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SO MY TAKE
IS, WE SIMPLY
PUSH ON,
IGNORE THE
PESSIMISM,
AND LEAD

BY EXAMPLE.
THEN
SUDDENLY
WE FIND
OURSELVES



SURROUNDED
BY SUCCESS
AND TELLING
OURSELVES
THAT IT WAS
ALWAYS
MEANT TO BE
THIS WAY.

— Sir Paul Callaghan



EDITORIAL

WENDY MCGUINNESS

TalentNZ showcases a project
inspired by the late Sir Paul Cal-
laghan, a passionate New Zea-
lander who cared deeply about
the future of this country and
its young people.

Sir Paul approached New Zea-
land’s future as a physicist -
he looked into the particular
in order to make sense of the
general; the world we live in. His
book Wool to Weta in many ways
reflected his personal journey
from physicist to philosopher.
There were many characteris-
tics to admire about Sir Paul,
but the one that resonates most
with this project is his dream; he dared
us to dream about our country, and in
doing so he invited us to join him in a
journey to make New Zealand a place
where talent wants to live.

This project could not have come about
without a great deal of support. Sir Paul
was a great storyteller, so it is appro-
priate to start at the beginning, to tell
why I was looking for someone like Sir
Paul, someone who not only understood
the challenges for small countries in
the 21st century, but was prepared to
work and think hard about our coun-
try’s future. As he so often said, ‘Why
not New Zealand?’

The Institute began in 2004 as my
response to a lack of discussion about
New Zealand’s long-term future. At
that stage I did not know how to run
a think tank; all I knew was that there
were challenges ahead and that we
needed to be both smart and lucky to
weather the storms of the 21st century.

Ispentalot of those early years looking

overseas, seeking methods and models
for analysing the future of countries.
This took me to think tanks in Aus-
tralia, the United States and England.
I also attended conferences and joined
international organisations with a view
to learn how to develop national sce-
narios; what methods worked and what
did not.

While I was looking outward, Sir Paul
was looking inward. He went hunting
in New Zealand, looking at the specific
to understand the general. He looked at
New Zealand as a living organism, iden-
tifying microcosms of activity, seeking
out the weird stuff, playing with data,
looking for causes, testing assump-
tions and busting myths, looking to
answer the question ‘What is New Zea-
land really good at?’ To hear him talk
was like having someone in front of you
hold New Zealand in their hands; this
big green mass was then turned over,
stretched, scrutinised and generally put

under his scientific microscope.
Just as suddenly, he would roll
New Zealand into a ball, like
plasticine, and throw it at you
- well, what do you think? This
is what made him unique; the
ability to go from the specific to
the general and back again, all
in a matter of minutes.

The ‘Aha’ moment

There is always an ‘Aha’ moment,
a moment in time when a big
idea catapults into your con-
sciousness, bringing about a
change in both direction and
momentum. Sir Paul said his
was when he realised science
was not enough; science is great at solv-
ing problems but it cannot tell us how
to live.

My ‘Aha’ moment came at 36,000 feet,
as I was flying back from Washington
DC in 2008 after attending my first
World Futures conference. The night
before I had had dinner with about 15
conference attendees from around the
world; I was new, so I simply sat qui-
etly listening to this new language.
The conversation evolved throughout
the evening, moving from a discussion
about emerging problems and forward
engagement to what countries might
be game-changers in the 21st century.
The discussion went along the follow-
ing lines:

+ Americais too much like an elephant
(either a slow sway or a stampede).

+ England, and in reality the whole of
Europe, will take years creating an
effective EU, so their energy will be
diverted to creating effective ways



to work together, influential but not
necessarily creating a new paradigm.

+ Australia can live off its resources,
so no impetus for change there
(although recent events, such as
a decrease in China’s demand for
resources, may change this).

+ China will be struggling with its
transformation and trying to estab-
lish its place in the world, reducing
its ability to think and act differently.

When the plates were cleared and the
coffee arrived, five countries came to
the top of the list: two were Nordic,
two were from South America, and the
fifth was New Zealand. The reason-
ing was that these countries shared
common traits: the citizens were
nimble, creative, inquiring, well-edu-
cated, well-travelled, and embraced cul-
tural diversity. Their governance struc-
tures were transparent, democratic and
stable. Their economies were developed
(and thus could invest in change), they
had diverse energy options (optional-
ity) and they had good supplies of nat-
ural resources. Lastly, these countries
could be trusted not only to deliver
on what they promised, but were also
able to work collaboratively with other
nations to resolve complex issues with-
out having their values and beliefs com-
promised — in other words they were
not afraid to speak up. As a result, they
generally punched well above their
weight in global affairs.

My ‘Aha’ moment came 24 hours later,
somewhere over the Pacific. I found
myself mulling over the conversa-
tion from the night before, possibly
feeling a tad smug. But then, I was
hit with an epiphany: the realisation
that, if the world’s future depended on
New Zealand, we had a lot of work
to do. We could not just rest on our
laurels; the world needed us to be the
best we could be. By the time my feet
touched the tarmac in Auckland, the
idea of a national workshop mapping
New Zealand’s long-term future had
been conceived.

To set the context for the work-
shop, I needed a very special key-
note speaker. Not just a speaker with
gravitas, vision and charm but, most
importantly, someone who understood
what it meant to be a New Zealander —
someone at home in their own skin.
I literally went hunting, shadowing
prospective speakers throughout
New Zealand. But it was not long before

To hear him
talk was
like having
someone in
front of you
hold
New Zealand
in their hands;
this big green
mass was then
turned over,
stretched,
scrutinised
and generally
put under
his scientific
microscope.

I found my target — Sir Paul Callaghan.
He was perfect; not only did he under-
stand the problem, but he was working
on the solution.

In late 2010 Sir Paul was very unwell,
and he told me he simply was not up
to it. But, not one to give up, I kept in
email contact. There was considerable
pressure to find someone else to fill
the keynote-speaker slot but, as I had
hoped, Sir Paul came through. Three
weeks before the StrategyNZ workshop,

in March 2011, he told me, ‘Wendy, I
am up for it.” Unbeknown to me, he had
been quietly working away on his nar-
rative. After his keynote address (which
can be seen on YouTube) he received
a standing ovation. He launched the
workshop like a rocketship — we were off.

Sir Paul’s proposition was about focus;
what we as a country did not focus
on was just as important as what we
did focus on. He dug deep into what
New Zealanders were good at, and in
doing so shattered a number of myths.
New Zealand’s economy has tradition-
ally been agriculture-based. Sir Paul’s
thesis was that we should become
a talent-based economy (hence his
book Wool to Weta). His solution was
a vision statement that has now been
embraced by many New Zealanders -
a place where talent wants to live. These
seven words had been carefully crafted
by Sir Paul over many years: he had had
conversations in school halls and lec-
ture theatres around the world; he had
played with data late into the night; he
had explored our shared history and
developed a deep respect for Maori
worldviews, but most importantly, he
had spent many hours reflecting and
observing us all, putting New Zealand
under the microscope.

This journal explores ways to turn Sir
Paul’s vision into reality by putting ‘cre-
ating’ in the forefront, in effect invit-
ing all Kiwis, including those non-
New Zealanders who are simply Kiwis
at heart, to join in the journey toward
making New Zealand a talent-based
economy.

The aim of TalentNZ is to test whether
Sir Paul’s vision can be put into prac-
tice, and if so, how. His vision has a
number of characteristics that pre-
vious approaches have lacked: it pro-
poses a shared journey (everyone can
be involved - we can work either indi-
vidually or together toward a shared
goal); it provides an opportunity to
‘pause’ (to realign with our values,



have a clean slate, and regenerate at a
range of levels — individually, locally or
nationally); it aligns with our ‘can do’
attitude, our desire to work hard and
play harder (the process is fun and pos-
itive, it invites us to be both radical and
creative); it brings our young people
into sharp focus (they are integral to
the vision), and we know that if we go
on this journey we will create a cool
country at the bottom of the planet —
a place where talent wants to live.

Put bluntly, the opposite of Sir Paul’s
vision - New Zealand without talent —
would deliver a very different future.
Countries that understand the new
currency and act on it will get first-
mover advantage. We need to be quick
and nimble — and this journal aims to
put some additional fuel in the tank,
helping to propel us into a future that
we want.

The big idea

We asked 30 kiwis 7 questions and in
return we received 210 ideas. These
30 interviews, undertaken by the
two winners of the Sir Paul Callaghan
Science Meets Humanities Scholarships
Charlotte Greenfield and Darren Zhang,
focus on talent and make up the first
and major narrative of this journal. The
photos of the interviewees are designed
to expose more of their characters — not
what, but who they are. Their interviews
can be found on the following pages, or
searched by individual, question, talent
or location on the website talentnz.org.

Defining a talent-based economy

As you will read, the interviewees put
forward a very clear view of what a tal-
ent-based economy might look like: cru-
cially wealth is derived from talented
people, doing what they do well — work-
ing hard, being creative and delivering
value. In contrast to a knowledge-based
economy, resource-based economy or
an agricultural-based economy, the
focus is on people rather than informa-
tion, mineral deposits or agriculture.
We can all be part of a talent-based

economy, we can teach our youth to
be curious, confident and effective
communicators and we can provide
a hand-up, supporting youth as they
make their way in the world. The solu-
tion is as much about culture and a way
of life, as trying to predict which prod-
ucts and services will be in demand in
ten years’ time.

