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Introduction

1.

Hospitality New Zealand® (“Hospitality NZ”) supports the Government consulting on
‘a new approach to employer-assisted work visas and regional workforce planning’
(“the consultation paper”).

Hospitality NZ is a member-led, not-for-profit organisation representing
approximately 3,000 businesses, including cafés, restaurants, bars, nightclubs,
commercial accommodation, country hotels and off-licences. The vast majority of our
members are small-to-medium enterprises.

Hospitality NZ is also a member of the Tourism Industry Aotearoa (TIA) Industry
Advisory Group for this consultation. TIA is making a submission, with our industry
views represented and incorporated in that submission, which we endorse and
support.

This submission will provide focus and comment on the particular concerns and
issues that our members have raised with us in relation to labour and skills shortages,
employer-assisted work visas, and regional planning.

This submission will be in two sections:
a) General Comments
b) Responses to questions in the consultation discussion paper

We thank the Ministry of Business Innovation and Employment for the opportunity to
submit on this matter.

Part one - General Comments:

The skills and labour shortages in hospitality

7.

There is a significant shortage of ready, willing, and appropriately skilled people
available for the sector.?

Many hospitality employers have voiced this crisis publicly including restaurateur,
Chand Sahrawat, in 2017. More recently, there has been significant publicity
around the shortage of people and skills in hospitality businesses including
businesses owned by prestigious Chefs Josh Emmet and Simon Gault to name a
few.?

! Background information on Hospitality NZ is included as Appendix One.

2 More information on skills shortages as experienced by our members can be found at Appendix Three.

3 The closure of Madame Woo Dunedin, with ‘on-going labour shortages’ cited as a reason®

Queenstown's hospitality and tourism industry operators are struggling to fill hundreds of vacancies as the peak summer

seasons begins.?
Shortage of hospitality staff in Rotorua®

Tourism confidence is strong, but a lack of skilled staff is a major issue®



https://www.stuff.co.nz/business/109944658/madam-woo-to-close-dunedin-restaurant
https://www.stuff.co.nz/business/industries/109420375/queenstown-short-hundreds-of-workers-during-busiest-time-of-year
https://www.stuff.co.nz/business/industries/109420375/queenstown-short-hundreds-of-workers-during-busiest-time-of-year
https://www.nzherald.co.nz/business/news/article.cfm?c_id=3&objectid=11880562
https://www.stuff.co.nz/business/101001499/tourism-confidence-is-strong-but-lack-of-skilled-staff-a-major-issue

10.

11.

12.

Hospitality and tourism are significant employers, and provide a pathway for many to
enter the workforce, gaining important skills that can allow them to move into higher-
paid positions or to take those skills and benefit other industries.

Tourism growth also contributes significantly to New Zealand’s economy. The recent
Aotearoa New Zealand Government Tourism Strategy draft paper set out:

e The tourism sector makes a significant contribution to New Zealand’s
economic success, accounting for over a fifth of exports

e Inthe year to March 2017, overseas visitor spend reached over $14 billion,
as a result of compound annual growth of 7% in the previous five years.

e Tourism contributed $14.7 billion to GDP (and another $11.3 billion of GDP
through the indirect value added by industries supporting tourism).

e |n the same year, tourism provided jobs for over 230,000 New Zealanders

e Tourism creates inclusive growth by distributing economic opportunities
and bringing social benefits across regions and communities outside of the
main urban centres. Tourism can help attract investment and retain the
population and services needed to ensure the long-term sustainability of
some communities.

In light of tourism and hospitality contribution to the economy and growth, the
industry is expected to require anywhere up to an additional 50,000 workers by 2025.

However, with NZ unemployment rate currently at 4.3%* there is simply not enough
ready, willing, and able New Zealanders to fulfil the current roles required, let alone
to fulfil the future needs.

The consultation discussion paper: general thoughts

13.

14.

15.

16.

The consultation paper lacks detail in many parts making it difficult to provide
informed responses to many of the questions asked. This highlights that, in our
opinion, more work needs to be done before significant changes can be made to the
employer-assisted work visa system.

We support Immigration New Zealand’s goal of addressing migrant exploitation. We
believe that all workers should be free from exploitation.

We agree with the Strategic Outcomes set out in the consultation paper in theory, but
we have concerns with the design, scope, and coverage of the proposals.

We are also concerned with a number of statements and assumptions made within
the consultation paper:

NZ's lowest unemployment rate in a decade causing issues for employers?

High-flying Auckland restaurants battle to get visas for best staff®

Top restaurant's battle to tell Immigration NZ that kebabs and Mexican is not the same®

Migration ‘tweaks’ hit hoteliers hard®

4 https://www.stats.govt.nz/news/unemployment-rate-up-to-4-3-percent



https://www.facebook.com/1NEWSNZ/videos/500522713800631/?eid=ARBiMtDXPYPD_bylPzzYLvw7hj3ScMBqQm8d4VBcE13cNg-m37_u5kbG9RASp8RDSP915AezV4Ql_apM
https://www.nzherald.co.nz/business/news/article.cfm?c_id=3&objectid=12153320
https://www.nzherald.co.nz/business/news/article.cfm?c_id=3&objectid=12152589
https://www.newsroom.co.nz/2017/04/20/19881/tourism-migration

o We fervently disagree with the implication that hospitality and tourism, as
an industry, uses temporary migrants as a means for employers to avoid
improving productivity, wages and conditions for local employees.

o We believe that the majority of the employers are good employers who
look to increase productivity and pay competitive wages. The proposals in
the consultation document may be too heavy handed and risk ‘tarring all
employers with the same brush’.

e Not all people who are of working age are appropriate for all work
available. Hospitality encompasses a number of varied and different roles
many which carry with them statutory responsibilities for example the sale
and supply of alcohol and gaming machine operation. Simply put, not
every available worker is suitable for every role that hospitality offers.

o The statement that temporary migrant workers displace New Zealanders
is, in our view, flawed. The research cited in the consultation document
does not support INZ's position nor is it persuasive. Our members tell us
that they would prefer to employ New Zealanders but the right New
Zealander is not always available, ready, willing, or able to fill the roles
that need filling.

o We disagree that immigration systems and settings should be used to get
New Zealanders into jobs. The role of an immigration system is to support
and supplement skills and labour shortages in the domestic labour market.
INZ’s view that immigration should be used to get New Zealanders into
employment fails to recognise the current low rates of unemployment,
strong business growth and the chronic skills shortages in many industries
(including hospitality and tourism) are faced with.

o We disagree with the view that a high-paying job directly correlates to a
genuine skills shortage. A skills shortage is a skills shortage, and
hospitality and tourism have, for some time, suffered from a genuine skills
shortage at all pay levels. With increasing international visitor numbers
and that trend forecast to continue, this skills shortage will only become
more problematic.

o We are concerned with the time frame of the consultation and
implementation and believe that it should be extended or staggered.
Especially the timeline for sector agreements, for which hospitality and
tourism have been singled out as being first in line, and for which there is
little detail available.

e We do not support the immigration system being used to place artificial
upwards pressure on wages.

o We support INZ tackling employers who exploit migrant labour. But think
that INZ should be careful that any anti-exploitation measures introduced
are not overly punitive to the vast majority of good employers.

