion via industry associations (see 

below). 

2.1.1 Data collection and analysis methods 

The research team employed a mixed methods approach to data collection, integrating 

qualitative and quantitative data collection techniques. 

https://www.allenandclarke.co.nz/
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2.1.1.1 Publicly-available quantitative data 

Quantitative data was sourced from a range of publicly-available datasets, provided by 

organisations including Statistics New Zealand, the Ministry of Business Innovation and 

Employment (MBIE), the Australian Bureau of Statistics (ABS), the New South Wales and 

Victorian state governments, and the Organization for Economic Cooperation and 

Development (OECD).  

Data sources and analysis methods have been provided throughout the report, where 

relevant. 

2.1.1.2 Case study recruitment 

The research team developed a recruitment survey, hosted on the online survey tool Qualtrics. 

The survey was developed to screen potential participants for eligibility to participate in the 

case study interviews for this research project. The survey provided an overview of the project 

purpose and gathered contact, demographic, career, and location history information. The 

research team used this information to contact all eligible participants. 

Table 1: Recruitment overview 

 

Responses Valid 

responses1  

Eligible 

responses2  

Interviews 

completed 

From 

Survey 
55 35 22 5 

Outside 

survey 
12 12 6 3 

Total 63 47 28 8 

The recruitment survey was distributed by Waihanga Ara Rau to industry associations in their 

networks twice, encouraging dissemination of the survey to aid recruitment, as well as the 

identification of specific individuals who might be suited to participate in the research. 

Allen + Clarke also promoted the survey via Facebook and LinkedIn with targeted 

advertisements. Table 1 above provides and overview of the number of participants at each 

 

1 Some responses were blank, and the data was not usable by the research team.  

2 Some respondents did not meet our eligibility criteria as they worked outside the construction and 
infrastructure sectors, or they had lived only in New Zealand or Australia (and were not considering 
moving). 

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz
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stage of the recruitment and screening process.  Despite the substantial effort made to recruit 

participants, low engagement with the survey required the research team to recruit from other 

networks. The recruitment team reached out to their personal contacts in the construction and 

infrastructure sectors. This strategy resulted in three case study interviews with these 

contacts, including one electrician and two builders.  

Eligibility was determined against whether a respondent had worked in the construction and 

infrastructure sectors and lived and worked in both New Zealand and Australia. All eligible 

respondents were contacted up to three times to invite them for an interview.   

Case study recruitment was ultimately open for six weeks from late July – early September. 

2.1.1.3 Case study interviews 

Concurrent to the recruitment process, the research team conducted eight interviews with the 

eligible participants who agreed to case study interviews. These interviews followed a semi-

structed interview style, guided by an interview schedule. This schedule guided the interviews, 

and questions could be easily adapted depending on the different circumstances of 

participants.  

Interviews were approximately 30 minutes long and were attended by one or two members of 

the research team. All interviews were conducted online, with five being conducted over MS 

teams and three over Facebook Messenger (this was the preferred format for these 

participants). All participants were sent a $100 (in their local currency) voucher at the end of 

the research project to compensate them for their time.  

Table 2: Overview of case study occupations 

 Builder Plumber Electrician Project 

manager 

Roofer Total 

Moved from NZ 

to Australia and 

remined 

  
  

 2 

Moved from NZ 

to Australia and 

returned 

 

 
 

  
6 

Total 3 1 1 2 1 8 
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2.1.1.4 Privacy and data protection 

The research team prioritised privacy and data protection of participants throughout the 

research project. For the case study recruitment and interviews, we used a reputable and 

secure data collection tool (Qualtrics) and provided survey respondents with information about 

how their data would be used and an opportunity to consent/not consent to providing 

information to us through the survey.  

All information collected through the survey was stored on Allen + Clarke’s secure network 

and interview transcripts were shared with Waihanga Ara Rau where these were generated. 

Interview participants were provided an information sheet and consent form prior to interviews. 

If consent forms hadn’t been returned verbal consent was obtained and recorded at the 

beginning of interviews.  

2.2 Limitations 

The following are noted as overarching limitations to the research: 

• Availability and comparability of data: Comparative analysis for several factors 

was complicated by slight, but potentially significant, differences in classification and 

reporting between Australia and New Zealand. This was mitigated by presenting 

OECD data that had already accounted for these differences, to the extent possible. 

As the OECD data generally relates to countries, rather than regions within countries, 

this means that for some factors it was not possible to compare between New South 

Wales, Victoria, and New Zealand. 

• Balancing breadth and depth: Related to the above, the quantitative component of 

this research struck a necessary balance between breadth and depth. An initial broad 

assessment of a range of factors was conducted, with in-depth analysis performed 

where the research team considered that investment would best support the purpose 

of the research. A consequence of this approach is that assumptions, based on the 

qualitative component of the research, have occasionally been relied upon to draw 

insights from the quantitative findings. These assumptions are specified where 

relevant in the report. 

• Representativeness of case studies: Limited engagement with the recruitment 

survey used to identify potential case study participants resulted in a relatively small 

number of potential participants, limiting how selective the research team could be to 

ensure a representative sample of case study participants. The case studies 

therefore present the views and experiences of a small number of people who have 

or are working in the construction sector and who have worked in both Australia and 

New Zealand. As such conclusions that can be reached are limited. 

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz
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3 Findings 

This section details the key themes and findings arising from the data collection and analysis 

process. 

3.1 Key findings from case study interviews  

3.1.1 Why participants left New Zealand for Australia 

The participants interviewed for this project left New Zealand for Australia for two reasons; 

either because they were keen to work while travelling and exploring life outside New Zealand 

(typically the younger cohort), or because they were chasing career challenges and/or a higher 

income in Australia (typically younger or mid-career cohort). Some participants moved for a 

combination of these reasons. 

• The “tradie OE”: Several participants identified that wanting to travel and live outside 

New Zealand was a significant driver for them to move to Australia. Australia has 

been an attractive option for New Zealand tradespeople wanting to work and travel 

as transferring qualifications and a lack of immigration barriers has made the process 

relatively simple. Several participants strongly communicated that there was nothing 

that would have kept them in New Zealand in their early 20’s when they moved to 

Australia, as they were intent on new experiences. For this cohort, the move was less 

about work opportunities and more a result of their personal lifestyle choices. 

However, the potential to earn a good income in Australia while experiencing living 

outside New Zealand did still inform their decision to relocate. 