From a government perspective, a
talent-based economy is one where
public policy is both durable and evi-
dence-based, ensuring we are not
simply relying on silver bullets or prop-
aganda to drive reactive change. Both
local and central government are key to
creating a place where talent wants to live.
The second section of the journal takes
a closer look at cities, in particular how
Mayors are working hard to create tal-
ent-hubs. Throughout the interview
process it became increasingly clear
that cities played a central role in cre-
ating a talent-based economy. The third
and final section centres on the econ-
omy, and includes contributions from
Sir Paul and other thinkers. It finishes
with a chart on public expenditure that
highlights central government’s role in
creating a talent-based economy (see
page 110).

Most importantly we feel that a talent
based economy has at its heart, its people;
as this well-known proverb states:

He aha te mea nui o te ao?
He tangata! He tangata! He tangata!

What is the most important thing in the
world?

It is people! It is people! It is people!
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taleent |'talont]|
noun

1. natural aptitude or skill: he possesses more talent than any other player | she
displayed a talent for garden design.

« people possessing natural aptitude or skill: I signed all the talent in Rome |
Simon is a talent to watch.
British informal people regarded as sexually attractive or as prospective
sexual partners: most Saturday nights I have this urge to go on the hunt for
new talent.

2. aformer weight and unit of currency, used esp. by the ancient Romans and
Greeks: a mighty steed bought from a Thessalian merchant for thirteen talents

DERIVATIVES
tal-ent:less adjective

ORIGIN

Old English talente, talentan (as a unit of weight), from Latin talenta, plural
of talentum ‘weight, sum of money,’ from Greek talanton. Sense 1 is a figu-
rative use with biblical allusion to the parable of the talents (Matt. 25:14-30).

- Oxford English Dictionary



| first met Sir Paul Callaghan at
the StrategyNZ workshop organ-
ised by the McGuinness Institute
in March 2011; | was one of the
speakers who followed Sir Paul's
keynote address. He was a hard act
to follow.

Iloved the simplicity of Sir Paul’s ideas,
and the way he talked of a ‘New Zea-
land where talent wants to live’. Finally,
something clicked and made sense
among the collective angsting about
New Zealand’s future that I had seen
drifting into my inbox over the years.
Before Paul talked about ‘talent’ the
thinking all seemed so top-down and

abstract, so esoteric and disconnected
from what I was personally seeing
and doing. He just cut through all the
fluff. Of course it is about the talent,
I thought, because those are the people
who get shit done or, as Paul put it, do
the ‘weird stuff’ that creates value.
A prerequisite for changing things is
an understanding of how things actu-
ally are in the first place. While Paul
was best known as a scientist, he also
understood something of economics
and the rough and tumble of business —
about risk, opportunity and the neces-
sity of earning your keep in the world
outside the laboratory.

Paul chose to talk in a way that allowed
for a degree of personal interpretation.
A place where talent wants to live can be
interpreted as anything from the envi-
ronmental (clean rivers for ‘talent’ to
swim in) through to ensuring we have
world-class food, entertainment and
cultural attractions to entertain the
‘talent’ or enough bandwidth to con-
nect them to the wider world.

My own interpretation of the world
as it is, vis-a-vis ‘talent’, is as follows:



While this brain-dump may be a bit
‘Silicon Valley’, industries everywhere
are being turned on their heads by
the mega-trends of the globalisation
of markets, finance, technology, com-
munications and talent. Ten years
ago there was no Facebook or iPhone.
Today, the fastest-selling luxury car in
California is battery powered and has
a 17-inch touch-screen and 3G mobile
network built in. Lost your car? There’s
an app for that. And no carbon emis-
sions. Wow.

mid-sized city. We're actually pretty
easy to get to for most of Australia,
Asia and California. And it’s easy for
us to go do business overseas and then
come back and do real work.

The ‘brain drain’ is the wrong way
to think. It suggests we are victims
of fate. Brains are actually draining
from everywhere to everywhere else.
If just 1% of the smartest people in the
world decided to live here and another
1% decided to come here regularly,

| THINK THE PRIZE
IS TO HAVE

NEW ZEALAND AS
A MEANINGFUL
NODE IN THE
GLOBAL NETWORK
OF PLACES WHERE
TALENT GOES TO
GET STUFF DONE

So what does this all mean for New Zeal-
and? How do we get more and more
relevant rather than less and less so?

I think the prize is to have New Zea-
land as a meaningful node in the global
network of places where talent goes to
get stuff done. This varies by industry
and opportunity. Alongside New York,
San Francisco, London, Sydney, Austin,
Singapore, Shanghai, Hong Kong and
many others should sit New Zealand.
We’re obviously not just one city, but
our population is similar to that of a

we would be pretty sorted — and that
sounds quite achievable. But to achieve
that, a lot more than 1% of our most
talented need to get on a plane and go
and make some noise. We all need to
do more of this.

We need to get a big conveyor going
where talent leaves and then comes
back, where we pull great management
in from abroad to help us grow our com-
panies and develop our greatest oppor-
tunities. We need to partner with our
complements.

The capital markets here can only do
so much — we need to back ourselves to
go and raise smart money elsewhere to
help grow our ideas — wherever in the
world the smart money happens to be.
(Tip: talent knows where this money
is hiding and how to get it.)

We need to build on our natural com-
petitive advantages — our environment,
our lack of corruption, our smart and
honest approach to business, our trans-
parent and conventional approach to
governance, our lifestyle, our general
compatibility with the wealthier parts
of the world. Most of the world’s talent
hotspots are in bleak winter when
we are enjoying our summer - that
must be used to our advantage too.
New Zealanders are great generalists.
We are widely liked. We can make things
happen and are natural networkers.

We can all do our bit. We need to get
out there in the world and learn and
come back with a talented friend in a
suitcase. We can do this.

Sir Paul Callaghan knew that build-
ing value based on ‘weird stuff’ is a bit
messy and that success favours the
brave. He knew about the importance
of connectivity, and of creating some
momentum by getting us thinking
about talent rather than ‘brain drains’
or GDP per capita. He knew that it is
only by being valuable to others that
we increase our own prospects.

By nurturing the talent we have and
by ensuring we are a place where talent
wants to live we can realise Sir Paul’s
vision and make sure New Zealand has
the prosperity we know is ours for the
taking.

So what are you waiting for?
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In the context of your
professional background, what
does ‘talent’ mean to you?

Are you aware of any talent
gaps that exist or might arise
within the next ten years?

How do successful
organisations attract,
keep and grow talent?

Think about talent hubs
around the world, what
1s cool and why?

Can you assess New Zealand’s
performance in attracting
talent on a global scale?

What does New Zealand
need to do in order to attract,
keep and grow talent?

Any final thoughts
for young people?



7 Questions

The seven questions are designed
around three key purposes. The
aim of question 1 is to see if there
is a general consensus around
what talent means, and if there is,
whether a measurable definition
can be developed so that progress
toward achieving a talent-based
economy can be assessed. This ques-
tion is particularly pertinent to
New Zealanders looking at ways to
progress the idea of a talent-based
economy - if it cannot be defined,
it cannot be measured, and if it
cannot be measured, it is hard to
know what gears to shift in order

to bring about change.

Questions 2 to 6 are about collect-
ing ideas on how to make progress
toward a talent-based economy.
Our aim was to create a narrative
that enabled the interviewees to
move from the general to the spe-
cific, covering a range of contexts
from the global to the local. Their
responses provide insights for
central and local government, and
companies interested in retaining
talent.

Question 7 was designed specifi-
cally for young Kiwis and anyone

who is interested in giving them a

hand up. The answers to this ques-
tion should be of interest to people
in the education sector, particularly
career advisors, and anyone con-
cerned about youth unemployment.

- <

Damien van Brandenburg in his office, Architec-
ture Van Brandenburg, in Dunedin. See Dami-
en's interview on page 6

Photo by Isabella Harrex




1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Talent is something that can be learned
and taught. But gifted, you are born
with. It doesn’t mean that the talented
individual can’t achieve anything that
the gifted individual can, just that
someone who is a gifted individual
may be able to do it easier.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

Over the last few years the landscape
for how audiences want to be enter-
tained has been shifting. Content is
everywhere - in the theatres, film, tv,
online, print, video games, events etc
etc. We are very much in the transme-
dia world and it doesn’t appear to be
getting any smaller.

To keep up with the ever changing land-
scape we'll of course have to continue
growing our knowledge base so that we
continue to stay relevant. I don’t see us
as having talent gaps right now in the
design studio but looking forward I'm

RIK

ATHORNE

sure there are job descriptions in the
future that don’t exist today that will
need to be filled.

3 « How do successful
organisations attract,
keep and grow talent?

I can only comment for the organisation
Iwork for. We've got an industry here in
Wellington that has grown over the last
25 years and from that point of view,

We have to
remain
flexible and
creative to
ensure we
are able to
ride the wave
of change.

that itself acts as a beacon to attract
talent at a global scale and a domestic
scale. The Wellington film industry isa
creative mecca that attracts talent that

Rik is the design studio manager at Weta Workshop
in Wellington, a company best known for its design
and effects work on award-winning film projects,
including Lord of the Rings Trilogy, King Kong, Avatar,
The Hobbit and Elysium. Having moved from the
UKin 2006, Rik runs a team of conceptual thinkers
and artists. He provides us with view inside one of
New Zealand'’s talent hubs.

then want to stay because it’s a great
place to work and live.