17. We also believe that where there will be changes to the immigration system that will
affect employers and employees, then stronger scrutiny should also be placed on
immigration advisers/consultants.



18. We also suggest that what constitutes ‘immigration advice’ be reviewed in light of
the consultation document as some of the proposals require employers to give advice
to migrant employees that could currently be considered ‘immigration advice’.

19. The consultation paper does not address variations of visa conditions. We suggest
that the ability to vary conditions should be retained within any new system.

20. Any changes to the immigration system should be well designed and thought out,
practicable, workable, fit-for-purpose and are able to be implemented seamlessly,
minimising any unintended consequences. The proposals as currently written do not
match these criteria.

Part two - the consultation discussion paper questions

Do you support the gateway framework approach?

21. We agree with the aim of the gateway framework in theory. Our concerns lie within
the design, scope, and detail (or lack of) within the proposals.

22. We support the proposal for the six visa categories to be simplified into one.

Employer Gateway - The Employer Framework
Please indicate what you think the impacts might be where relevant.

23. We agree in principle with a system that provides benefits to compliant employers,
and disadvantages non-compliant employers. In most circumstances, that type of
system would better incentivise compliance than the current system which only
punishes the non-compliant.

24. However, we are concerned that the proposed employer framework may adversely
affect small business owners by making the process and compliance requirements for
hiring migrant workers too onerous or costly. Thus, preventing them from filling
genuine skills shortages that they are unable to satisfy with the domestic labour
market.

25. The proposed framework may unduly disadvantage those who already meet the
proposed criteria, but due to being small business owners (such as our members), do
not have the resources or capacity to meet the formal requirements suggested in the
consultation document.

26. A potential unintended consequence of the proposed changes is for accreditation
consultancy businesses to start up fulfilling the accreditation paper-work burden and
charging additional fees for it. This will only serve to increase the cost of hiring
migrant workers further. We have seen this happen with the alcohol licensing, health
and safety, and food safety regimes.



Employer accreditation scheme.

Standard Accreditation:

30.

31.

32.

33,

34.

We believe that the five migrant worker maximum limit for standard accreditation is
too low.

We do not consider potential access to five temporary migrants to be an adequate
incentive for employers to engage with the proposed scheme. However, we do agree
that there would be benefits that the proposed system could bring such as
streamlining the hiring of migrant workers.

Under the proposed scheme only those who have an actual genuine need for migrant
workers will go through the process of becoming accredited. This effort should be
recognised and appropriately rewarded by increasing the maximum limit for standard
accreditation to 10 employer assisted migrant workers. That is not to say that every
accredited employer will employ 10 migrant workers, but it is about rewarding those
who go through the rigorous accreditation process and who are shown to be
compliant employers.

We also believe that the indicated accreditation fee of $600 is too high. While it may
not seem like a great sum of money; for many small businesses, $600 is significant.
Many small businesses run on tight margins, which are already being cut into by on-
going increased business costs including increases in alcohol licensing fees,
minimum wage, other compliance costs, and the costs of goods and services going
up generally.

We believe that an annual review period is too onerous and costly for small business
given the time and resources required to achieve accreditation. We submit that the
renewal period for standard accreditation should be at least two years. A possible
model could be; an initial accreditation approved for one year that is reassessed at
the anniversary to ensure that the employer is compliant. After that, the period for
renewal could be extended to at least two years, with the expectation of monitoring
and compliance checks during that period.

Premium Accreditation:

35.

36.

As above, we believe that the number of migrant workers required to trigger
compulsory premium accreditation is also too low. We believe it should be extended
to 11 or more employees.

We believe the proposed criteria for premium accreditation are unduly onerous and
costly, putting it out of the reach of many small businesses. It appears that premium
accreditation has been designed with big businesses in mind, ignoring that small
business makes up about 97% of New Zealand businesses. Premium accreditation
should be achievable and attainable for all businesses to encourage the uptake of
premium accreditation.



37.

38.

39.

40.

41.

The indicated fee is of $2000 is extremely high and will put premium accreditation
out of reach for many small hospitality businesses.

We believe that fees should be adjusted and/or the renewal period extended.

If the renewal period for premium accreditation is to be extended, we suggest the
following; after the initial approval period of one-year, subsequent renewal periods
for premium employers be increased to four years, with the expectation of monitoring
and compliance checks during that period.

We are concerned that the proposed union approval criteria will give unions too much
power to veto applications for premium accreditation. The consultation document
says that a union objection will be taken into consideration, but the weight of that
objection has not been stated. We are concerned that a union objection may be given
undue weight which could result in good employer’s accreditation being denied. It is
also unclear whether a union will be able to object to a premium accreditation
application where the employer seeking accreditation has no union member
employees.

We are also concerned with the proposed pastoral care policy as the proposed policy
criteria uses vague language which should be avoided. The policy states; “have a
transparent pastoral care policy ... that includes things like... etc” (emphasis added).
The use of ‘things like’ and ‘etc’ leave the content of pastoral care policies open to
interpretation by employers and INZ. This concerns us as we have seen similar issues
arising out of similar ambiguities in alcohol licensing context, where ill-defined
policy clauses have resulted in licensees being subject to onerous and overly costly
processes seemingly at whim. We do not want this to happen in an immigration
system given the possibility for serious adverse consequences.

General comments in relation to the proposed criteria for both accreditation levels:

42.

Generally, we are concerned that the policy requirements include subjective criteria.
Subjective criteria are problematic as they can lead to differing interpretations
resulting in uncertainty for employers and employees. Any policy created should be
assessable against objective criteria rather than subjective, to ensure that clear
consistent results can be reached.

Exclusion of employers

43.

44,

We agree with the proposed criteria for excluding employers from hiring migrant
workers. However, we are concerned that there is no set time Limit for exclusion, or
framework to provide an excluded employer the opportunity to prove that they have
changed their practices and become compliant.