• Better incomes: Some participants moved from New Zealand to Australia 

specifically due to their understanding that they could receive greater incomes in 

Australia than New Zealand. This rationale was noted by both younger and mid-

career tradespeople. In most cases, participants noted that incomes were higher in 

Australia than in New Zealand, and career progression opportunities more visible and 

accessible. However, several participants noted that the extent to which this is true is 

sometimes exaggerated. One participant highlighted that younger people he works 

with assume that incomes in Australia are greater than they actually are, basing this 

assumption on understandings that are no longer accurate. Several participants 

stated that while incomes are still somewhat higher in Australia than New Zealand, 

the income disparity has been shrinking over time.  

• More career progression opportunities: Those who moved mid-career often cited 

the larger scale and diversity of opportunities in Australia as a primary motivation to 

move. These participants moved to Australia as intermediate and senior roles in their 

specialisations were more visible in Australia than New Zealand. Participants also 

identified that the default progression option in New Zealand tends to be becoming a 

business owner, which may not be desirable for everyone. Several participants 

considered that the boom-bust cycle in New Zealand (driven in part by fluctuations in 

government investment in construction and infrastructure work programs) placed 

limits on career progression opportunities in New Zealand. 

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz
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3.1.2 Why participants came back to New Zealand, after a 
period in Australia  

The participants who returned to New Zealand after time spent in Australia did so for personal 

reasons such as starting a family, joining a family business, due to the COVID-19 pandemic 

or a mix of these reasons.  

• Being closer to family was the most frequently cited reason for moving back to New 

Zealand from Australia. Most of the participants we spoke to said they wanted to be 

closer to family, and often moved back to the region they grew up in or near to where 

their parents (on parent’s in-law) lived. This was particularly relevant for those who 

had small children or who were starting families.  

• Starting a family and wanting kids to grow up in New Zealand was another frequently 

cited reason for moving back home to New Zealand. Several participants noted that 

the catalyst for moving was because they were expecting their first child, or because 

their children were due to start school. These participants didn’t believe that there 

were significant drawbacks to school in Australia, rather they considered that they 

would like their family to be based in New Zealand in the long term, so moving before 

children started school felt like the right time.  

• Two participants moved back to New Zealand to join a family business. In both 

cases, these were family farms. Both participants were builders who decided to 

change career from building to farming when they moved back to New Zealand after 

living and working as builders in Australia. In both instances, the change was driven 

by a pull towards the family farm, rather than a push away from building. 

Further, the qualitative data also indicates that, aside from increasing the size of the workforce, 

New Zealand’s construction and infrastructure sector gains additional benefit from individuals’ 

return from Australia, as they would generally have gained a range of experiences that are 

less common in New Zealand due to the scale of the construction and infrastructure sector, 

as structural differences in the sector in each country. 

3.2 Incomes 

This section of the report sets out analysis comparing income-related factors in Australia and 

New Zealand.  

3.2.1 Quantitative data 

The Australian and New Zealand Standard Classification of Occupations (ANZSCO) is a skill-

based system used to categorise all occupations and jobs in the Australian and New Zealand 

labour markets. ANZSCO provides a standardised framework for collecting, analysing, and 

disseminating occupation-related data. The classification is structured hierarchically with five 

levels: major group, sub-major group, minor group, unit group, and occupation.  

At the broadest level, jobs are grouped into eight major groups that combine aspects of both 

skill level and skill specialisation. These major groups are then divided into sub-major groups, 

which are distinguished primarily by skill level and a broad application of skill specialisation. 

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz
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Sub-major groups are further divided into minor groups based on a finer application of skill 

specialisation. Minor groups contain unit groups, which are distinguished by skill specialisation 

and, where necessary, skill level. Finally, at the most detailed level are individual occupations 

within each unit group, which are differentiated based on specific tasks performed. 

Figure 1, below, shows the percentage of individuals in selected sub-major groups earning 

over $54k (AUD) in New Zealand versus the percentage of individuals in each sub-major group 

earning over $52k (AUD) in Victoria, New South Wales, and Australia.  

To produce Figure 1, 2013 Census of Population and Dwellings data on incomes by sub-major 

group (ANZSCO V1.0) and age group (5-year groups), urban/rural area, total personal income 

and sex was retrieved from https://nzdotstat.stats.govt.nz/. Australian grouped income by 

sub-major group was retrieved from https://tablebuilder.abs.gov.au/ for the 2021 census.  

As 2013 census data in NZD was used for New Zealand, incomes were adjusted for wage 

inflation from 2013Q4 to 2021Q1 utilising the Reserve Bank of New Zealand Inflation 

Calculator.3 The resulting estimated 2021 incomes by sub-major group in NZD were then 

converted to AUD using the average exchange rate for 2021.  

Grouped net incomes reported in the Australian and New Zealand census data were then 

aligned to the closest income brackets. However, as the income brackets utilised by Statistics 

New Zealand and the ABS differ slightly, a true like-for-like comparison was not possible. It is 

important to note that this data captures overtime and penalty rates, and other non-

occupational sources of income.  

 

3  Reserve Bank of New Zealand. (n.d.). Inflation calculator. Reserve Bank of New Zealand. 
https://www.rbnz.govt.nz/monetary-policy/about-monetary-policy/inflation-calculator 

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz
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Figure 1: Percentage earning over $54K in NZ versus earning over $52K in Australia 
(both reported in $AU as at 2021, net) by sub-major group.4 

 

The analysis shows the greatest income disparity is for mobile plant operators. This sub-major 

group includes the following unit groups:5  

• Earthmoving Plant Operators. 

• Agricultural, Forestry, and Horticultural Plant Operators. 

• Forklift Drivers. 

• Other Mobile Plant Operators. 

It is important to note that of the constituent unit groups, only Earthmoving Plant Operators 

are likely relevant to this research, limiting the usefulness of the income comparison for this 

sub-major group. 

For construction trades workers, the income disparity is significantly less, with 5-7% fewer 

individuals in New Zealand in income brackets above the comparison point than in New South 

Wales and Victoria, respectively. This sub-major group includes the following Unit groups: 

• Bricklayers, and Carpenters and Joiners. 

• Floor Finishers and Painters. 

• Glaziers, Plasterers and Tilers. 

• Plumbers. 

 

4 This work is based on/includes Stats NZ’s data which are licensed by Stats NZ for reuse under 
the Creative Commons Attribution 4.0 International licence; ABS. (2024). 2-digit level OCCP 
Occupation by INCP Total Personal Income (weekly). Data source: 2021 Census - employment, income 
and education. TableBuilder - Table view (abs.gov.au). 