Like any other service provider in
New Zealand, we (Weta Workshop)
ride the peaks and troughs of the cre-
ative industry. Over the years Richard
[Taylor] and the company have had to
innovate to stay relevant because of
the changing environments we live and
work in. Budgets get tighter, deadlines
get shorter which means we have to
constantly grow and adapt to ensure
that we can continue to deliver, which
is one of Weta Workshop’s strengths.
We have to remain flexible and crea-
tive to ensure we are able to ride the
wave of change. So when finding new
talent to join the team it’s important
to ensure we remain flexible.



4. Think about talent hubs
around the world, what
is cool and why?

Lots of cities and communities around
the world have their own talent hubs or
fashion hubs/art quarters or whatever.

What'’s my definition of a hub. A defi-
nition of a hub is a group of people all
enjoying a similar thing. That’s a hub.
A hub is the beginning of something
special and then it grows and becomes
its own thing that attracts like-minded
people.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I think we're pretty successful. From my
perspective New Zealand has definitely
attracted a lot of talent from around
the world and is keeping it. I can’t speak
on behalf of other industries, but in
our industry, if you go to the coffee
shop up the road you'll hear New Zea-
lander’s, Americans, South Africans,
Chinese, Europeans, the list goes on.
They’re all here on the Miramar pen-
insula. One’s an actor, one’s an artist,
one’s a costume designer, one’s a VEX
expert, one’s the cinematographer and
on and on, it’s a talent hub. All these
different skill sets from around the
world are in the same queue getting a
coffee — and (hopefully) they like being
here, because it’s unique, because of the
opportunities and the lifestyle’s good.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

We've just got to keep doing new stuff
that excites and attracts new people
to come and join and be part of grow-
ing our collective creative industry.
What I'm really excited about is how
we start to navigate our way on to the

new platforms from New Zealand, I'm
very excited by that. So much has been
achieved already through what Peter
[Jackson], Richard and all of the other
creative leaders that we've had on the
peninsula and throughout New Zea-
land. I'm looking forward to what the
next generation is going to be doing.

One place I'm particularly interested
in is what does success look like at an
interactive/online level for New Zea-
land. The new platforms where con-
tent can be consumed on mass global
level direct to the audience through the

| believe we
have a window
of five years
maybe whilst
New Zealand
has this
opportunity to
ride the crest
of the wave

of staying
relevant in this
digital age.

internet. We must continue to think
in new and different ways for how we
change and be flexible and adapt to
creating new forms of content. We're
definitely talking and working in those
areas right now with our overseas col-
leagues and I'm really excited about
what’s going to come from all of that.

I feel that New Zealand has the ability
and opportunity to once again make
change in this world and influence
others. In my opinion New Zealand has
great influence at an aspirational level,
plus it’s a great place for opportunity,
where things are possible. I genuinely

think that if we continue to push that
message out there then others will only
be inspired and good can only come
from that.

If the vision is New Zealand is a place
where talent wants to live, how do we
get to that next step and how do we
start getting people to believe in that
vision. No doubt that is the challenge.

I believe we have a window of five years
maybe whilst New Zealand has this
opportunity to ride the crest of the
wave of staying relevant in this digital
age. We have the ability to be a driving
wedge in the world of influence right
now and we need to continue to grow,
foster and adopt that entrepreneur-
ial spirit in to the younger generation.

7. Any final thoughts
for young people?

The advice I can give to a young person
wanting to get into an industry is
learn as much as you can and work
really hard. Nothing’s easy, you have
to work for it and understand how
to work within a team or with other
people. Make sure you choose the right
role models to be influenced by and
understand what it means to become
an enabler. It’s good to have vision but
it’s the enablers that make it happen.
One feeds the other.

Interviewed by Charlotte Greenfield at Weta
Workshop in Wellington, on 2 June 2013.
Photograph provided by Rik Athorne.




1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Capability. Capability covers knowl-
edge, skills, behaviours, aptitudes and
orientations. If I am looking at one of
my companies, I use the terms talent
and capability interchangeably and I
say, ‘Right, where are we heading as
a business? What do we set ourselves
as objectives over the next couple of
years? Therefore, what capabilities do
we need in this organisation to give
ourselves the best shot at delivering
on those objectives?’

Now, that’s sometimes technical knowl-
edge. It’s sometimes other skills. It’s
always about culture. It’s always about
which behavioural aptitudes or orien-
tations will fit in this organisation and
which won’t. I think in general there’s
been a move away from narrow, techni-
cal expertise or knowledge to a broader
set of behavioural capabilities.

DAVID
BAND

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

If I just think about my two major
New Zealand businesses, both of them
are life-science based businesses. For
the agricultural genetics business, it’s
very hard to find enough Kiwis with the
right level of scientific expertise. We are
looking for folks who either are first-
rate quantitative agricultural geneti-
cists or first-rate computational mod-
ellers or, even better, both.

I suspect it’s because of what’s not hap-
pening in schools in New Zealand. I
mean, STEM education in New Zea-
land is pretty horrible. It’s pretty low
grade, and it’s getting worse and worse.
It’s very hard to find really high quality
graduates from New Zealand universi-
ties in anything like the numbers we
might want to choose.

The other company is in human genet-
ics, it’s a cancer diagnostics business.
It’s easier to find the scientific talent,
but we’ve now moved beyond that.
We've moved into commercial appli-
cation and it’s quite hard to find folks
who can straddle that divide.

David Band is an experienced international busi-
nessman who has spent the past twenty years
in management consulting and in directing and
investing in technology-based companies. He has
held senior positions in three global consulting
firms and has founded two start-up businesses.
He is a professional director and serves on Boards
in New Zealand, Australia and the US.

It’s much easier to find people overseas.
That last business I talked about, we've
now set up an operation in the US. We
have the opposite problem. There’s such
an array of high-quality people who can
do exactly what I've just talked about.

3 « How do successful
organisations attract,
keep and grow talent?

Number one, it’s got to be a place where
somebody wants to work. I think - and
we don’t do this very well in this coun-
try at all - you've got to really reward
performance and you've really got to
sanction underperformance. You've
really got to differentiate between
the two. People have to understand
that there are standards that have to
be met and if you meet them, fantas-
tic, we’ll reward you. If they’re not,
we’ll put some development into you
and give you every chance to meet the
required performance levels, but in
the end if that doesn’t work, there’ll
be consequences.

People are Pavlovian. You get what
you incentivise. If you incentivise a
narrow focus on monthly earnings -
and there’s nothing wrong with that,



that’s what pays the bills - but if you
reward people for how much they con-
tribute to monthly earnings and that’s
it, you ain’t going to get innovative,
entrepreneurial behaviour.

4 » Think about talent hubs
around the world, what
is cool and why?

The Research Triangle Park (RTP) in
North Carolina is fantastic. It’s the
oldest talent hub. RTP’s been going
since the late fifties and it’s fundamen-
tally three universities and a deliberate
policy of bringing in corporations from
all over the world to take advantage of
the work going on in those universities.
A deliberate policy to actively, aggres-
sively commercialise what’s going on
in those universities and to sell that
stuff to the world.

I'll give you an example — Duke Uni-
versity. It is a tiny university. It’s got
an incredible amount of commercial-
isation of its research. It punches way
above its weight. It’s got an IP policy
of open slather. You're on our staff
or you're a student and you come up
with an idea? Go for it. There’s a no-tax
regime on IP coming out of Duke and
they are creating a huge IP genera-
tion. It’s just like in economics - the
lower the tax, the greater the growth.
IP follows the same supply-side rules.
Now you compare that to Australian or
New Zealand universities who regard
this as like giving away the crown
jewels, well no wonder we commer-
cialise a fraction of the science that we

should be deploying for public good.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

Rubbish. I see no evidence in countries
like ours of wanting to move towards a
high-performance culture. I don’t see

any real evidence of that, except in
sport. I think it’s part of the tall poppy
thing. I think Kiwis struggle with excel-
lence and rewarding excellence and
differentiating between excellent and
ordinary. I think young people, espe-
cially in New Zealand, have a fear of
standing out from the crowd. Were very

I think — and
we don't do
this very well in
this country at
all - you've got
to really reward
performance
and you‘ve
really got to
sanction under-
performance.

focused on helping the under-achiev-
ers, we're not focused on rewarding the
over-achievers. In fact, over-achieve-

ment is a horrible expression.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

Letting people be rich; it’s a great place to
live, so we don’t need to make the place a
better place to live. People need to make
money. Or make more money. Sorry to be
crude, but we've got to let people get rich.
Or have the chance to get rich.

What does that mean? Well, it means
a different tax structure. What’s the
implication of that? If you're going to
reduce tax rates to get people richer,
there’s a whole bunch of things that
wouldn’t get funded that currently do
get funded. I don’t think any party’s
going to bite that bullet, I really don’t.

Never ever underestimate the power
of inertia. The attraction of not chang-
ing is so much greater than the power
of changing for so many more people.
Inertia is such a powerful force, inside
organisations and inside societies.

There are lots and lots of successful
examples overseas of enterprises or
arrangements for stimulating and
encouraging and supporting innova-
tion. Now, I'm not talking about using
taxpayers’ money to do this but private
money. If you look at the US, some of
the incubators that have hung off some
of the universities are just fantastic.
They’ve generated so much wealth and
added so much value to the economy
and I do think there are things that
could be done there.