It is unclear how a dispute resolution process would work. There have been no
frameworks provided as to how an employer might challenge the decision of an
immigration official. Or if there will be any way for an excluded employer to show
that they have changed and are now compliant. Any robust system should include
pathways for challenging decisions and resolving disputes.



Employer assessment requirements

45.

46.

47.

48.

49.

We believe the requirement that employers must show that they have increased the
migrant’s hourly rate by at least the dollar value increase in median wage is
unachievable, and unrealistic, for many small businesses. Mandatory increases would
have the flow on effect of artificially increasing the wages paid to other employees,
and as we have previously stated, many small businesses run on tight margins as it
is. If there is going to be an assessment of migrant workers hourly rates then it should
be linked to industries and occupations within the industry rather than the labour
market generally. Hospitality NZ in conjunction with the Restaurant Association of
New Zealand undertakes an annual Remuneration Survey which could be used to
provide the details for wage assessments in the hospitality industry.

The requirement that employer’s show that they are ‘actively’ training and upskilling
New Zealanders faces some practical difficulties. Employers who use formal training
to upskill their employees will be able to easily show the training and costs involved
to do so. However, many employers upskill their employees informally through the
work place, it would be difficult to create and show a budget for that kind of training.
Further, not all the skills that a hospitality employee needs to succeed in the industry
can be taught through external paid training, some skills are acquired through time
and experience in the working environment. It is possible that some employers are
meeting their training and upskilling requirements in practice but are unable to show
it in the way that INZ has requested.

We are concerned with the requirement that employers show that they are working
with labour market entrants and job seekers. As written, the policy requires new
entrants or job seekers to be hired and retained for more than 90 days in the previous
two years before an employer could look to hire a migrant employee. This again
conflates people who are of working age with people who are ready willing and able
to work. Employers may want to employ new entrants or job seeks but the candidates
interviewed may not be appropriate for the role, leaving the employer with a genuine
skill shortage that cannot be filled domestically. The employer would then be unable
to employ a temporary migrant worker to fill the role, even though they have a
genuine need which they have attempted to fill locally because this criterion prevents
their accreditation.

We are also concerned with the requirement that employers ensure that migrant
workers are aware of health and safety practices that differ from their country of
origin. Practically speaking, this criterion requires employers to be experts in health
and safety practices of any number of countries around the world. Further, it also
requires INZ staff to be experts in world health and safety practices to actually
enforce the policy. We suggest a simpler way forward would be to require employers
to explain New Zealand'’s health and safety practices, and ensure that their employees
know how to stay safe in their workplace. Should an occupation be so dangerous as
to require explicit setting out of differences in health and safety practices, then that
could be addressed on a case-by-case basis.

We believe that the proposed criteria will have a negative impact on new employers.
Some criteria require an employer show, for example, “a history of actions” which will
be unachievable for new employers. Being a new employer does not exempt you



from facing a skills shortage nor should it prevent you from showing that you are a
good and capable employer. The criteria should be amended to account for this.

50. We agree with the proposal to extend the maximum visa duration for lower-skilled
workers. However, we believe that it should be extended for all employers not just
those with premium accreditation.

Are there any other ways in which employers could demonstrate that they meet the
standards?

51. We believe that there is merit in Industry Accreditation allowing easier/simplified
accreditation for members of preapproved industry associations. Industry
associations provide, amongst other things, advice and guidance on employment
standards, legally assessed and industry standardised employment agreements and
wage rate indicators. Industry associations update, educate, and advise their
members on changes to applicable legislation and policies as well as provide training
and upskilling for employees and employers. Hospitality New Zealand also has a code
of ethics and conduct required of all members.

The Job Gateway

Highly-paid threshold
Do you agree with the highly-paid threshold job pathway? Why / Why not?

52. We believe that the proposed high-pay threshold is set too high making this pathway
unattainable for many small hospitality businesses. Some of our members cannot
afford to pay themselves the median wage, let alone 150% or 200% of it. However,
their businesses are still viable, employ local workers and contribute to the economy.

53. It is our view that any ‘highly-paid threshold’ gateway needs to be within reach of
small businesses. The rate should be reasonable, achievable, sustainable, and reflect
the pay rate of the actual position, which is experiencing the skills shortage.

54. There is no justification provided as to why a ‘premium accredited’ employer should
have the option of paying less than a standard accredited employer beyond the
conclusion that they have paid more in accreditation costs for the privilege. Neither
has there been justification, or reasoning as to how or why 150% and 200% of the
median wage came to be decided upon as the appropriate highly-paid threshold for
migrant workers. We believe that both of these issues need to be addressed

55. Those businesses which have the resources to be able to pay 150% or 200% of the
median wage should not be privileged over and above that that cannot, purely based
on monetary reasons. In other words, just because a business does not have those
resources, does not mean that they are impervious to a skills shortage.



Regional Skills Shortage List
Could the skills shortage lists be improved? How could the skills shortage lists be improved?

56. Skills shortage lists should be agile and respond to the needs of the labour market.
They should be determined by relevant up-to-date criteria and based on the needs of
the labour market at the time with an eye to its future requirements.

57. In principle we agree with dividing the skills shortage into regions, however this
raises design issues regarding the allocation of regions, and whether sub regions or
areas within regions are needed. Different areas within regions can have vastly
different needs or skills shortages. For example, a hospitality operator in
Queenstown is going to have vastly different needs to a hospitality operator in
Ranfurly or Naseby, all of which lie within the boundaries of the Otago Region.

58. We believe that skills shortage lists should have the flexibility to have occupation(s)
reviewed and added to them at any time, rather than once per year.

59. We believe that the current ANZSCO system is no longer fit for purpose. It is too rigid
to work efficiently in the labour market in 2019. However, if the ANZSCO criteria are
going to continue to be used, then we believe that the Regional Skills Shortlist should
include all ANZSCO levels not just levels 1-3, as there can be skill shortages at all
levels of employment not just in ‘high skilled’ occupations.

Sector Agreements
Do you agree that sector agreements should be introduced? Why / Why not?

60. We are concerned with the lack of detail that has been provided to date regarding
sector agreements. In particular, we are concerned that hospitality and tourism have
been highlighted as some of the first industries to have sector agreements,
considering the lack of information provided and the aggressive timelines proposed.
We believe that more time is needed before sector agreements could be meaningfully
negotiated and implemented given the diversity within the hospitality and tourism
industry.

61. We are also concerned that during the consultation period, we have received different
interpretations about the form and substance of sector agreements depending on
which Immigration official we have spoken to.