5 Australian Bureau of Statistics & Statistics New Zealand. (2022). ANZSCO: Australian and New 
Zealand standard classification of occupations: 2022 Australian update. Australian Bureau of Statistics. 
https://www.abs.gov.au 
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For electrotechnology and telecommunications trades workers, the data shows no income 

disparity between New Zealand and Victoria, and only 1% less individuals in New Zealand in 

income brackets above the comparison point than in New South Wales. This sub-major group 

includes the following Unit Groups: 

• Electricians. 

• Electronics and Telecommunications Trades Workers. 

Figure 2, overleaf, shows OECD data comparing the average income tax rate as a percentage 

of the gross wage earnings of a household’s principal income earner at 100% of the average 

wage in Australia and New Zealand from 2014 to 2023. 

Figure 2: Average income tax rate comparison, Australia and New Zealand, 2014 to 
20236 

 

Figure 2 shows that the average income tax rate at 100% of the average wage is less in New 

Zealand than in Australia (in 2023 3.88% less in New Zealand respectively), however the 

difference does appear to be reducing slightly over time. A 

Figure 3, below, shows OECD data on gender wage gaps defined as the unadjusted 

percentage difference between median wages of men and women relative to the median 

wages of men. 

 

6 OECD (2024), Labour taxation – OECD comparative indicators, (accessed on 9 September 2024) 
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Figure 3: Gender wage gap, Australia and New Zealand, 2005 to 20237 

 

Figure 3 demonstrates that, at median wages, New Zealand has consistently had a lower 

gender wage gap than Australia. As of 2023, New Zealand’s gender wage gap was less than 

half of Australia’s, and decreasing further, while Australia’s gender wage gap had increased 

from 2022 to 2023. 

Figure 4, below, compares the OECD Better Life Index scores for Australia and New Zealand 

on “income”, “jobs”, and “work-life balance” as at 17 September 2024.  

The OECD Better Life Index scores for the "income" category are determined based on two 

main indicators: household net adjusted disposable income and household net wealth. The 

household net adjusted disposable income represents the money available to a household for 

spending after taxes and transfers, while household net wealth considers the total financial 

and non-financial assets minus liabilities held by households. Both indicators are adjusted for 

purchasing power parity to account for cost-of-living differences across countries. The final 

income score is calculated by normalising these indicators on a scale of 0 to 1 and then taking 

their unweighted average. 

For the "jobs" category, the score is based on four indicators: employment rate, personal 

earnings, long-term unemployment rate, and job security. Each indicator is first normalised on 

a scale of 0 to 1 using a min-max formula, where 0 represents the worst observed outcome 

and 1 the best. For negative indicators like long-term unemployment, the normalized value is 

subtracted from 1. The final jobs score is then calculated as the unweighted arithmetic mean 

of these four normalised indicator scores, multiplied by 10 to give a score between 0 and 10.  

For the "work-life balance" category, scores are determined based on two main indicators: 

time devoted to leisure and personal care, and the proportion of employees working very long 

hours (50 hours or more per week). The time devoted to leisure and personal care is measured 

as the number of hours per day that full-time employed individuals spend on activities such as 

eating, sleeping, and leisure pursuits, with the OECD average being about 15 hours per day. 

The percentage of employees working very long hours is used as a negative indicator, as it 

 

7 OECD (2024), Gender wage gap, (accessed on 9 September 2024) 
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reflects poor work-life balance. These indicators are normalised on a scale of 0 to 1, and then 

an unweighted average is calculated to determine the final work-life balance score. Countries 

with higher time devoted to leisure and personal care and lower proportions of employees 

working very long hours tend to score better in this category. 

Figure 4: OECD Better Life Index score comparison, income, jobs, and work-life 
balance8 

 

Figure 4 shows that Australia and New Zealand’s OECD Better Life Index scores on these 

metrics are very similar, with New Zealand scoring slightly better on “income” and “work-life 

balance” and Australia scoring slightly better on “jobs”. 

3.2.2 Qualitative data 

All case study participants discussed their perceptions of income between Australia and New 

Zealand. Most participants were of the view that their incomes were higher in Australia than 

they would be in New Zealand doing comparable work. Case study participants provided 

several reasons that contributed to this perception: 

• Greater utilisation of overtime and penalty rates in the construction and 

infrastructure sector in Australia: Several case study participants identified that 

employees receive additional hourly pay when working more than 38 hours a week 

or on weekends. Case study participants noted that this provides employees the 

opportunity to earn significantly more than one might expect when considering only 

normal hourly wages. However, this additional income requires employees sacrificing 

personal time, which was identified as being less desirable for some individuals, 

particularly those with dependents. 

• Reliance on historic information: Several participants noted that the additional 

income they were able to earn in Australia, while greater than New Zealand, was less 

than they anticipated. Some participants, who had worked in both Australia and New 

Zealand over long time periods, considered that the income disparity was significantly 

 

8 Organisation for Economic Co-operation and Development (OECD). (n.d.). Better life index. OECD. 
https://www.oecdbetterlifeindex.org 
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greater two decades ago, and that it had been consistently shrinking over time. It was 

not clear the extent to which this could be attributed to increasing wages in New 

Zealand, however participant Will, an electrician, noted that hourly wages for 

electricians in New Zealand had doubled over the past ten years. Some participants 

communicated that younger people they work with appear to be basing their 

understanding of the income-related benefits of moving to Australia on received 

wisdom, which is no longer accurate. 

• Larger scale and lower costs: Many participants’ comments indicated that the 

larger scale of the construction and infrastructure sector in Australia meant more 

demand for employees, putting upward pressure on wages. In particular, Luke, a 

roofer, strongly communicated his view that demand in New Zealand is at historically 

low levels, inhibiting wage growth as companies are forced to compete on price for a 

shrinking amount of work. Several participants specifically identified that the higher 

cost of building materials in New Zealand means that the proportion of any contract 

remaining for wages is less in New Zealand than Australia, also preventing wage 

growth.  

No case study participants specifically discussed the impact of taxation on their net incomes, 

however most participants discussed the cost of living. Analysis of the interview data suggests 

that this may be because the comparative impacts of taxation on incomes is not particularly 

visible to employees. It is likely that participants’ perceptions of the relative costs of living, 

discussed in section 3.3.2 below, implicitly included consideration of taxation. 

Similarly, while no case study participants specifically discussed their perception of the effect 

of gender on income, one case study participant did note that they considered that women 

experience less misogyny in New Zealand than in Australia, which may both reflect, and be 

reflected by, the lower gender wage gap in New Zealand. 