Now I do think there are some random
things being done in New Zealand.
And there’s nothing wrong with that.
But anything that could be done in a
slightly more structured way would be
good. What do I mean by that? Funda-
mentally it means getting the money
organised right, and by money I mean
private capital.

7. Any final thoughts
for young people?

I usually advise people not to think
about having a career. [ just don’t think
there are careers anymore. Interest-
ing, professional lifetimes exist but I
don’t think you have a career in insur-
ance any more or a career in manufac-
turing or a career in technology. I nor-
mally say don’t choose careers, probably
don’t even choose companies, choose
people. Ask around: What’s this guy
like to work for? What are these people
like to work with?

Interviewed by Charlotte Greenfield at the
Novotel Hotelin Wellington, on 8 June 2013.
Photograph provided by David Band.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Talent’s always been a buzzword,
especially throughout my education.
People, particularly parents, love to
label people, saying, ‘Oh, they're tal-
ented.’ I've always found it kind of infu-
riating when people use the word for
me. It just feels like it’s an excuse, as if
there’s something about me, physically
or whatever, that separates me. But
really, what I think it is, is hard work.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

I think it’s a misconception that
New Zealand has talent gaps. For sure,
I grew up listening to stories about the
brain drain and all these skills going
to Australia, but in terms of skills that
we as Kiwis have, I think we can fight
on a par with anyone like the US on so
many levels.

We need more visionaries, though a
much better word is ‘problem-solver’.
Before going to the US, I worked in a

: JAMIE
: BAND

Jamieis a 19-year-old, currently studying at Duke

number of science start-ups in Dune-
din and what I found was that we had
so many scientists who were just so
brainy. They had everything that any

... you've
got these
things called
intrepreneurs,
people in
these big
organisations
who get to
work on
projects
within the
safety of a big
organisation.

scientist I'd met in the US had. There
was no educational difference or aca-
demic ability. What the problem was
is, say you have a scientist in New Zea-
land, they very much focus on their

University in the United States. He has founded
three business ventures while a freshman, is the
CEO of the Duke student incubator, and has been
short-listed as one of the Top 20 Under 20 Entre-
preneurs. He still calls New Zealand home, and
would like to find a professional reason to live
here once he graduates.

little niche. Whereas a scientist some-
where like the US, they think, ‘What
are the commercial implications for
this? What’s the bigger picture here?’
We need more problem-solvers because
it’s a matter of using those skills in a
real-life context.

3 « How do successful
organisations attract,
keep and grow talent?

Google has a thing called Google Twe-
nty Percent, and that means 20 per
cent of an employee’s time is for them
to do whatever they want — work on
personal projects, work on ideas,
work on anything and get paid for it.
It’s giving them an opportunity to say
we as a company are not only wanting
you to help improve the company as a
whole, but we want you to grow as an
individual.

So alot of companies in the US are now
adopting this idea of ‘intrepreneurs’.
So you have entrepreneurs who go out
and they’re risk takers and they find an
idea and they try and build a company
around it. And you've also now got this
growing shift where you've got these
things called intrepreneurs, people in



these big organisations who get to work
on projects within the safety of a big
organisation. There’s very little risk,
but they get to follow their passion.

ll-. Think about talent hubs
around the world, what
is cool and why?

There’s a couple of places I just love.
There’s New York. It’s just got this feel
—you get on the street, you pick up this
energy, everyone’s got a purpose. I also
like San Francisco. I really like Singa-
pore. I think it’s got the best mix, to
be honest, in terms of the resources
that it had available to it when it first
started and what it’s become. If you
had to have a model, Singapore would
be one of the best, especially for some-
where like New Zealand.

5 » Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

Alot of people just don’t know New Zea-
land over here in the US. If you talk
about New Zealand, it’s like, ‘Oh, Lord
of the Rings?’ That annoys me every
time I hear it because we should be so
much more than that, and I don’t know
what that is. It’s just difficult when
we've got this massive dependence on

tourism as an industry.

I think part of the problem with
New Zealand is that it has this identity
crisis. Part of us wants to be touristy.
Part of us wants to be an agricultural
economy. Part of us wants to become a
financial centre, and then there’s some
people saying we should go into oil.
It’s kind of a mix-match of everything,
and I don’t think we’re doing badly - I
think we're doing ok - but we’ve sort of
become ajack of all trades and a master
of none.

That doesn’t necessarily mean that
everywhere in New Zealand has to
become a financial district; it just needs

I think part of
the problem
with
New Zealand is
that it has this
identity crisis.

to be more defined. That’s the reason
New Zealanders go to Australia; say
with Sydney or Melbourne, in Mel-
bourne it’s an arts city, if you want to
have anything to do with the arts, you
go to Melbourne. If you want to go to
Australia and have anything financial,
it’s Sydney. I think we need to get more
definition around exactly what places
in New Zealand want to do.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

I think we need to hold up and almost
idolise those people who have said,
‘Hey, you know what, I could have
started a business in Silicon Valley or
something, but I think New Zealand’s
a pretty great place to start up some-
where too.

I think New Zealand has this disad-
vantage of being small, but part of
being small is that you can still stay
personal. And so, for instance, 'm not
going to be able to talk to a CEO who'’s
one of the richest men in the US, but in
New Zealand I can approach someone
who’s worth a couple of hundred mil-
lion dollars. New Zealand shouldn’t try
to be anything bigger than it is; it can
grow at a natural rate, but the advan-
tage we have is that we’re small, we're

nimble, and that we can stay personal.
Build on those personal relationships.

7. Any final thoughts
for young people?

I’d say, one, talk to everyone you can.
Honestly, I learn more outside of the
classroom than I do in it and whether
that’s taking someone out to lunch to
hear about their experiences or just sit-
ting in a lecture hall and talking to the
person next to you — network is worth
so much more than so many things
people consider right now. I would say
travel, especially independent travel,
because you learn so much more about
yourself, you learn so much more about
how other places are functioning.

This is something that [ noticed grow-
ing up through high school, and it’s one
of those things that you don’t notice
until you leave it or until it changes,
but New Zealand kids in high school,
there’s this perception that work isn’t
cool. It’s cool to be that kid who just is
insanely talented naturally at hockey,
whereas it’s not cool to be the kid who
started off fairly average at hockey and
just trained and trained and became so
good. New Zealanders are fairly impa-
tient people at that sort of thing. With
some things, they're fairly relaxed and
chilled, but with hard work and per-
sonal progression I think there needs
to be this shift. And sure there is a
balance, you can easily forget things
like friends and family, but one of the
things I always like to stress whenever
I speak to a school in New Zealand is
that it should be cool to work hard, it
should be good to try your best at some-
thing, and I think if more people did
that, then we’d be solving a lot of the
problems we're talking about.

Interviewed by Charlotte Greenfield via
Skype, on 23 June 2013. Photograph pro-
vided by Jamie Band.
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Talent is about way more than just IQ.

Talent comes from the experience of
knowing when to act and being able
to see opportunities. It is also quite
inclusive. A talented person is some-
one who has a very strong awareness
of what they are good and not good at,
somebody who might have strengths
but can acknowledge where their weak-
nesses are. That’s where people who are
truly talented lie because they build
teams around themselves of people
who can fill the gaps, or they become
a part of the team recognising where
those strengths and weaknesses are
and look to do something bigger than
themselves.

One gap I see in New Zealand, is a scar-
city of strong, positive leadership and
good people management. There are
very few people out there trying to
build something big or who are really

prepared to take things on and build
opportunities. You actually have to gen-
erate opportunities for people to come
into them.

We don’t have enough people who
have the skills or confidence to step
up and lead, have a go and generate
those opportunities. Those people who
do, they tend to get cut down, or not
publicly acknowledged. It’s not really a
skills shortage exactly: I think there’s
a maturity around an attitude to suc-
cess that we don’t have well devel-
oped in New Zealand yet. There are a
lot of very talented people around in
New Zealand but what Paul [Callaghan]
was saying about ‘creating a place where
talent wants to live’, it’s actually about
being able to generate opportunities
for yourself and others. I've seen a lot
of really talented people with a lot of
experience come back to New Zealand
and struggle because people aren’t pre-
pared to allow them to have a go.

If there’s a lack in New Zealand it’s a
lack of leadership and it’s an absence of
a culture to support people who really
want to get stuck in and have a go. You
can’t grow a talent-based economy if
you're not going to stand up and cele-
brate it in the mainstream.

Anneis the Senior Commercialisation Manager at
Viclink, a company focused on commercialising
research and technology generated at Victoria
University of Wellington. Trained as a physical
scientist, she has transitioned to marketing and
business development roles and to offer consul-
tancy to the high-tech sector. She has a passion for
bringing science, society and technology together.

People’s motivation and what drives
them to succeed has been well studied,
and it’s known that money only drives
people up to a certain point. Beyond
that, people want to be stimulated,
rewarded and know they are making
a difference. Provide that environment
- and it’s pretty simple to attract and
retain talented people.

To attract and retain talent, New Zea-
land should look to build good brands,
have bigger-picture, internationally
focused goals and have good leaders
who are passionate about going after
them. Then you'll get people flocking to
work for you, because that’s what most
Kiwis who go offshore want. They are
going for something that is big, has an
international connection and flavour so
people can feel like they are relevant.
And we should be public about it, get out
there and make a bit of a fuss. A classic
example in Wellington is Xero. There’s
abuzz about town and everyone wants
to work for them. Trade Me’s got that,
and the likes of Magritek in the science
community too. Instead of being green-
eyed let’s take inspiration from them.