62. Examples of this ambiguity include but are not limited to;

1. Whether or not a sector agreement would preclude the use of the regional
labour market test;

2. Whether sector agreements apply only to low-to-mid skill workers or
whether an agreement could cover all workers in a particular sector;

3. Whether or not a sector agreement only covers certain occupations or
excludes certain occupations within a sector;

4. How the labour market test is to be applied, or if it even would be applied
at all i.e. can a sector agreement negotiate out of labour market tests.



63. Our concern is that the general lack of cohesive information provided makes it
difficult to definitively comment on the possible design elements of sector
agreements. All we can confidently suggest is that more time, information and
consultation is needed specifically on sector agreements before they could be
meaningfully and fairly negotiated.

64. However, we agree that the Government should commit to training/education and
welfare/employment systems as part of any sector agreement negotiations. We
consider that the system working efficiently and cohesively as a whole is vital for
success and achieving the desired goals and outcomes.

Do you have any comments on what could be included or excluded from the Sector

Agreements?

65. Subject to our concerns raised above, we have the following comments regarding
possible design elements of sector agreements:

We believe that sector agreements, if introduced, should be voluntary; at least
initially.

Representative industry bodies should be included to ensure that the small
business voice is heard and listened to. However, it is not clear how
representative industry bodies could be selected and this process would need to
be established if sector agreements are going to progress.

Our view is that hospitality and tourism need to be carefully assessed as to
whether both should be included in a single sector agreement. While
intertwined and often spoken of in tandem the industries are distinct and wide
ranging, each with distinct challenges and requirements and it is our view that
they likely may need to be separate for any sector agreement purposes. Further
to this point, even businesses which may, on their surface, seem similar can
have distinct needs. A bar in the Viaduct in Auckland will have different needs
to a bar in Greymouth. Therefore, any sector agreements would need to take
this into account.

The sector agreement negotiation process should have safeguards in place to
ensure that it is conducted fairly, and include a dispute resolution procedure. It
is not clear how businesses would be classified in the first instance, so
businesses should therefore have the ability to challenge the sector they have
been classified in and this process should be clear and objective. There should
also be processes in place that allow businesses to continue to employ migrant
workers where negotiations for a sector agreement break down i.e. where
agreement is not met the regional labour market test could apply.

We see the proposed three-year term for sector agreements as unnecessarily
static and unable to respond to changing environments. For example, natural
disasters and the changing composition of regions including demographic
changes can have a significant effect to the labour market in a three-year term.
We saw this in Christchurch following the 2011 earthquake, where the natural
disaster significantly changed the operating, skills, and infrastructure needs of
the region. Similarly, Hawkes Bay has seen rapid growth in the last year

10



changing the employment needs of the region.” Sector agreements need to be
flexible to be able to react to our ever-changing world. That being said,
constant re-negotiation of sector agreements would be costly, time consuming
and undesirable. Successful sector agreements should balance these concerns.
We see issues with the proposed cap on migrant workers within a sector as
there has been no indication by INZ as to how the cap may work. It is unclear
how the ‘appropriate’ or ‘right’ number of migrant workers within a sector will
be determined or what will happen if the number is mis-forecast. It is not clear
whether the cap will be yearly or triennial. It is unclear whether the cap will
operate on a ‘first come first served’ basis leaving those who later need
temporary migrant workers without the ability to fill their skills shortage, or
whether there will be some other method of distribution of migrant worker
allocations among employers. We believe significant further work and
consultation is needed in this area. It is insufficient to leave an issue with so
many ambiguities solely to the negotiation table.

We are also concerned about how sector agreements will interplay with other
employment law proposals, such as fair pay agreements, as no detail of this has
been provided.

We agree that there might be merit in specifying and setting out skills and
competences required, rather than only using ANZSCO codes which are not fit-
for-purpose for hospitality and do not currently properly capture the skills and
competences required - particularly for the Duty Manager occupation for
example.

Regional Labour Market Tests

Do you agree the labour market test could be more responsive to better reflect the different
needs of the regions? Why/Why not?

66. Generally speaking we do not have a problem with labour market tests being

67.

regionalised.

However, as we have stated through our submission, this proposal is lacking details
regarding the design and application of the regional labour market test.

68. We see regional differentiation as a major hurdle to be overcome if regional labour

market tests are to be introduced. Regional differentiation is important and different
areas within a region can have vastly different needs which need to be taken into
account with any regional labour market test.

69. We are also concerned with the interplay between sector agreements and the

regional labour market test and whether the existence of a sector agreement will
preclude a business using the regional labour market test.

* https://www.nzherald.co.nz/the-country/news/article.cfm?c_id=16 &objectid=12020171
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70.

71.

We believe that again INZ have conflated people of working age with people who are
ready, willing and able to work. For a number of reasons New Zealanders are not
willing, able, or appropriate to work in every position available within the hospitality
and tourism industry leading to the skills shortages we are currently facing.

There are also practical issues with the proposed regional labour market test that we
are concerned with. Itis unclear how a labour market test will be tightened or relaxed
and what that process would look like. It is also unclear how that process would be
triggered, how often the labour market test will be reviewed, or who ultimately will
be reviewing it. It is unknown whether there will be a way for business to challenge
these decisions. Therefore, these uncertainties will need to be addressed before a
regional labour market test could be effectively implemented.

How could the labour market test be redesigned to make it more responsive to regional needs?
Are there any more general improvements that could be made to the labour (sic) (market test?)

72.

73.

Regional labour market tests ability to respond to regional needs will be dependent
on regional definitions. However, it may be that Regional Skills Bodies (or similar)
and Industry Training Organisations (or ISBs as proposed), in partnership with
industry (including industry associations) and Government could together design a
good responsive labour market test model(s).

We are unable to make more informed comments without additional details regarding
how the regional labour market tests will work. However, we agree that labour
market tests need to be responsive to the rapidly changing labour market.

Do you agree a set of indicators could be used to differentiate regions? Why / Why not?

74.

75.

76.

We agree that there needs to be indicators to define regions. As we have stated,
different regions and even different areas within a region can have vastly different
needs.

We suggest that a set of indicators be used to assess whether the current sixteen
regions are adequate for employers’ current needs and skills shortages. We believe
that the current sixteen regions may not appropriately address the current skills
shortages, given our previously stated position that different regions and different
areas within regions can have different needs. For example, a hospitality operator in
Queenstown is going to have vastly different needs to a hospitality operator in
Ranfurly or Naseby, all of which lie within the boundaries of the Otago Region.