3.2.3 Insights 

The quantitative and qualitative data presented above provides several opportunities for 

industry associations and employers to develop and communicate messaging targeted at 

particular cohorts of workers: 

• Electrotechnology and Telecommunications Trades Workers: there is a clear 

opportunity for employers and industry associations to develop and present a robust 

and persuasive argument that individuals are not likely to earn significantly more 

income in Victoria and New South Wales than New Zealand, and further, that 

individuals may in fact receive less after-tax income from salary and wages, 

particularly when excluding overtime and penalty rates that are more common in 

Australia. This argument is strengthened by New Zealand’s slightly higher OECD 

Better Life Index score on “income”, which accounts for the effects of taxation and 

transfers on disposable income. 

• Construction Trades Workers: there is an opportunity to develop and present an 

argument that individuals should consider whether they will in fact earn enough 

additional income in Australia to overcome the additional tax they will be required to 

pay. Further, individuals can be encouraged to consider whether that additional 

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz
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income will only be available by working overtime and on weekends to receive penalty 

rates, and whether they are willing and able to sacrifice the personal time necessary 

to attain this additional income. This argument is strengthened by New Zealand’s 

slightly higher OECD Better Life Index score on “work-life balance”. 

• Mobile Plant Operators: the income disparity for this cohort is likely too great to 

enable employers and industry associations to make a solely income-based 

argument to employees to remain in New Zealand, even including consideration of 

the impact of greater taxation in Australia. However, a proportion of the greater 

incomes in Australia will likely come from overtime pay and penalty rates, so the wage 

or salary disparity may not be as great as the net income disparity suggests. This 

provides an opportunity to use comparison of after-tax incomes from ordinary working 

hours as part of a broader argument for remaining in New Zealand. 

• Women: the much lower gender wage gap in New Zealand provides an opportunity 

for employers and industry associations to present a strong argument to women that 

they are more likely to receive more equitable wages in New Zealand than in 

Australia. However, it is important to note that this research has not assessed the 

gender pay gap specifically in the construction and infrastructure sectors in Australia 

and New Zealand. 

  

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz
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3.3 Living costs 

This section of the report sets out analysis comparing indicators of living cost differences 

between Australia and New Zealand.  

3.3.1 Quantitative data 

Based on an assessment of publicly-available data and factors identified as significant by 

participants in the case study interviews, several factors were selected to include in this report 

as an indication of comparative living costs in the Australian jurisdictions and New Zealand. 

These were: 

• House price to income ratio. 

• Median weekly residential rent. 

• Proportion of household expenditure on key expenditure categories. 

3.3.1.1 Housing costs 

Figure 5, below, shows OECD data on the annual house price to income ratio from 2003 to 

2023. 

Figure 5: House price to income ratios, Australia and New Zealand, 2003 to 20239 

  

Figure 5 shows that purchasing a house in New Zealand began to become less affordable 

than Australia from approximately 2017. However, since 2021, the house price to income ratio 

in New Zealand has been dropping significantly, while continuing to rise in Australia. As at 

2023 (the most recent full year’s data available), the house price to income ratio in New 

Zealand was 120.3, and Australia 120.0.  

 

9 OECD (2024), Analytical house price indicators, (accessed 5 September 2024). 
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Figure 6, below, provides a more detailed view of the house price to income ratios in Australia 

and New Zealand from 2020-Q1 to 2024-Q1 (the most recent quarter for which New Zealand 

data was available).  

Figure 6: House price to income ratios, Australia and New Zealand, 2020-Q1 to 2024-
Q110 

 

This more detailed view shows that purchasing a house in New Zealand likely became more 

affordable (when assessed by price to income ratio) than in Australia in 2023-Q3. Notably, 

house price to income ratio data was available for Australia for 2024-Q2, which shows a further 

increase to Australia’s house price to income ratio since 2024-Q1.  

Figure 7, below, provides a comparison of median weekly rents by quarter in five geographic 

areas. The chart was produced by collating data on the median value of rent from three 

sources. Quarterly New South Wales weekly median rent data was extracted from New South 

Wales Government Rent Reports. Quarterly Victorian weekly median rent data was extracted 

from the Victorian Department of Families, Fairness, and Housing quarterly median rent by 

local government area dataset. Weekly median rent data, reported by month, for New Zealand 

was extracted from rental bond data, by region February 1993 to July 2024, provided by the 

Ministry of Business, Innovation, and Employment. The monthly New Zealand data was 

aggregated to quarterly data and the average quarterly exchange rate for the period applied 

to convert New Zealand dollars to Australian dollars to facilitate comparison.  

 

 

10 Ibid. 
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Figure 7: Median rent comparison, New Zealand and selected Australian statistical 
areas, December 2018 to December 202311 

 

Figure 7 shows that between the December quarter of 2018 and the December quarter of 

2023, the median weekly rent in New Zealand had increased by $154 to $635, compared to: 

• by $150 to $660 in Sydney Greater Metropolitan Region (GMR) 

• by $130 to $460 in New South Wales (excluding Sydney GMR) 

• by $110 to $530 in Metropolitan Victoria, and 

• by $120 to $430 in non-Metropolitan Victoria. 

Figure 8, overleaf, compares median rents in a selection of New Zealand regions to provide 

context for the comparison in Figure 7.  

 

11 © State of New South Wales (Department of Communities and Justice); Victorian Department of 
Families, Fairness, and Housing. (n.d.). Quarterly median rent by local government area – March 
quarter 2024. State of Victoria; Ministry of Business, Innovation and Employment. (2024). Rental bond 
data, by region, February 1993 to July 2024. Ministry of Business, Innovation and Employment. 
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Figure 8: Median rent comparison, selected regions in New Zealand, 2018 to 202412 

 

Figure 8 shows that median rents in the Auckland and Wellington regions tend to remain above 

the national medians across the periods, while other regions are below the national median. 

Figure 9, overleaf, shows OECD data on Australia and New Zealand’s rent price indices.  

 

12 Ministry of Business, Innovation and Employment. (2024). Rental bond data, by region, February 
1993 to July 2024. Ministry of Business, Innovation and Employment. 
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Figure 9: Comparison of rental price indices, Australia and New Zealand, 2003 to 202313 

 

Figure 9 demonstrates that the rental price index in New Zealand showed a steady and 

sustained rise in the last two decade, whereas that of Australia had an upward trend until 2012, 

and then the growth became subtle, until the momentum picked up again from 2021 and 2022. 

The regained growth rate in the Australian market is similar to that of the New Zealand market 

in 2022 and 2023. If this trend continues, this may suggest that the current difference between 

Australia and New Zealand in rental costs are likely to hold steady, as opposed to either 

jurisdiction becoming relatively more or less expensive over time. 