When I was doing sales and business
development for Izon, an early-stage
nanotechnology company based in
Christchurch, I spent time at ETH
Zirich, a major technology university
there. Within ten years, they have gone
from being an ordinary university town
to having the most unbelievable entre-
preneurship culture. All the people I
met there who were my age were all
recent graduates and many were CEOs
of their own companies. It was almost
an unstated thing amongst them that
if you haven’t tried to commercialise
your research, then you haven't really
succeeded with your PhD. A lot of that
was achieved by putting in place mech-
anisms that encouraged people to think
about it as an option.

So the coolest things about those
entrepreneurship hubs is that there’s
a massive culture of ‘do’ and there are
mechanisms in place to support and
encourage you. People see others doing
it, so it becomes vogue and cool to try,
and that’s what New Zealand needs.

The vast majority of people I know who
have come back to New Zealand, have
done so for the lifestyle, they have
family here or because it’s home. Ulti-
mately, it is our home and they want
to live here and contribute; they want
to have meaningful employment. But
they aren’t driven here because of the
professional standpoint, it’s all driven
by the personal reasons in my experi-
ence. I don’t think we do very well at
attracting and retaining our talent on
a professional basis. A lot of it is about
our culture; alot of it is about organisa-
tions needing to provide opportunities

and having those big visions. If people
don’t feel like they are doing something
meaningful and that they are contrib-
uting then they are always going to be
here for secondary purposes. After a
while, that job in Hong Kong might
look quite attractive.

... the coolest
things
about those
entrepreneurship
hubs is that
there's a
massive
culture of 'do’
and there are
mechanisms
in place to
support and
encourage you.

The thing to note here is that it is not
just about permanent retention. It’s
about looking at the diaspora as an
extension of New Zealand; those people
are what gives us connections into glob-
ally relevant markets. You want people
to come back, but actually you want
them to go, come back, go and come
back. It’s about connections and bring-
ing things back here again. It’s not just
about going overseas in your twenties
on your OE then coming back and never
leaving. Kiwis are always going to want
to travel, it’s just how we are, it’s in our
history and in our DNA.

The biggest piece of advice I could give
(and this is coming from a person who
has spent half of their 14 years after
leaving high school studying) — is take
every opportunity you can get your
hands on, because so much of how you
get ahead is through what you've done.
Your experience and your networks
count for ten times more than your
academics ultimately. It’s about who
you know and then them trusting you
to do a good job, which is especially
true in the New Zealand ‘hidden job
market’. Only one out of the four jobs I
have had came through the traditional
recruitment. Every other job, including
all the ones I really wanted, have come
purely from networks. In fact, what at
the time was my dream job, working at
Izon, I got because I cold-called Paul
Callaghan.

People who do the best are the ones
who are creative, adaptable, can come
up with their own solutions and take on
opportunities, even though they might
seem completely random at the time. So
be adaptable, take every opportunity
you can — any experience is good expe-
rience, it doesn’t matter if you think
it’s relevant to your career or not at
the time. Also network like crazy, and
then you will get ahead fine. Otherwise
if you sit back and wait for the world
to hand you something, nothing will
happen, not in New Zealand anyway.
You've just got to get out there and grab
it with both hands.

Interviewed by Darren Zhang via Skype, on
26 August 2013. Photograph provided by
Viclink.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

There’re lots of different threads here.
I suppose in the New Zealand context
what we should create is exceptional
specialists because we're a relatively
small country and we need, if anything
- if we are going to compete globally —
we need to have people who are excep-
tional in a relatively narrow field.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

A good example, but its not the only
one, is IT development - there’s just
none anymore. The type of develop-
ment expertise that we need, that Xero
needs, that Trade Me needs. People talk
about the IT economy in Wellington but
it’s absolutely constrained by the fact
that there isn’t the talent pool. There’s
not the talent required, and that’s not
going to change in ten years, so inev-
itably we're going to need migration.

We just don’t have the depth of people
here. We don’t have those specialists.

TIM

BENNETT

What we're not good at is attracting
people into the right professions. No
one really wants to be a programmer.
You don’t really get up in the morn-
ing and one day go, ‘This is a great
thing to do.” Despite the cachet of it’s
cool to work at Xero or Trade Me’, the
vast majority of the jobs there are not
seen to be the types of professions that
New Zealanders aspire to do, whereas
in other countries, it’s what people do.

3 « How do successful
organisations attract,
keep and grow talent?

There are some textbook answers — you
need good leadership, a good organisa-
tional culture, et cetera. You need to
compensate people well, you need a
good work-life balance, all that kind of
stuff. 'm not really sure that’s sufficient
anymore. I think the generation in their
20s and 30s, all those things are kind
of by-the-by. I think that you need to
provide people with a sense of purpose
in what they’re doing. Particularly in
a country where we are perceived not
to compensate well. So, part of it is the
work-life balance or the operating envi-
ronment and part of it is sense of pur-
pose, and I think we as a country like

Tim is the chief executive of the securities market
company NZX. He has extensive experience in
capital- and commodity-market development in
Asia, the Middle East and North America. He has
advised a broad range of financial institutions
on topics such as strategy and organisational
transformation.

that, and by and large most business
here are like that as well.

4. Think about talent hubs
around the world, what
is cool and why?

I suppose you need to differentiate
between what are just historically
interesting places to be, for various rea-
sons, from what I call new talent hubs.
So, Kiwi expats go to London because
you used to get work visas easily, the
pound was three-to-one and you didn’t
worry if you were working behind a
bar or doing some boring back-office
job in the middle of Canary Wharf. It
was an interesting place right next to
Europe, and I think if New Zealanders
got visas for the US they’d end up in
Wall Street or New York, in Manhattan,
just because that’s an interesting place.
SoIthink there’s something about the
cultural environment, the history, the
compensation et cetera.

But the new talent hubs are all about
the network. It’s about connectivity
with like-minded individuals, the
opportunities that might create. If you
think about Silicon Valley, although

it’s relatively old, or Silicon Alley in



New York or private wealth in Singa-
pore — there’s enough critical mass of
people who are in the same network as
you, think the same way about their
careers, have the same aspirations in
terms of lifestyle. That’s what I think
connects talent.

For its size, Singapore doesn’t have a
lot of tech start-ups; there’s something
about that city that doesn’t work for
that. Similarly, despite the best efforts,
investment banking has never taken
off in Silicon Valley. So, it’s something
about getting critical mass in a certain
sector quickly, and governments can
help I think - there are good examples
from Singapore on this.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I think in terms of for domestic busi-
nesses, probably pretty good, above
average. However for growing regional
and global businesses we're extremely
poor. Our immigration policy doesn’t
support it. We’re not good at attract-
ing New Zealanders back. I think we’re
relatively weak at leveraging the global
network of New Zealanders. They're all
out there but they’re not leveraged well.

People forget that we had the Colombo
plan, and a lot of people from South
East Asia who are now running busi-
nesses were educated in New Zea-
land. 15% of Aucklanders are Chinese
nationals, the majority of whom are
presumably students. How are we going
to lever that into Asia and manage that
talent pool? We don'’t really think about
them as New Zealanders, but we should
do, how are we going to harness that?

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

I don’t think we’re confident enough
in ourselves and in our country. For
some reason New Zealanders need to
build some self-confidence, because
there is no reason why we couldn’t be
successful.

For example, if you walk around
Jakarta, there are Australians every-
where. Of course there’s a larger popu-
lation effect in that, but in comparison
we’re just nervous, we're not self-confi-
dent enough, we're scared of engaging

| think we're
relatively wealk
at leveraging
the global
network of
New Zealanders.
They're all
out there but
they're not
leveraged well.

with Asia, and I think that’s the first
thing we need to do. Not just outwardly,
but also inwardly. We somehow need to
be more confident in ourselves in Asia,
but also take the opportunity of Asian
immigration for education and other
reasons and leverage it much better.

It’s also important so we can grow
our economy faster. It’s not that we
don’t have the capital, it’s not that we
don’t have the good business ideas.
Why aren’t the owners of those young
businesses willing to take a risk on a
New Zealander from offshore to run the
business better? We're just not good at
getting the right talent at each stage of

the process; it’s not because it doesn’t
exist, it’s because people don’t want to
give up control or change the risk pro-
file of their business or take a chance
with certain individuals. It’s definitely a
self-confidence thing; I've met so many
people who've run their own businesses
and they don’t want to give up because
they don’t trust anyone else to run their
business.

7. Any final thoughts
for young people?

It’s funny, I spoke at Dilworth School
last year, it’s a cool school actually, and
someone asked me what do you need to
do to do my job? I thought about that a
bit, and I think you need to take risks. I
don’t really think that I've taken risks,
but if you think about what I have done,
it’s all about doing stuff that people
would think would be pretty mad. Rod
Drury would be a better example, or all
these quite successful start-ups, but
even in a corporate career you need
to take a few risks. The other thing is
why on earth do people do their OE in
London - why don’t you go to Shang-
hai? Or Jakarta?