We also agree that characterisations of regions could fluctuate regularly, and that any
regional indicator framework needs flexibility and regular monitoring to ensure
appropriate adjustments can be made, in a timely fashion.

12



Do you have any comments on the proposed regional indicators including how they could be
applied to differentiate the regions and how the regions could be classified?

77. The suggested regional indicators again appear to conflate those who are of working
age with those who are ready, willing, and able to work any available work. Having
an apparent adequate domestic labour market supply on paper, does not mean that
we have an adequate domestic labour market in practice.

78. The strict use and interpretation of the proposed regional indicators may not align
with the actual domestic labour market supply and skills shortages when the
projected timeframes become the present time.

79. We are unsure how effective relating indicators to national averages will be to
address regional labour market needs. A regions labour market may experience
growth or decline above or below the national average, which will mean that an
indicator based on national averages will be out of touch with what any one region
actually needs.

80. We are also concerned that strict use of regional indicators may mean that places like
Auckland may always be assessed as needing a “harder” labour market test, where in
reality our members tell us significant skills shortages remain.

The Domestic Labour Market System
Do you agree that demand for temporary migrant workers should trigger a response from
the labour market system to optimise opportunities for New Zealanders? Why / Why not?

81. We support the concept that demand for temporary migrant workers could trigger a
response from the labour market system to optimise opportunities for New
Zealanders in theory. Our members would prefer to hire New Zealanders where they
are available and suitable for positions.

82. We agree that this type of trigger could, if implemented properly and cost effectively,
enhance the decision-making systems for education/skills and welfare/employment
systems.

83. We welcome integrated decision making that promotes the benefits of any particular
industry / sector / occupation experiencing skills shortages and acknowledges that
support may be needed to help candidates meet employer expectations and improve
their readiness to work.

84. There is merit in strengthening the key existing mechanisms where this could occur.
In particular, we support capturing reasons why domestic candidates are rejected and
using this as a trigger for offering further support. We note that while a candidate
may appear suitable on paper, they may not interview well, or may not have the
experience in reality to fit the business’s needs. These are the circumstances where
the reason for rejection should be provided and additional support offered to help
that candidate enter the workforce.
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85. However, we are wary of INZ becoming too involved in employer’s decision making.
We are wary that a subjective assessment of an employer’s reasons to reject a
candidate could result in misinterpretation. Employers, especially in hospitality, are
reliant on having the right person in the right role to provide the best service to their
customers and not every possible worker will be appropriate. Employers should have
the right to reject inappropriate candidates and not have this impact their ability to
hire migrant workers in the future. This is where the value lay in the 90-day trial
period being extended to all employers, as it made employers more willing to take a
chance on uncertain candidates.

Do you agree that closer alignment of the immigration, education, skills, welfare, and
employment systems will optimise employment opportunities for New Zealanders? Why/ Why
not?

86. We agree that closer alignment of the systems could be beneficial to all parties. We
have long advocated for, and would welcome, hospitality and tourism to be reinstated
as a University Entrance subject. Hospitality and tourism, given its significant
contribution to the New Zealand economy is not currently given the gravitas,
attention, promotion, resources, or teaching that it deserves.

87. We also agree that there should better support for essential literacy, and numeracy
skills as well as general basic life skills. We note that Scotland are exploring how to
build in competencies like curiosity, focus, and empathy into training and vocational
standards. We support this approach, and believe that there is merit in New Zealand
exploring similar programs.

88. We also believe that employers are an important partner in these systems. They are,
after all, the business experts and know what skills and education may be needed to
fulfil shortages and gaps. We believe that employers and their representative
associations can positively influence the alignment and design of these systems.

89. The consultation document is unclear on how the welfare system when integrated
with immigration will address barriers to employment such as child-care, trauma,
literacy, numeracy, and substance abuse, among others. Proper integration will
require systems to identify these issues and support those who may be affected by
them when entering into the workforce.

90. We would also expect closer alignment of systems to improve cost efficiencies.
91. As noted in the consultation paper there are systematic reviews of the above systems

underway. We are happy to make further comments on the mechanisms which could
be used to more closely align all the systems once the reviews are completed.

Regional differentiation and its effect on the response of the domestic labour supply.
Do you agree that a regional response is a useful approach to improve domestic labour market
outcomes for New Zealanders? Why/Why not?
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92.

93.

94.

We agree that a regional response could be a useful approach, however, its usefulness
would depend on its alignment with employer’s needs, cost effectiveness, ease of use
and how fast the system can respond to changes in the regional and domestic labour
market.

We support the intention to ‘facilitate and better enable an integrated and targeted
response across the immigration, education/skills and welfare/employment systems,
at a regional level’, and to get ‘better regional planning, information flows, and more
coordination’ between the systems.

Many of our members consider that a regional approach, if implemented with
flexibility and genuine partnership between relevant agencies and employers, could
be beneficial.

Do you agree that a regional labour market strategy and plan would be a useful mechanism to
improve domestic labour market outcomes? Why/Why not?

95.

96.

97.

What purpose might a labour market strategy and plan serve in your region? What would its

It makes sense to have regional strategies and plans in place, if they truly and
properly align with other systems and work streams, as indicated in the consultation
paper and in other reviews underway.

Any regional labour market strategy or plan should be widely available and advertised
to all interested parties within the designated region. These strategies and plans
should include mechanisms to promote the benefits of working and inspire those of
working age to join the workforce. To ensure that any proposed strategy or plan stays
relevant and useful, relevant stakeholders (including industry and industry
associations) should have a say in the continued operation of said plan.

We highlight that it is important that the development of any strategies and plans
are cost-effective, maximise efficiencies, and eliminate wasteful and unnecessary
spending.

focus be and what would it need to contain in order to work well?

98.

99.

Should the regional labour market proposals proceed, we believe that INZ, and other
agencies, should undertake detailed workshops with relevant parties and employers
in the regions in order to answer this question. Some regions may have specific needs
or issues which would influence regional strategies and plans which are best
addressed directly from those in each region. Hospitality New Zealand nationally, and
in conjunction with our 20 local Branches, would be happy to assist with facilitation
of, and participation in, regional workshops to develop robust strategies and plans.

We see that regional strategies and plans may be useful in assisting local and central
Government investment in regional requirements.
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Who do you think should be responsible for developing and implementing a (sic) (lLabour
market strategy and plan?)

100. We reserve our comments on this section until further detail or proposals are
available. It's most likely that development and implementation would need to be a
combined effort amongst several agencies / organisations.

Do you agree with the concept of regional skills bodies to support improved regional labour

market outcomes?