Figure 10, below, compares Australia and New Zealand’s OECD Better Life Index scores for 

“housing”.  

The "housing" score of the OECD Better Life Index is based on three indicators: housing 

expenditure (the percentage of household income spent on housing, with the OECD average 

at 20%), rooms per person (measuring crowding, with an average of 1.7 rooms per person), 

and dwellings with basic facilities (the percentage of homes with private indoor toilets, with an 

average of 97%). These indicators are normalised, averaged, and scaled to give a final score 

between 0 and 10. Countries with lower housing costs, more rooms per person, and better 

facilities score higher, reflecting both affordability and quality of housing. 

 

 

13 OECD (2024), Analytical house price indicators, (accessed 5 September 2024). 

40

50

60

70

80

90

100

110

120

130

140

2003

2004

2005

2006

2007

2008

2009

2010

2011

2012

2013

2014

2015

2016

2017

2018

2019

2020

2021

2022

2023

Australia New Zealand

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz


22 

Allen + Clarke and Waihanga Ara Rau 

Investigating the attractiveness of working in Australia – Full research report prepared for  
Waihanga Ara Rau 

 

www.allenandclarke.co.nz 

Figure 10: OECD Better Life Index scores, housing, Australia and New Zealand, 202414 

 

 

3.3.1.2 Household expenditure 

The United Nations Classification of Individual Consumption According to Purpose (COICOP) 

is a reference classification published by the United Nations Statistics Division that categorises 

individual consumption expenditures incurred by households, non-profit institutions serving 

households, and general government. 

Figure 11, overleaf, shows the results of analysis of OECD data on total annual household 

final consumption expenditure categorised by COICOP for the 2022 calendar year. To produce 

the chart, the reported household expenditure on each category has been expressed as a 

proportion of the reported total household expenditure for each jurisdiction. 

 

14 OECD. (n.d.). Better life index. OECD. https://www.oecdbetterlifeindex.org 
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Figure 11: Proportion of annual household final consumption expenditure by COICOP, Australia and New Zealand, 202215 

 

 

15 OECD (2024), Annual household final consumption expenditure by purpose (COICOP), (accessed 2 September 2024). 
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Figure 11 shows that the proportion of annual household expenditure on health and education 

in New Zealand are each less than half of that in Australia. However, the proportions of annual 

household expenditure on food, transport, and housing are all higher in New Zealand. 

3.3.2 Qualitative data 

Most participants discussed their perception of the relative costs of living in Australia and New 

Zealand.  

Participants who lived outside New South Wales or Victoria generally considered that the cost 

of living in both countries was very similar, however other participants, particularly those who 

said they had lived in Sydney or Melbourne, considered that the cost of living was noticeably 

higher in Australia than New Zealand. 

Only one participant specifically compared house prices in Australia and New Zealand. This 

participant considered that at the time they purchased their house, it was significantly more 

affordable in Australia than New Zealand. However, as can be seen from figures 3 and 4, it 

may be that this would no longer be the case. 

3.3.3 Insights 

The quantitative data presented above provides several opportunities for industry associations 

and employers to develop and communicate messaging targeted at particular cohorts of 

workers: 

• New Zealanders working in Australia – mid to late career: Communicating the 

fact that the house-price to income ratio in New Zealand has fallen below that in 

Australia provides an opportunity to entice mid to late career New Zealanders who 

are currently working in Australia to return to New Zealand, assuming that these 

individuals are likely to have accumulated sufficient wealth to be in a position to 

purchase a house. Utilisation of this measure inherently accounts for income 

differences between the two countries, which enables the provision of a simple value 

proposition to New Zealanders in Australia who may already be considering moving 

for other reasons. 

• New Zealanders working in either Australia or New Zealand who have, or are 

considering having, children: The proportions of total household expenditure on 

health and education in New Zealand are less than half of that in Australia. 

Consideration of expenditure on these categories is likely to be more significant for 

individuals who support families with children. This provides an opportunity for 

employers and industry associations to communicate to these individuals that either 

relocating back to, or remaining in, New Zealand is likely to reduce health and 

education related expenditure for their household. 

Analysis of the qualitative data supports a conclusion that individuals in the cohorts above are 

likely to already be considering relocating back to New Zealand (see section 3.1.2 for a 

summary of reasons for returning to New Zealand provided by case study participants).  

The quantitative data also provides indications of a cohort of workers that industry associations 

and employers are less likely to be able to convince to either remain in, or return to, New 

Zealand: 
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• Workers who are early in their career: assuming that they have not had time to 

accumulate sufficient wealth to purchase a house, workers who are early in their 

career are more likely to be renting. Figure 7 demonstrates that median rents for New 

Zealand are consistently greater than the Australian geographic areas selected for 

comparison. However, Figure 8 shows that many regions in New Zealand have 

median rents significantly less than the national median, which, for employers in 

these regions, may provide useful information to support discussions with existing 

and potential employees. 

3.4 Quality of life 

This section of the report provides an overview of analysis enabling comparison of the quality 

of life in Australia and New Zealand. 

3.4.1 Quantitative data 

Figure 12, below, compares OECD Better Life Index scores for Australia and New Zealand 

across a range of indicators relevant to comparing likely quality of life in both countries. For 

the purposes of this research, the most significant categories are community, health, life 

satisfaction, and safety.  

Health is measured using life expectancy at birth and self-reported health status. Life 

satisfaction is determined by asking people to rate their overall life satisfaction on a scale of 0 

to 10. Safety is assessed using two indicators: homicide rates and self-reported feelings of 

safety when walking alone at night. For each category, the indicators are first normalised on 

a scale of 0 to 1, where 0 represents the worst observed outcome and 1 the best. The final 

score for each dimension is then calculated as the unweighted average of these normalised 

indicator scores, multiplied by 10 to give a score between 0 and 10.  

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz
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Figure 12: Selected OECD Better Life Index score, Australia and New Zealand16 

 

Figure 12 shows that New Zealand scores better than Australia on the community and life 

satisfaction indicators, but worse on all other indicators. 

3.4.2 Qualitative data 

The research team investigated different quality of life metrics such as weather, commute 

times, access to medical care, education standards, and overall lifestyle (among others) to 

gauge the differences in quality of life for our participants between Australia and New Zealand. 

We found that the weather and commute times were the only metrics that our participants 

signalled as being notably different.  

• The warmer weather in Australia was conducive to a higher quality of life for 

several participants. Most of the participants we spoke to mentioned that the 

weather was warmer in Australia, which had beneficial impacts on their mood and 

overall quality of life. Some participants also credited longer, warmer days as 

providing more opportunities to work longer hours and attain a higher overall wage. 