Interviewed by Charlotte Greenfield at the
NZX in Wellington, on 5 July 2013. Photo-
graph provided by the NZX.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Talent means to me, mostly curios-
ity — and the ability to move on it. It’s
not something that you necessarily
need to know, it’s kind of just want-
ing to find out. The nurturing of talent
is to me a process of not killing peo-
ple’s natural curiosity, and leaving the
love of learning, which most kids actu-
ally come born with, intact. And then
making sure people feel strong enough
to take it somewhere.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

I know when we look at the OECD fig-
ures they love us to study STEM sub-
jects, so I don’t understand why we
make them all so boring - the sciences,
learning the periodic table, blah! I don’t
know if I actually see the difference
between philosophy and science or lan-
guages and some sort of coding. I'm not
really sure that the divisions are so real.

VICKI
BUCK

I suspect that we don’t know anything
about what the world is going to be like
in 15 years. My answer to it would be
that I honestly don’t know, because
I don’t know what’s going to be in
demand. I know that the new rock stars
are those who can code and animate
and do cool web stuff but we live in such

The nurturing
of talent is to
me a process
of not killing
people’s
natural
curiosity ...

wonderfully fast changing times that I
can honestly not know what 15 years’
time will bring. The world will be short
of water, and food and extreme weather
events will be much more severe and
more frequent — so maybe resilience
may be one of the great assets.

Vickiis someone that likes getting out into the commu-
nity and making things happen. From 1989 to 1998
Vicki was mayor of Christchurch and in 2008 she was
voted by The Guardian as one of the ‘50 people who
could save the planet’. Today Vicki is co-founder of
the Ministry of Awesome, an independent director of
NZ Windfarms Ltd, and most recently, a newly elected
member of Christchurch City Council.

3 « How do successful
organisations attract,
keep and grow talent?

They have people engaged with them
who are having fun being there and
pushing the boundaries of what is pos-
sible and what they can do. They never
operate in a climate of fear or command
and control. Fear and creativity are
seldom mates and a centralised control
structure means that we use the brains
only of those at the top and that’s almost
a criminal waste. There’s a sense of the
ability to completely explore what’s in
your head so you're not confined to 10%
of your brain. There is the ability, and
the safety to take sensible risks.

4. Think about talent hubs
around the world, what
is cool and why?

I think San Francisco is fine but it’s
really expensive. You need a lot of
money to live there. I think China at
the moment is exhilarating. The name
means the centre of the world and it
feels that way. But I actually think
talent hubs can be anywhere as long
as you have freedom and some fire and
fun and some finance.



5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I think as people we do it individu-
ally extremely well. So many people
have brought partners or others back
to the country, but as a country I'm
not so sure. I think 100% Pure is great
branding but has been so badly eroded
by the environmental reality that we
have made it very weak. We can’t even
believe it ourselves.

No, I don’t think we have been very
serious about creative environment
add-ons, even though we start with so
many natural advantages. If you are in
Beijing for a week you come back here
and just stare at the blue sky and cel-
ebrate the fact that you can breathe
easily. We have so much. But one thing
that is lacking is a fair and reasonable
capital market for start-ups to medium
businesses.

We haven’t even dealt with ensur-
ing sites like PledgeMe, or any other
crowd sourcing mechanisms can actu-
ally crowd-fund for a business, because
all of the rules around your prospectus
and investment memorandum have
been applied to crowd-sourcing. Yet
that’s an amazing way for people just
to get initial funding, and the fact that
we haven’t done it is appalling.

The way in which they cut the research
and development tax credit was just
daft. There seriously has to be research
and development - if we want to find
out new things, research and develop-
ment is absolutely key.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

The rules around capital are so tricky
... and [ understand the rationale for
that ... but we have to allow something

like Kickstarter for businesses in here
and fast. I don’t know why anybody
would be a director of a company at
the moment because it’s just so tough.
Some easier pool of capital is needed
and I would allow for crowd-funding

of start-ups.

There are a lot of people, especially here
in Christchurch at the moment because
there’s been a lot of insurance pay-outs,
who've got some money and want to do
something, you know, share in devel-
opment. There’s no real structure or
a history of owning 1% share in this
business and if it goes under, it goes
under, who cares, and you've only put

There seriously
has to be
research and
development
— if we want
to find out
new things,
research and
development is
absolutely key.

in a thousand bucks or something. But
now, if you're going public, you have to
have a prospectus and an investment
memorandum at least, which youwould
have gone through every line of with
your lawyer, and if you haven’t out-
lined a risk, you're at risk as a director.

I don’t necessarily think talent should
be confined to the private, for-profit
sector; I think the not-for-profit sector
is also an area where, in New Zea-
land, we’ve failed. Youth suicide, sui-
cide generally, family violence — our
statistics are absolutely awful, and to
me that’s actually far more important
than people making money. I suspect if

you come from a background of family
violence or any of those things, your
chances are severely limited. The com-
munity needs to gather around that to
make sure that the village does raise
the child, so that that child has exactly
the same opportunities so that talent
isn’t just confined to those who can
afford it or who won the lottery in
terms of parents, because that’s just
a completely unfair system. These are
kids who need help in order to realise
the talent they have, and so as a com-
munity we have to do that otherwise
it’s like not letting women have educa-
tion. You just waste a huge resource of
amazing brain power.

7. Any final thoughts
for young people?

We are leaving them with so many chal-
lenges in terms of the destruction we
have wrought on the planet that I think
they need and deserve all the help they
can get. So if you can see that you can
help with something, offer that help. It
does take a village and we are all part
of that village.

Interviewed by Charlotte Greenfield at the
Tradestaff offices in Christchurch, on 3 July
2013. Photograph provided by Vicki Buck.
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Number one would be the right atti-
tude. The attitude has to be a person
that is willing to really just come, bust
a gut to learn and have that positive
attitude around learning. For our com-
pany, we're particularly interested in
the commercial angle as well as tech-
nical. You've got to have that grit and
drive around entrepreneurship and the
willingness to be in that commercial
space because we're essentially a busi-
ness. We have to make money because
that’s how we pay staff to keep going.

Everyone’s going to be slightly differ-
ent in the way they get business and
deliver. People think that people have
to be the extroverts to gain business.
What we're seeing is that often intro-
verts are getting the good relationships
with clients and are very good at their
work. They do the same thing butin a
different way.

This has probably been our biggest hold-
back in terms of growth. We're growing
about 20-30% a year and we could grow
faster if we could get the right people.
There are enormous talent gaps in
agricultural science. We've got a really
strong core base in what we call quan-
titative genetics, which is quite a spe-
cialised area. We have to look worldwide
because we're not training enough of
those people here. We couldn’t attract
people out of Europe to AbacusBio five
or six years ago and now we can because
of the global recession, and because
we’re now getting recognised as inter-
national experts in that quantitative
genetics space for livestock.

Thinking back to how we’ve evolved as
a company, we've had to invest quite a
lot ourselves to get those right people
with the right skills through, cur-
rently we have PhD students who are
embedded within our business. Part

Anna is a Director and Partner of AbacusBio Ltd,
an agri-consulting company based in Dunedin.
Aninnovative and strategic thinker, with a PhD in
biotechnology, she endorses commercially focused
science. Here Anna discusses how to promote the
synergies between science and industry as a driver
of New Zealand's future.

of our philosophy has been to grow
from within, and we’ve also used the
intern programme reasonably well. It’s
a really good way for a small company
to have a good look at young people
and see where they fit. If they fit we

just snap them up.

As we grow, and gain bigger contracts
our challenge is to keep an innovative,
energetic culture. For me personally,
I've always had my three words: ‘Make
it happen’ which drives me to not accept
excuses from myself, or someone else
if I really want something to happen.

In terms of talent hubs, we are evaluat-
ing this currently as we are concerned
that agrifood business in the south
doesn't have a strong voice to promote
what we do and attract both people and
investors. We have been looking at a
German hub showcasing their business
via the web and determining how we do
that and other activities. In New Zea-
land one of our strengths is our humil-
ity, but it is also one of our weaknesses:
to build global business we need to be



shouting from the rooftops about what
we do. We're not so good at that and I
think that’s a real problem, and the
further south you go, the worse it gets.

Food security is the global issue of our
time, and for a business like ours the
opportunities are incredible because
we have the know-how from on the
farm right through into the markets.
What I'm worried
about is that inves-
tors will come as far
as say Waikato, and
not come further
south. Our hub will
profile some of the
innovative com-
panies that are in
the agrifood space
that’ll attract talent
and young people into it. There’s a lot
of little companies around with the
know-how that can be lifted into other
countries and support this whole food
security drive.

Other nationalities and talent do want
to come to New Zealand and stay once
they’re here because the lifestyle is so
incredible. But there are a lot of Kiwi
expats out there who don’t want to
come back because they don’t see the
big companies so they don’t see that
there is opportunity. Perhaps if they
saw some of what the innovative small
companies were doing, they would see
that there is life outside those big com-
panies. So maybe it’s showcasing some
of that fun and challenging stuff that
people would come back for.

There’s been a lot of rhetoric from the
government that we need to put more
people into science and fewer people
into law and accounting. A lot of rhet-
oric and not much more: ever since I

... we need to
be shouting
from the
rooftops about
what we do.

was a PhD student, I have been hearing
statements about science being impor-
tant for the economy, yet I don’t see the
pathway for young scientists getting any
better. Alot of our highly talented kids
drive into law and medicine, because
that’s what’s seen as a very structured
career, but also where the elite go. I
think the government needs to put more
money in at schools to be able to say:
‘Well, there are actu-
ally career oppor-
tunities outside of
those core law and
accounting degrees,
and do more to sup-
port their careers
post-graduation. I
also believe agricul-
ture and agribusi-
ness, which are what
still underpins our country’s economy,
has an unexciting image in schools. The
reality is, we are producing some of the
best food for some incredibly new and
dynamic markets — what could be more
exciting than that?