101. We agree with the concept and believe that there is merit in exploring it. Our
members overall provided positive feedback on the Canterbury Skills and
Employment Hub. However, as with anything, some member’s experiences were not
ideal.

What useful functions could a regional skills body serve in your region?

102.  Again, this question would be best answered through regional workshops in order
to better understand each regions unique needs.

103. In general, we could see regional skills bodies bringing together agencies that
will support employee candidates and employers to better interact with each other
and facilitate the employment opportunities available. These regional skills bodies
may also be able to assist with other issues like accommodation, training, skills and
competencies to meet employer needs. They may also be able to assist with
apprentice schemes, and facilitation of the Mana in Mahi program to the regions.

104. Our members want to see more New Zealanders choose hospitality and tourism
as a genuine career option. We believe that regional skills bodies could assist with
promoting to and educating New Zealanders about the benefits of the hospitality and
tourism industries. They could also possibly assist schools and education facilities in
supplementing comprehensive career guidance advice to secondary education
participants and guidance counsellors.

105. We can also see the regional skills bodies making recommendations to local and
central Government about investment or support that is needed in their region. If
this is to happen then there would need to be official recognition of regional skills
bodies built into local and central Government policies.

106. As stated previously, efficiencies should be maximised and costs minimised.
Decisions should be made transparently and decision makers held accountable to
ensure that the regional skills bodies act fairly and appropriately to regional needs.

How might such a body work and what powers / abilities would it need to have (ie:
decision-making powers or powers to recommend or direct)?
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107.  As stated previously more information is needed before we are able to provide
definitive answers to this question. Our position on the powers and abilities needed
by regional skills bodies may vary depending on the outcome of this and other
consultations currently underway.

Do you think that regionals jobs and skills hubs could be a useful way to support coordination

in the regions? Why / Why not?

108. Yes. Where the aim is to coordinate and align, systems, organisations and
individuals it makes sense to do so in a single place. Doing so enables all the factors
and circumstances involved in the labour market and immigration settings to be
assessed to better enable coordination.

109. However, our comments are dependent on the outcome of this and other reviews.

In what circumstances could hubs be most useful?

110.  Where properly implemented the hubs could be most useful to bring together all
the relevant stakeholders and in particular, employers and potential employees. The
hub concept allows employers to reach a wider range of potential candidates as
opposed to placing an ad online which may have limited reach. It would also enable
potential employees to explore a range of employment opportunities, we see merit
in the concept of a ‘one-stop-shop’ for employers and prospective employees.

111. We see that the hub could be used to feed into the labour market test for
temporary migrant worker applications.

112. We also see the hubs potentially assisting with vocational training facilitation.
The hubs could arrange for suitable vocational training options for trainees placed
with employers, as well as facilitating the education of employers as to the vocational
training available to them and their existing staff. However, we note that a review of
Vocational Education is underway and our comments on this are dependent on the
outcome of that, and other, reviews.

What do you think would be critical to making hubs work effectively?

113. For the hubs to succeed it will be crucial to ensure that they are properly
implemented have the right connections and coordinators. It will also be crucial that
the hubs have the right staff.

114.  Ensuring efficiencies, in both cost and actions, along with minimising costs and
unnecessary bureaucracy will also be vital.

115. Employers should be listened to and included because they are an integral part
of the system. Perhaps local employers should have a governance role within the
hubs.
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116. The purpose of formation of the hubs should be remembered and recognised at
all times.

117.  The hubs will need to be networked to ensure that good ideas, technology and
cost savings/efficiencies are shared where appropriate.

118. The hubs should be accessible, nimble, and easy for the end users (employers and
employees) to use.

What other ways are there to get regional labour markets working better to ensure employers
are placing more New Zealanders into better jobs, reducing our reliance on temporary migrant

workers?

119.  We agree broadly that the functions outlined in the consultation document could
assist the regional labour markets get more New Zealanders working. However, as
previously stated a New Zealander of working age does not automatically equate to
a New Zealander who is ready or willing to work.

120. It is our view that any labour market system should also address personal
competencies and provide support and education for individual competencies
including confidence, good work ethics, and presentation.

121. There is also scope for business mentoring opportunities to be included which
would assist business growth and development.

What do you think the cost and benefits of a regional approach would be?

122. That is not possible to answer meaningfully until more details on the form and
function of a regional approach are provided.

123.  We are mindful that the introduction of regional hubs, organisations or bodies
may have a significant start up and operational cost. If introduced, systems and
efficiencies should be shared and costs offset or minimised where possible.

124.  Aregional approach must be accountable and transparent to stakeholders. There
may be a need for independent audits to be built into the system to ensure cost
efficiencies are maximised.

125. The benefit of a regional approach if correctly and appropriately implemented
would be improved local decision making for employers and employees. Knowing
the intimacies of a locality could improve the focus, investment, and mechanisms
used to address local issues.

At a more general level, what other ways are there to improve labour market outcomes
for New Zealanders?
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126. We believe we have addressed this question in our responses throughout the
document. However, we will add that the removal of the extended 90-day trial period
for use by all businesses will not, in our view, improve labour market outcomes for
all New Zealanders. As we have said, the 90-day trial was a way that employers could
give employees an opportunity when they may otherwise not. We are also concerned
with other potential impediments to business growth, such as Fair Pay Agreements
and a Capital Gains Tax.

The Migrant Gate
Do you agree that employers rather than Immigration New Zealand should do the
capability checks and manage their own associated risks? Why / Why not?

127. Itis our view that employers are already checking migrant workers capability and
managing the associated risks. Employers currently test and interview potential
candidates to ensure they are able to perform the work and are the right fit for the
business.

128. We believe that the other checks should remain with INZ

What tools could employers use to do capability checks on their own and manage the
associated risks?

129. Employers currently use application forms, pre-employment test guidance,
interview guidelines and templates, and reference checks to determine capability and
manage risks. Hospitality NZ provides these tools to our members.

130. We would expect employers to continue using these tools to check the capability
of migrants, in the same way that they do of New Zealanders who apply for
employment with them.

131.  Should the accreditation process proposal proceed, we envisage further tools
being developed to assist with capability checks. Any associated risks could be

managed through the accreditation process.

Adjustment of Remuneration Thresholds to Support Migrant Workers

Do you have any comment to make on increasing the remuneration threshold for mid-skilled

work from 85 to 100 per cent of the median income?