Particularly the higher overtime rates in Australia saw those working longer hours 

better compensated than they were in New Zealand.  

• Longer commute times in Australian cities was a significant drawback for one 

participant. While only one participant specifically cited commute times as being 

substantially worse in Australia (up to 4 hours per day spent commuting in a major 

Australian city), several of the participants we spoke to cited the negative impacts of 

Fly-In, Fly-Out (FIFO) style work. Specifically, the remote nature of FIFO work, and 

 

16 OECD. (n.d.). Better life index. OECD. https://www.oecdbetterlifeindex.org 
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associated time spent travelling for work, inhibited balanced lifestyles for some. 

Particularly, fostering quality relationships and spending time on hobbies outside 

work were challenging for some participants during their FIFO stints.  

3.4.3 Insights 

The most discussed factors affecting quality of life in case study interviews were better 

weather in Australia and closer proximity to family in New Zealand. New Zealand’s higher 

scores on “community” and “life satisfaction” appear to reflect the views of case study 

participants and could provide further support for employers attempting to recruit New 

Zealanders at certain life stages and with certain things they value, from Australia. 

3.5 Employment conditions 

This section of the report sets out an overview of key differences between employment 

conditions in Australia and New Zealand. 

3.5.1 Quantitative data 

Employee entitlements in Australia’s construction and infrastructure sector are governed by 

the National Employment Standards, registered agreements, and industry awards. A detailed 

analysis of all employee entitlements in Australia’s construction and infrastructure sector 

would be complex and voluminous due to the range of differing criteria and their application to 

various occupations. For the purpose of this research, an overview of industry awards provides 

a useful indication of some key differences between employment conditions in New Zealand 

and Australia. 

Industry awards are legal documents outlining the employment conditions for employees 

within a particular industry or occupation. Australia’s Fair Work Ombudsman identifies several 

awards that may apply to individuals employed in the building and construction industry:17 

• The Building and Construction Award. 

• The Electric, Electronic and Communications Contracting Award. 

• The Mobile Crane Hiring Award. 

• The Plumbing and Fire Sprinklers award. 

These awards prescribe entitlements that arise when employees are performing certain duties 

or working in certain conditions. For instance, the Building and Construction award prescribes 

a scale of hourly allowances that must be paid to employees working on multi-storey buildings, 

with the allowance increasing dependent on the number of storeys. 

 

17 Fair Work Ombudsman. (n.d.). Understanding the building and construction industry. Fair Work 
Ombudsman. https://www.fairwork.gov.au/find-help-for/building-and-construction-
industry/understanding-the-building-and-construction-industry 

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz
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Using the Building and Construction Award as an example of the nature and extent of the 

prescribed overtime and penalty rates:18  

• The prescribed ordinary hours of work are 38 per week (averaged over a 20 day 4 

week cycle to allow for the accrual and taking of rostered days off, worked between 

7.00 am and 6.00 pm Monday to Friday. 

• All time worked beyond an employee’s ordinary working hours, Monday to Friday, 

must be paid at the rate of 150% of the ordinary hourly rate for the first two hours, 

and 200% thereafter.  

• Overtime work on Saturdays must be paid at 150% of the ordinary hourly rate for the 

first 2 hours, and 200% thereafter.  

• All overtime worked after 12 noon on Saturdays must be paid at 200% of the ordinary 

hourly rate.  

• All time worked on Sundays must be paid at 200% of the ordinary hourly rate. 

In New Zealand, there is no direct equivalent to the Australian industry award, particularly in 

relation to prescribed overtime and penalty rates. In New Zealand, rather than being 

prescribed, overtime and penalty rates are agreed between employers and employees as part 

of individual or collective employment agreements.19 

3.5.2 Qualitative data 

Some variation in employment conditions were noted by participants, though these conditions 

were not primary reasons for moving in either direction. Differences in employment conditions 

included a more generous approach to overtime in Australia, the ability to specialise in 

Australia, and more prevalent long-term service leave in Australia.  

• Participants reported higher overtime rates in Australia than in New Zealand. 

Participants noted that overtime (across construction and infrastructure sectors) was 

paid at 1.5 or 2 times the base hourly rate for most tradespeople.  

• Participants highlighted that due to the size and scale of Australian industry, 

tradespeople often specialised in one niche area of their trade. This was seen 

as positive, negative, or neutral depending on the participant and contexts. Some 

participants appreciated the opportunity to hone their craft in one specific area, while 

others found this approach to be in conflict with the broader end-to-end training and 

experience they received in New Zealand. Some participants were neutral towards 

this difference and discussed it only in the context of it being a point of difference that 

did not have negative or positive impacts.  

 

18 Fair Work Commission. (2024). Building and Construction General On-site Award 2020 (MA000020). 
Fair Work Commission. 

19  Employment New Zealand (2024). Hours of work. https://www.employment.govt.nz/pay-and-
hours/hours-and-breaks/hours-of-work 
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• Tradespeople in some industries and states were eligible for long-service-

leave, despite not working for the same company for the duration of their time 

in Australia. One participant discussed the long-service-leave benefit they received 

working in as an electrician in Western Australia. Will received a one-off six-week 

instalment of long-service leave plus an additional week per year there-after. Will 

received this after seven years working as an electrician in Western Australia across 

two different companies.  

3.5.3 Insights 

The entitlements under the relevant industry awards in Australia clearly provide individuals 

who are willing and able to work beyond ordinary working hours the ability to earn significant 

additional income. Analysis of the qualitative data indicates that the potential for additional 

income through taking advantage of these opportunities is a key reason that many New 

Zealanders perceive that they can earn a greater income in Australia than in New Zealand. 

However, it is important to note that by working beyond their ordinary working hours, 

individuals’ work-life balance may be detrimentally affected. The desirability of making this 

trade-off is likely to vary significantly depending on an individual’s circumstances and values.  
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4 Participant case studies 

This section of the report sets out the participant case studies that were produced based on 

short interviews with individuals who had worked in the construction and infrastructure sectors 

and lived and worked in both New Zealand and Australia.  

The case studies include key insights based on each participants’ experience in Australia and 

New Zealand. They also set out a brief summary of why each participant left New Zealand, 

why they returned to New Zealand (if this occurred), key information relevant to comparing 

their experiences in Australia and New Zealand, and a summary of what participants 

considered need to change in New Zealand to make working in New Zealand more attractive. 