On a global scale, I think showcasing
more of those companies doing fun and
exciting things and getting in touch with
expat-type networks and let them in
on what’s happening. I know NZTE
[New Zealand Trade and Enterprise] is
doing the NZ Inc branding. We were dis-
cussing this in our business and asking,
what are we as New Zealanders? What
makes us special? Is it just the clean and
green? What we came up with was actu-
ally, where we stand out is that slight
quirkiness. For me, quirky means inno-
vative as well, and willing to think out-
side the box. As a small country, we've
got a reputation of not just following
the pack. I think it’s fundamentally in
our makeup that we won't always look at
something and do what everyone else is
doing. It’s the fun factor with that whole

everything we do in our lifestyle - the
way we do our business, we also like to
have fun. So we need to showcase our-
selves as thinking outside the box and
being an exciting place to grow new busi-
ness. With global connectivity the way
it is there are some great opportunities
that we didn’t previously have because
of our isolation.

To grow our own talent, we have to get
them right at that undergraduate level.
We'd like to see universities do more
to link with business, and maybe the
universities could make contact with
industry more accessible, because it
is quite hard for a 20-year-old to rock
up to someone at a lab and say, ‘Can I
have fifteen minutes of your time?’ I'd
like to see more in schools to encour-
age pupils to think beyond medicine,
law and accounting, and a much wider
recognition by the country that agri-
business has to attract innovative, tal-
ented people.

Lots, but it doesn’t mean you get lis-
tened to when I talk to my own kids.
If I were talking to someone around
that age of 14-15 that was interested
in my sort of space,  would really, really
strongly suggest that they learn Man-
darin, or another Asian language.
Other advice would be not to get strung
up on having to have a job at the end of
your degree. Really try and do things
that interest you that are also quite
applied. Most of our young people, the
jobs they’ll be doing, we don’t even
know about right now. So really having
the belief in yourself, that willingness
to learn is important. Once you've done
that degree, the learning doesn’t stop
there. You'll be learning the rest of your
life to keep up with things.

Interviewed by Darren Zhang at AbacusBio
in Dunedin, on 4 June 2013. Photograph
provided by Anna Campbell.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

To me, talent is about aptitude rather
than skills. But in the context of this
conversation I think we probably mean
the actual ability to do stuff, not just
the potential ability to do stuff.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

In my organisation there are tons of
them. I run areally fast-growing organ-
isation, and we have lots of vacancies.
The biggest talent gap I would say
across the board is analytical ability.
By that I mean everything from facil-
ity with numbers - a raw quantitative
orientation and aptitude — to a curios-
ity about analysis.

It’s about making your business con-
tinuously improve. We employ a lot of
customer service people who talk to
customers all day, so they've got to be
nice people to talk to and all that. But
when something’s gone wrong I want
someone who can also say, ‘Why did

RACHEL
CARRELL

that go wrong?’ and, ‘I won't just fix it
this time, I'll fix it for all time. I'll have
a think about how widespread the prob-
lemis and attack it in a really analytical
way.’ I would say we need that talent at
every level of the company.

The biggest
talent gap
I would say
across the
board is
analytical
ability.

What else? It’s hard to find e-commerce
people. It’s hard to find IT people. It’s
an international shortage in both cases.
I spend a lot of my time on hiring and
recruiting and it’s really difficult, and
I pay head-hunters an awful lot to do
it for me.

Rachel is the chief executive at DrThom, the world’s
largest online doctor service, located in the United
Kingdom. Originally from Invercargill, she completed
a doctorate at Oxford then worked in various sec-
tors across the world before taking up her role at
DrThom. Rachel offers the perspective of someone
who chooses to take opportunities as they arise.

3 « How do successful
organisations attract,
keep and grow talent?

The most important thing —and it’s
much easier said than done—is a really
clear vision, and clear roles. Making
sure everyone knows what they con-
tribute to that wider project and that
every single role is valued.

You've got to make sure the package is
right, in terms of competitive salary
and all that, but far more important
than that for me is selling the purpose
of the organisation and really selling a
vision. To give you an example, I never
talk about sales. We say, ‘Last week we
helped 6000 patients.” We don’t say,
‘We sold 6000 products.” We're always
trying to connect back to something
that is very human, which is that every-
one likes helping someone else. If you
know that, whatever your job, at the
end of the day you're part of this team
that helped 6000 patients last week
that’s super-tangible. I think it’s really
easy to do that in healthcare but I think
you can do it in any business.



4. Think about talent hubs
around the world, what
is cool and why?

In London, there’s a roundabout called
the Old Street Roundabout. It’s in this
horribly ugly and industrial area that
has been turned into the heart of
urban cool. So a couple of years ago,
David Cameron the prime minister
stood up somewhere and said, ‘We're
going to make this Silicon Rounda-
bout’. At the time people were saying,
‘Whatever, that sounds a bit stupid.’
But it is incredible how it has actually
happened.

Google have a big building there. There’s
alot of really exciting entrepreneurial
stuff around there. Globally important
software start-ups already have come
from there in a really short amount of
time. There’s all the kind of cool com-
munity stuff that you would expect to
see in San Francisco and Silicon Valley.
So Ithink you shouldn’t underestimate
the power of government to stick a flag
in the sand, to recognise that some-
thing is already happening - there
were a few companies already there,
but not many - and really push it to
the next level. That’s all David Cam-
eron did. They didn’t compel anyone to
move there, he just said ‘This is going
to happen’ and it happened.

5 » Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I would say in terms of nurturing
talent, amazing. There’s nothing wrong
with the education system, for exam-
ple. Imean I'm sure there’s little things
wrong with it, but I think we absolutely
have an education system that can com-
pete on the world scale.

In the UK the difference between good
schools and bad schools is enormous,
you cannot overstate it. So there’s this

fight to the death among parents to get
their kids into good schools and it’s
vicious. And while I'm sure we have
good and bad schools in New Zealand,
the distance between good and bad is
not nearly so big. So you can go to your
local school like I did, to a local state
school, and you will generally proba-
bly be fine in New Zealand, so that's a
huge advantage.

The other advantage is our culture of
travel. The OE is just a phenomenal
thing. It’s such a Kiwi and Aussie source
of strength. You get that kind of expo-
sure to best practices and experience
and bring it back to New Zealand.

I've personally
thought about
going home
at times over
the past ten
years and it
is extremely
difficult ...

Attracting and retaining talent is
a much more difficult challenge for
New Zealand. I've personally thought
about going home at times over the
past ten years and it is extremely dif-
ficult. I consider I've got quite a big
job and I would want to do a big job in
New Zealand and I don’t know where
the big jobs are, I don’t know how to
find them.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

Here are three really concrete ideas
that would help me come back. One
is tell me what the big jobs are, which
means make it really obvious which

head-hunters I should call. The net-
work KEA, that’s really great. You could
absolutely build on that. Maybe they
have a jobs board, but make it a better
one if they have one.

Number two is: tell me who else has
come back and tell me good people who
have come back. Because I don’t want to
be the only person coming back. Obvi-
ously lots of people come back, but I
don’t want to be the only person run-
ning an e-commerce business of this
size trying to export. This comes back
to the idea of a hub. There’s a reason
why people like to be in a hub - it’s
because they like to know they’re not
the only person trying to do the type
of thing that they’re doing.

Number three is the thing that frus-
trates me when I come home, and
makes me think ‘Oh my god could I
actually ever work here?’ It’s the qual-
ity of internet provision in New Zea-
land. It’s like a decade or something
behind the UK, it’s extraordinary. So
when I think of running an e-commerce
company, I think, is it even worth it?
My husband went to the Democratic
Republic of Congo about a week after
we got back from New Zealand and he
said the internet was better there than
it was in New Zealand.

7. Any final thoughts
for young people?

Work really hard. Take every oppor-
tunity. See everything as an oppor-
tunity. They’re there and it’s amazing
that sometimes people don’t jump at
them. Every time someone asks you
hard question, every time you get given
ahard project, all of it’s an opportunity
to either show what you can do or to
learn. Either way it’s an opportunity.

Interviewed by Charlotte Greenfield via
Skype, on 19 June 2013. Photograph pro-
vided by Rachel Carrell.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Talent is the expression of our individ-
ual gifts. Everyone has gifts, but some
people are not in a position to pursue
theirs. When we look at somebody tal-
ented, we see someone who is express-
ing themselves at the highest level of
what is possible, whether in business,
art, sports, innovation. The further we
are developed in understanding what
our gifts are and in cultivating them,
the more talented we will appear to the
outside world.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

When I think about the rebuild in
Christchurch, there are two dominant
conversations happening right now:
one is at government level, that is $40
billion, confidence for investors, cer-
tainty for developers, large-scale infra-
structure, etc. Then the second is the
kind of bottom-up conversation that
Gap Filler, Greening the Rubble, Life in
Vacant Spaces and others are having:

KAILA
COLBIN

vibrant city, citizen engagement, social
innovation. The one conversation that
we're all having is ‘successful city’, but
we're coming at that from two com-
pletely different angles.

Innovation
happens when
ideas have
sex, and that
only happens
if you put a
whole bunch
of different
disciplines in
the same place
and let them
bump into
each other.