132.  We do not support the proposed increase of remuneration threshold for mid-
skilled work. As have said, increasing the remuneration threshold may result in
migrant workers being paid more than a New Zealander for equivalent work, based
solely on migrant status and not individual capability. In some cases, particularly
small businesses, it may mean a migrant worker would need to be paid more than
what the business owner themselves takes home. The increase will put many mid-
skilled positions out of the realm of affordability of many small businesses, but will
not solve genuine skills shortages.
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133.  If the renumeration thresholds are to be increased, we believe they should be set
relative to industry and occupation pay rates, rather than the national median wage.

Do you have any comment to make on allowing lower-skilled temporary migrant workers to

bring their partners and dependent children to New Zealand for the duration of their visa?; and

Do you have any comment to make on providing partners of lower-skilled temporary migrant

workers with a work visa provided they meet the labour market test for a specific job?

134.  We support these proposals.

In the context of the proposals in the discussion document, are there other ways to meet
the policy objectives behind the stand-down period for lower-skilled visas?

135.  We believe the stand-down period for lower-skilled visas should be removed. We
do not believe that with appropriate changes to the immigration system that there
will be a pool of low-paid migrants that are well settled but with no pathway to
residence.

136. Inthe context of the proposals in the discussion paper, particularly the employer’s
requirements to increase training, upskill and show wage increases, it is unlikely that
there will be significant numbers of low-paid migrant workers employed. Therefore,
the stand down period may no longer be applicable or necessary,

What information and tools would be useful to help you transition to the new gateway
framework?

137. We do not support the proposed timeframes for implementation of the gateway
framework. More time and information are needed to be able to participate fairly in
the process. Not enough information has been provided within the consultation
document to be able to fully understand the potential implications for our members
businesses.

138. We would need to see far more detailed information on accreditation, the
gateways, sector agreements and regional workforce planning and integration before
we are able to assist our members in transitioning.

139.  We also believe that the Government needs to invest more time in ensuring that
any settings changes to the immigration system are implemented correctly with
appropriate mechanisms which are workable, practicable and realistic. Any changes
should actually achieve the desired outcomes and not be a change for the sake of
change. We are of the view that more work needs to be undertaken, along with
workshops, and further consultation before any changes should proceed.

140. As some of the proposed changes are dependent on other reviews currently
underway, we think it would be appropriate for the results of those reviews to be
returned before INZ looks to change immigration settings. This would ensure that
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the full picture of immigration, training and welfare systems is known and can be
taken into account as part of the decision-making process.

Do you have any comments to make on the costs and benefits?

141. We have covered our concerns with some of the costs in other sections above.

142.  We have further concerns about the potential bottleneck of employers needing
to become accredited at the same time, should the proposals proceed. This is not
addressed in the consultation paper. There needs to be some clear implementation
mechanisms to ensure that there is plenty of time to become accredited, before the
requirement to be accredited is in place. The transition of employers who are already
accredited is not addressed in the consultation paper either.

Conclusion

143.  We again thank Immigration New Zealand for the opportunity to provide input
into the “A new approach to employer-assisted work visas and regional workforce
planning” consultation discussion paper.

144.  We would be happy to discuss any parts of this submission in more detail, and to
provide any assistance to the Government that may be required.
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Appendix One: About Hospitality NZ;

145. Hospitality NZ is a member-led, not-for-profit organisation representing
approximately 3,000 businesses, including cafés, restaurants, bars, nightclubs,
commercial accommodation, country hotels and off-licences. Through our
membership service we are able to gauge the views and experiences of a wide variety
of New Zealand hospitality operators.

146. Hospitality NZ has a 115-year history of advocating on behalf of the hospitality
and tourism sector and is currently led by Chief Executive Vicki Lee.

147. We have a team of 8 Regional Managers located around the country, a National
Office in Wellington and we have our own in-house Solicitor, and Law Clerk, in
Wellington.

148. Hospitality NZ's Wellington-based team and the Regional Managers provide
guidance and assistance to members to ensure they are educated about and adhere
to the legal requirements that apply to their businesses. Our team is available 24/7
to members needing assistance, advice and guidance, and we have over 130 written
resources available to members.

149. Hospitality NZ has a Board of Management, made up of elected members from
across the sectors of the industry, and an Accommodation Advisory Council, made up
of elected members from the accommodation sector.

150.  We also have 20 local Branches covering the entire country, representing at a
local level all those member businesses which are located within the region. Any
current financial member of Hospitality NZ is automatically a member of the local
Branch.

151. Inaddition to the Branches, Hospitality NZ has 16 Accommodation Sector Groups.
The Accommodation sector groups are designed to ensure the local branches of
Hospitality NZ have a strong accommodation focus in every region on issues relating
directly to the commercial accommodation sector.

152.  The role of the Branches and Accommodation Sector Groups is to provide a local
focus for locally based members of Hospitality NZ. Functions may include, but are not
limited to the following:

e Hold regular meetings of members to hear guest speakers, presenters,
trainers or to discuss current and relevant issues facing the industry.

e To be a local “voice” of the industry for advocacy with Local Authorities,
Regional Tourism organisations, Police and other relevant agencies.

e To be a local “voice” for media comment and stories on industry issues

Enquiries relating to this submission should be referred to Nadine Mehlhopt, Advocacy and
Policy Manager, at nadine@hospitality.org.nz or 0274 305 071.



mailto:nadine@hospitality.org.nz

Appendix Two
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Appendix Three: insights from our 2018-member surveys.

Hospitality NZ Membership survey November 2018:
What do you consider to the main challenges for your business for 2019 (Ranked 1-10)?
1. Managing wage costs

2. Lack of skilled employees

3. Building and maintaining sales volumes

4. Supplier costs

5. Compliance costs

6. Industry Disruptors (e.g. Airbnb, My Food Bag etc)
7. Retention of staff

8. Legislation

9. Rent increases

10. Council bylaws and requirements

What will be your business response to raising the minimum wage to $20 per hour (or the
implementation of a “living wage” at $20.55)? (Ranked 1 - 5)

1. Employ fewer staff

2. Reduce staff hours

3. Less inclined to employ young / inexperienced staff

4. Increase prices

5. Change levels of service / look into automation

What are the barriers to increasing prices? (Ranked 1 - 4)
1. Ability to compete in the market / competition and ability to be comparable
2. Customer resistance / customer non-ability or non-willingness to pay more

3. Concern that increased pricing will lead current customers to choose cheaper alternatives

like Airbnb, and / or drinking and eating at home.
4. Sustainability and viability of the business.