Each case study provides insights from one person’s experience of working in the construction 

and infrastructure sector in Australia and New Zealand. The views expressed in each case 

study are likely not representative of all experiences in the construction and infrastructure 

sector in Australia and New Zealand. 
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4.1 Luke  
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4.2 Will 
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4.3 Sarah 
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4.4 David 

With Jodie – GJ will add in asap 
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4.5 Xavier 

With Jodie – GJ will add in asap 
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4.6 Campbell  
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4.7 Alex 
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4.8 Shane 
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5 Conclusion  

This section of the report sets out the research team’s recommendations as to how Waihanga 

Ara Rau, industry associations, and employers can work together to utilise the research 

findings and insights to build the construction and infrastructure sector’s workforce. 

This research has identified the reasons that lead some individuals to relocate to Australia to 

work, as well as the reasons that lead some individuals to return to New Zealand.  

This research has also included quantitative analysis of the factors that are likely important 

considerations for individuals who are considering relocating to or from either country, 

providing robust comparisons of actual differences between Australia and New Zealand.  

5.1 When Australia is attractive 

The research has provided a strong indication that relocating to Australia to work is most likely 

to be attractive to individuals who do not have children, are relatively young, at relatively early 

stages of their career, and who are interested in experiencing living in another country. These 

individuals are likely to be comfortable working in ways that enable them to increase their 

incomes to higher levels than they could in New Zealand by taking advantage of overtime and 

penalty rates that are more consistently available in Australia. Higher income, earnt in this 

fashion, comes at an obvious cost to work-life balance, the impact of which is less likely to be 

an issue for individuals without children. 

Due to the larger scale of the sector in Australia, they are also likely to have more opportunities 

in Australia to progress to “intermediate” type roles in their trade. Further, assuming that these 

individuals have not had sufficient time in the labour market to accumulate sufficient wealth to 

purchase a house, the relatively high rents in New Zealand compared to Australia are likely to 

provide further  incentive to relocate to and remain in Australia. 

5.2 When New Zealand is attractive 

However, the research has also provided a strong indication that remaining in Australia is likely 

to become progressively less attractive as individuals begin to have children, progress through 

their career, and accumulate wealth. For individuals with children, returning to New Zealand 

to be closer to family is highly attractive. Recent changes in the relative house price to income 

ratios of each country have recently made purchasing a house in New Zealand more 

affordable compared to Australia, providing a further incentive for individuals to return after a 

period of accumulating wealth in Australia.  

Lower proportions of household spending on health and education in New Zealand also 

provide an indication that the required household expenditure on goods and services in these 

categories is lower in New Zealand, which for some individuals might lead to an increase in 

their disposable income. Further, higher average income tax rates in Australia mean that as 

individuals’ earning potential increases, they pay proportionately more tax in Australia than 

they would in New Zealand. Finally, experience gained working in Australia was seen as 

potentially increasing individuals’ labour market value in New Zealand, providing further 

incentive to return. 
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5.3 Making use of the findings 

It is clear that a proportion of New Zealanders who relocate to Australia do so on the basis of 

inaccurate or incomplete information. Some of this information may have been accurate in the 

past, but changes over time in each country have reduced, removed, or reversed some key 

differences between the two countries. This provides an obvious opportunity to equip New 

Zealand employers with up to date, accurate information about key factors to support them to 

have informed conversations with employees who might be considering moving to Australia 

and to make informed decisions about changes in their own businesses that could improve 

retention. 

Importantly, several case study participants identified that they moved to Australia as a direct 

result of Australian employers advertising for employees in New Zealand. These 

advertisements were perceived to be successful by case study participants because they 

highlighted the tangible benefits of working in Australia that appealed to them at the time and 

life stage that they saw the advertisements, namely the ability to earn a greater income while 

working in a country other than New Zealand. I.e., they provided potential employees with a 

compelling value proposition that responded directly to what those potential employees 

considered important. 

The effectiveness of this strategy provides a compelling example that can be used by 

employers in New Zealand, with the support of industry associations, to return workforce 

capacity and capability to New Zealand. 

6 Recommendations 

The following sub-sections set out the recommendations arising from the research, informed 

by the qualitative and quantitative research findings and insights. 

6.1 Supporting activities for Waihanga Ara Rau 

While the primary audience for this report’s recommendations is industry associations and 

their member businesses, efficient implementation of the recommendations to those 

organisations will require ongoing support, coordination, and iteration. 

Waihanga Ara Rau is well positioned to support a whole of sector response to this research, 

with a view to equipping industry associations to support their member businesses to utilise 

the research findings to increase their workforce capacity and capability.  

New Zealanders currently working in Australia provide a pool of well-trained, skilled workers 

who are familiar with the operation of the sector in New Zealand and who bring additional 

experience and expertise gained through working in a larger scale environment. 

Investing in gaining access to this cohort will be particularly important when market conditions 

begin to improve because of increased public and private spending in the sector, as analysis 

of the qualitative data suggests that some employers may have been forced to shrink their 

workforces in response to low demand for services. Investment in gaining access to this cohort 

will also support businesses to understand whether, to what extent, and how they can 

efficiently retain their existing workforces.  
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The research team considers that investment in implementing these recommendations will 

support achieving the medium- and long-term outcomes set out in the Waihanga Ara Rau 

Statement of Strategic Direction 2023 – 2028, as well as aligning with Pou Tuarua: 

Relationships, Partnerships & Influence. 

6.1.1 Monitor and report key metrics 

The implementation of the recommendations to industry associations and employers arising 

from this research rely on those organisations having easy access to certain data, ideally 

updated as frequently as possible and for specific geographic areas. The research team 

considers that these should include: 

Gross incomes 

Waihanga Ara Rau can monitor and report gross incomes, for ANZCO unit groups, and where 

possible occupations, by Australian Statistical Geography Standard Greater Capital City 

Statistical Areas (GCCSA).  

Data on incomes by unit group and occupation in Australia are collected and updated 

frequently, but accessing and producing usable summaries of this data requires familiarity with 

ABS processes and datasets. While job search websites provide analogous data, it is likely 

that this data does not account for factors like overtime and penalty rates, and the terms of 

use of these websites likely prevent the data they present being utilised by businesses without 

specific permission.  

Providing industry associations with ongoing access to timely analysis of ABS data on incomes 

by unit group and occupation by GCCSA will enable industry associations to support their 

member businesses to fully understand the incomes that their employees could expect in 

Australia. In turn, this will support the member businesses to assess the extent to which they 

can or should adjust their renumeration packages to provide a viable alternative to relocating 

to Australia for employees who are motivated solely or in large part by income differences. 