Skills Shortages Survey - key insights Café and Bar managers:

o 97% of employers believed that there is a shortage of skilled Café, Restaurant,
and Bar managers.

e 75.6% of employers found it took two months or longer to find a suitable
candidate. (29.4% two months, 23.5% three months, and 10.9% six months or
more)

e Of those employers that had used WINZ to try to recruit a Café, Restaurant, or
Bar manager, for 93.1% of those, WINZ was unable to provide any suitable
candidates.

e 91.6% of employers considered it to be difficult to recruit for Café, Restaurant,
and Bar Manager positions.

e When recruiting for those manager positions over the past year, 52.9% of
employers considered it to be more difficult than previous years.

e An additional 38.7% of employers said that it had been equally as difficult to
recruit as in previous years as it is consistently difficult to fill those roles.

e QOur survey also asked about the immigration status of staff of up to three Café
/ Restaurant/ Bar Manager positions (e.g.: are they NZ Resident, on an
Essential Skills Visa or Working Holiday Visa or Other). The results were:

o Manager 1 - NZ Resident 52.1%
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o Manager 2 - NZ Resident 41.4%

o Manager 3 - NZ Resident 40.4%
Employers assisted developing employees’ skills to move into management
over both short and long term via:

o In-house Training 95.8%

o External Professional Development 57.1%

o Mentoring / Coaching 73.9%

o Other 4.2% (This included, for example, national competitions, award

nomination applications)

Skills Shortages Survey - key insights chef positions:

98% believed that there is a shortage of skilled Chefs.
80.8% of employers found it took two months or longer to find a suitable
candidate. (27.5% two months, 28.3% three months, and 7.5% six months or
more)
Of those employers that had used WINZ to try to recruit a Chef, for 86.4% of
those, WINZ was unable to provide any suitable candidates.
91.7% of employers considered it to be difficult to recruit for Chef positions.
When recruiting for those Chef positions over the past year, 60.3% of
employers considered it to be more difficult than previous years.
An additional 31.4% of employers said that it had been equally as difficult to
recruit as in previous years as it is consistently difficult to fill those roles.
Our survey asked about the immigration status of up to three Chef positions
(NZ Resident, Essential Skills Visa, Working Holiday Visa, Other). The results
were:

o Chef 1l - NZ Resident 54.6%

o Chef 2 - NZ Resident 41.3%

o Chef 3 - NZ Resident 39.2%

Key Insights relating to all positions are:

In the next 12 months, 52.8% of businesses intended to hire more employees
In the next 12 months, 45% of businesses intended to keep staff levels the
same - however, there will be a level of “churn” or “staff turnover” which,
while the total number of staff positions will be the same, a business will
need to recruit more staff to fill the turnover of staff leaving.

The main barriers to employing New Zealanders reported by our members are:

Few or no New Zealanders apply;

Lack of experience; insufficient experience;

Inability or unwillingness to work nights and / or weekends;

Unable to find accommodation to live in while working in the region;
Travel difficulties.
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Appendix Four

Career Pathways and Pay Rates - Hospitality New Zealand Annual Remuneration Survey 2018
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Kitchenhand
$14.00 - $16.50 ($17.08)

$25.000 - $45,000 ($39,904)

Waiter
$1550 - $40.00 ($1759)
$10,000 - $30,030 ($15,003)

Barista
$16.50 - $27.00 (318.30)

$20,000 - $37,000 ($26,800)

Bartender
$15.50 - $28.87 ($17.84)
$31,850 - $40,000 ($37.962)

Kitchenhand
$14.00 - $46.50 (317.08)

Apprentice Chef
$16.50 - $19.00 ($17.22)

Prep Chef
$16.60 - $23.00 ($17.70)

Maitre d’
$17.00 - $30.00 ($20.39)
$40,000 - $40,000 ($40,000)

Cafe Assistant
$ 15.00- $22.00 ($17.2D)
$20,000 - §35,000 ($30.000)

ty Manager
$16.50 - $32.50 (32036)
$29,000 - $72.000 ($46104)

Barista
$16.50 - $27.00 ($18.30)

and Céreer Map 208

Commis Chef
$16.50 - $36.00 ($18.5)
$36,000 - $54,000 (344,896)

Cafe Manager
$1750 - $30.00 (320.75)
$50,000 - $65,000 (3$55,428)

Restaurant Manager
$16.50 - $35.000 ($2263)
340,000 - $100,000 ($56,562)

Sous Chef
$17.00 - $33.67 (
343,000 - $70,100 ('

$16.50 - $22.00 ($18.82)
$37,000 - $80,000 (361,875)

Food & Beverage Manager
$18,00 - $30.00 ($2228)
$38,480 - $124,845 (565,540)

bhospdaldy”

*

Head / Executive Chef
$22.00 - $48.22 (330.67)
$52,000 - $104,712 ($80,743)

$25,000 - 45000 ($34,904)

Pastry Chef
316 $2723($2027)
Commis Chef
$16.50 - $36.00 ($18.51)
$36,000 - $54,000 (44,896)

18.50)
lead Chef/Chef Manager 368,000 - 368,000 ($68.000)

CATERING

ACCOMMODATION

26,
$25,000 - $45,000 ($34,

Reservations Agent
$16.50 - $23.50 ($18.35)
$38.430 - $48,000 ($41.993)

Porter
$16.50 - $24.00 ($17.50)
$34,320 - $35.360 (35100)

Housekeeper
$16.50 - $22.00 ($17.68)
$35,000 - $75,000 ($40,608)

$17.50 - $28,00 ($21.63)
$40,000 - $60,770 ($51,534)

Head Porter
$16.57 - $26.00 ($20.26)
$38,000 - $70,000 (47,556)

Head Housekeeper
$17.50 - $26.00 ($20.39)
342,443 - $48,000 ($44125)

Catering Assistant Cook
\ $16.50 - $2250 ($16.96) 316.50 - $23.00 ($17.70) 31675 - 35500 (324.75)
$43.320 - 345,760 (38,622), $42,000 - $156.000 ($63,957)

$2750 - $2750 (32750)
$45,000 - $98,127 (373 563)

Conclerge
$17.00 - $24.00 ($18.71)
$48175 - $55,620 (351897)

Executive Housekeeper
$21.00 - $21,00 ($21.00)
$47.236 - $79,263 ($59,498)

Operations Manager
$22.00

$26.00 - $26.00 (326.00)
$42,000 - $65,000 ($63.500)

$24.00 - $65.00 ($37.25)
$65,000 - $85,000 ($71750)

Director of Sales & Marketing

$53,949 - §152,250 (399,138)

$20.00 - $92.00 ($35.28)
$36,348 - 3279232 ($91,808)