This information will also support member businesses to conduct informed negotiations with 

employees who indicate that they are considering moving to Australia. 

Bearing in mind that this research is focused on addressing the attractiveness of moving to 

Australia, the research team does not consider that it would be useful for Waihanga Ara Rau 

to provide industry associations with ongoing access to timely analysis of Statistics New 

Zealand data on incomes by unit group and occupation. This is because this data would have 

only limited relevance to supporting industry associations or employers to alter individuals’ 

decisions to move to Australia.  

Net incomes by occupation and GCCSA 

The effect of higher average income tax rates in Australia can provide an important point of 

consideration for employees who are considering moving to Australia to earn additional 

income. However, it is likely that the effect of those higher average income tax rates on their 

net incomes is not clear to many individuals. Waihanga Ara Rau could complement this 

regularly updated gross income data by also providing the expected net income for each unit 

group or occupation in each GCCSA. This will provide industry associations and employers 
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with additional information that they can use to support the implementation of the 

recommendations to those organisations. 

Housing affordability 

While the two metrics set out above are likely to be of the most direct ongoing relevance to 

industry associations and employers, housing affordability (both purchasing and renting) may 

also be an important consideration for many individuals. As with the income data discussed 

above, data on house purchase and rental prices is collected regularly in both Australia and 

New Zealand. As with the income data, making house purchase and rental price data 

accessible to, and useful for, industry associations and employers will require familiarity with 

the relevant datasets and analytical expertise, both of which can be efficiently provided by 

Waihanga Ara Rau at a system level to support industry associations and employers to utilise 

this information to support workforce retention or recruitment. 

6.1.2 Develop tools to support industry associations and 
employers 

The development of, and ongoing support for, some relatively simple online tools or 

dashboards could enable Waihanga Ara Rau to efficiently facilitate ongoing access to the data 

discussed above.  

For instance, employers could enter the salary or wages they intend to offer their employees 

and be provided with percentage differences between that salary and average salaries by 

GCCSA in Australia, as well as the amount of income tax that would be paid on that salary in 

both jurisdictions. Or, employers could select their region, enter the salary or wage they intend 

to offer, and be provided with the house price to income ratio the intended salary or wage 

results in. 

Provision of these tools would support the implementation of the recommendations to industry 

associations and employers, set out below. 

6.1.3 Further investigate the gender pay gap in the 
construction and infrastructure sector 

New Zealand’s significantly lower gender pay gap indicates an opportunity to explore the 

extent of gender pay gaps (if any) in occupations in the construction and infrastructure sectors 

in Australia and New Zealand. 

Waihanga Ara Rau could conduct analysis of Statistics New Zealand and ABS data to 

determine the extent of any gender pay gaps by occupation in New Zealand and Australia. 

This would be with a view to encouraging women to remain working in New Zealand and/or 

identifying a need to undertake sector-level work to reduce or remove gender pay gaps. 

https://allenandclarke-my.sharepoint.com/personal/sstack_allenandclarke_co_nz/Documents/www.allenandclarke.co.nz


43 

Allen + Clarke and Waihanga Ara Rau 

Investigating the attractiveness of working in Australia – Full research report prepared for  
Waihanga Ara Rau 

 

www.allenandclarke.co.nz 

6.1.4 Facilitate ongoing sector-level discussions to 
address retention, including through educating the 
market 

This research has indicated that there is potential for actors in New Zealand’s construction 

and infrastructure sector to address a range of factors that are relevant to individuals’ 

decisions to relocate to Australia. Some of these factors, including issues relating to work 

pipelines and the visibility of career progression pathways, are unlikely to be able to be 

addressed by individual industry associations and employers. Waihanga Ara Rau could 

facilitate ongoing discussions to address sector-level issues. These discussions will also 

support industry associations and employers to educate the market as to the extent of key 

differences between Australia and New Zealand. 

6.2 Recommendations to industry associations 

and their members 

This sub-section of the report sets out the recommendations to industry associations and their 

members. 

6.2.1 Encourage, support, and conduct targeted 
recruitment from Australia 

The research team recommends that industry associations encourage and support New 

Zealand employers to produce and distribute recruitment advertisements targeted at New 

Zealanders who are working in Australia who are likely beginning to significantly value, or are 

already significantly valuing, the factors in which this research has demonstrated that New 

Zealand has an advantage over Australia.  

To be most effective, it is likely that these advertisements will, to a degree, need to be tailored 

to the particular context of each employer and the potential employees that the employer 

wants to access.  

Therefore, industry associations have an opportunity to provide their member businesses with 

access to professional development focused on utilising relevant data to support their 

members to undertake recruitment of this nature and on utilising internet platforms (or other 

methods) to cost-effectively target these advertisements at individuals with certain 

characteristics. 

Further, as this research has identified, returning New Zealanders to New Zealand’s workforce 

is likely to benefit both individual employers and the sector as a whole, as they are likely to 

have gained expertise that they can utilise to benefit their employer as well as passing on that 

expertise to the individuals that they work with. Communicating the likelihood of receiving 

these benefits to employers may incentivise them to recruit in the fashion that the research 

team recommends. 
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6.2.2 Work with employers to create working conditions 
that are more attractive than Australia 

Recognising that economic conditions are both largely outside the control of, and operating 

as constraints on, industry associations and employers, the research team recommends that 

industry associations work with employers to identify practical opportunities to mitigate or 

remove negative disparities and increase positive disparities between New Zealand and 

Australia.  

Mitigating negative disparities might include offering additional pay when employees are 

required to work overtime or on weekends or offering long-service leave based on the length 

of time an individual employee has been qualified. Increasing positive disparities might include 

structuring an employer’s labour force to enable greater work-life balance for the employees 

who value that, while providing opportunities for other workers to work additional hours to earn 

additional income. 

6.2.3 Encourage, support, and conduct informed 
negotiation by employers 

This research has demonstrated that for many occupations, income disparities between New 

Zealand and Australia are relatively small. Further, the qualitative component of this research 

indicates that many individuals are likely to be operating under an inaccurate assumption 

(based on out-of-date understandings regarding relative incomes) that they can earn 

significantly more money in Australia, while working in conditions that are substantially the 

same.  

The research team recommends that industry associations provide employers with 

professional development opportunities targeted at understanding how to identify what their 

employees value and how to leverage data to negotiate employment conditions that respond 

to those in Australia while not compromising the employers’ businesses. 

It is also likely that informed negotiation between employers and employees will contribute to 

educating the market as to the nature and extent of key differences between Australia and 

New Zealand. 
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