The need to bridge those conversations
is the most essential talent gap that we
have right now. We need all those large-
scale investments and infrastructure,
but without the vibrancy animating

Kaila is the founder and chief executive of a number
of initiatives, including Missing Link and Ministry
of Awesome in Christchurch. A native New Yorker,
she has been an entrepreneur since she was 22
and is fluent in four languages. Kaila loves to see
ideas turned into action.

them, they are only two legs and a torso
and a head bolted together. We need
those people who can sit in both camps
translating the value of social innova-
tion and grassroots creativity into lan-
guage that the government can under-
stand so we can take an approach that is
integrative rather than linear and siloed.

3 « How do successful
organisations attract,
keep and grow talent?

Talented people need a certain amount
of autonomy as they are self-actual-
ised. They want to be in a place that
will support, recognise, and allow them
to express that. If people are amaz-
ing coders, they want to go to places
like Google that’s going to make them
feel like gurus and rock stars of what
they do. Because we have all the tools
we need to do anything we want from
anywhere, talented people have abso-
lutely no reason to go where they aren’t
given the meaning that we all need to
thrive on.

What can organisations do? Definitely
recognising this. Interviews are much
more of a two-way conversation now
where it’s more like, Tm interviewing



you but you're interviewing me to see
if this opportunity is right for you.’ It
requires almost a humility on the part
of the organisations to say, ‘You know
what, we need to make this opportu-
nity so compelling for people that they
feel like they can offer something here
that they could not offer anywhere else.

4. Think about talent hubs
around the world, what
is cool and why?

When I think about talent hubs, two
main things have come up over again,
and that’s density and diversity. Inno-
vation happens when ideas have sex,
and that only happens if you put a
whole bunch of different disciplines
in the same place and let them bump
into each other.

An area that does talent hubs success-
fully is San Francisco. When you go to
San Francisco and you walk around, it
is funky. There are a million things hap-
pening — cafes, clothing stores, night-
clubs, restaurants, arts, people naked in
the streets. People will look at a talent
hub and say it’s a real mecca for X, like
San Francisco is a mecca for tech start-
ups. But then you dig in and there’s
all this other stuff going on. You can’t
take X in isolation and only feed that
- that’s my big concern about what is
happening here. We don’t have den-
sity because we've all been scattered,
and if we come back together in siloed
chunks, we lose the diversity essential
to cultivating talent.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

We have a lot of insanely talented
people in New Zealand, but I think
we struggle to understand the factors
that keep them here and help them
thrive. And a big part of thatis a linear

approach to the kind of talent we want.
We go, ‘We’re going to be a mecca for
IT talent, we're going to bring all the
IT talent here.’ IT people go do their
IT but then they’re DJs or quilters or
marathoners or whatever. When you
go to a place that is uni-functional, it
becomes soulless, like Canberra. So
this idea that it’s got to be agribusi-
ness or whatever is, I think, a broken,
outdated idea. We need to acknowledge
that people have multifaceted lives, and
certainly talented people are less tol-
erant of restrictions on their ability to
explore and be inspired in all facets of
their lives. We need to create the con-
ditions for a million flowers to bloom,
then we see which ones become the
next Tait or Weta by bringing people
together, allowing them to bump into

There are a
million ways
to get from
birth to death,
and every
one works.

each other, crossing silos and break-
ing them down, highlighting things,
giving people more opportunities to
connect, celebrating successes and
more attempts at success.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

Christchurch definitely has a tonne of
talented, creative people trying to do
amazing things but have a number of
barriers in their way. One of the key
roles of government is to reduce barri-
ers to super-motivated people contrib-
uting to the life of the city. Subsidies
are a bad word in government, but we
have to recognise that our free market

has been skewed by the earthquakes.
Normally, cities have older buildings
that require a lower economic return
for their owners. Now we don’t have
that inventory available at the lower
end of the market and so you lose all
of your start-ups, SMEs, creatives, your
lower end amenity that is essential for
a vibrant central city. We still do want
that vibrancy, and that is by creating
space at the lower end of the market,
and subsidies are one way to achieve
that.

7. Any final thoughts
for young people?

When I was younger, I put people who
were significantly older than me on a
pedestal and thought, ‘Oh these people,
they really know the answers.” What I
have realised is that nobody knows.
Everyone is making it up all the time.
The people you think are the smart-
est people in the room just have more
experience making it up and more toler-
ance for making decisions with imper-
fect and uncertain information. That is
something that you only get by prac-
tice. The sooner you recognise that,
the more powerful you can be. There
are a million ways to get from birth to
death, and every one works. So what-
ever idea you have about life, it’s all just
made up. You can choose to accept that
or not accept it.

Interviewed by Charlotte Greenfield at the
Tradestaff offices in Christchurch, on 3 July
2013. Photograph provided by Kaila Colbin.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Talent in my background means people
who can make hard things appear easy
to do. To make things look easy gen-
erally requires a huge amount of time
invested in one’s life practising, expe-
riencing and doing the thing that you
become really good at. That in turn
means people who really enjoy what
they do. Talent is not just about sci-
ence or maths or technology; it isin the
arts, humanities and all areas of life.
Sometimes, talent is people with PhDs;
sometimes it is people who seem to be
able to mind-read and know exactly
what people want, or people who do
other amazing things. That is the key
thing for me - talented people who
just do the most impossible things and
make it look as though it was the easi-
est thing in the world.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

The biggest business talent gap I see in
New Zealand is people who understand

COY

ANDREW

Andrew is one of the founders and the chief executive
of Wellington-based Magritek, an advanced tech-
nology company specialising in nuclear magnetic
resonance systems. With a PhD in physics, Andrew
brings together science and business, guiding one
of New Zealand's leading high-tech companies to

success on the international market.

organisations that operate on the global
stage and are able to successfully be
part of it. Unfortunately, most organ-
isations in New Zealand don’t have a
huge amount of experience doing that.

The biggest
business talent
gap | see in
New Zealand
is people who
understand
organisations
that operate
on the global
stage ...

Our heritage is very much around pri-
mary industry and agriculture. If we are
going to have world-class companies
that manufacture and export, we need
people who have that particular talent
and experience. The really crazy thing
is that many of those talented people
overseas are Kiwis who are part of our
one-million-strong diaspora who have

ended up as talent working in organi-
sations in other countries. We desper-
ately want to attract those people back
to work in our exciting high-tech busi-
nesses. We have an incredible world-
class education system, but the expe-
rience of being in a globally successful
company is something that you only
become very good at by being there. It
is a catch 22, but I think we can untie
the knot because we can attract those
talented people back to New Zealand
and they will make a difference.

3 « How do successful
organisations attract,
keep and grow talent?

The thing about talent is, it is not that
they are just after jobs that are high
paying; it is that they want to be chal-
lenged in a really special way. They want
to be part of something that has an
impact on the world. For me, talented
people want to do things that every-
body else thinks is impossible. If you're
trying to run a business that is trying
to export to the world, create products
that have never been created before, go
up and compete with companies that
no one ever thought you could compete
with and change the market and change



the world, then the single most impor-
tant thing for your success is having
talented people in your business. That
is the number one success factor. A tal-
ented team of people will always find a
way to succeed because succeeding is
just built into their DNA, it’s in their
nature, and it’s what they have to do.
They have to make hard things easy.

4. Think about talent hubs
around the world, what
is cool and why?

Talent hubs are not a consequence
of having a whole lot of businesses
with talented people there. Talent
does attract talent, and talent wants
to live in places where it is exciting,
where they are challenged and stimu-
lated in many different ways. It can be
about being in a stunning environment,
talent hubs are places where the arts
and music are sensational, and the food
and entertainment are world class. In
talent hubs there are museums, thea-
tres, sports, recreation, diversity and
culture, vibrancy - all of that attracts
talent. And then those talented people
working in organisations in that hub
make those organisations successful,
and that success attracts other talent
and those successful organisations fur-
ther fuel the arts, theatre, sports and
all the stuff that goes on in the hub,
which in turn makes it an attractive
place to live and bring up kids. And
then they stay there.

5 » Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

The fact that we have a million of us
who live overseas isn’t a particularly
good scorecard. A lot of those million
New Zealanders who live overseas are
a disproportionate higher percentage
of our talent, which is not good in the
long term. We have this one big natural

advantage, this absolutely fantastic
natural environment in New Zealand,
but that seems to be the main thing
that we hang on to. We under-invest
in arts, diversity and culture; and even
in the environment and all the other
things that will attract people back.
New Zealand is still a fantastic place to
live. But when you sit down and think
how good it could be, all the different
things we could do to actually attract
our talented people to come live here or
attract other countries’ talented people,
that is when you start to think we could
just do so much more.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

Everything about the lifestyle impacts
on people’s choice about where they
want to live. We need more success-
ful, exciting, challenging companies
that people want to come and work for
because they will not get the opportu-
nity to work for a company like that
anywhere else in the world. We need
to make our environment better and
more attractive so people see living
here as more of a privilege, not just a
lucky accident.

We need to invest more in the arts,
music, theatre, drama and films. We
have amazing arts, music and film here.
We have this ‘tall poppy syndrome’
where it is not good to brag about how
good we are at things. But forget that.
Let’s get up on the world stage and let
people know just how incredibly good
we are.

First of all, we actually have to invest,
make it happen and genuinely support
all of those things that make living here
attractive. But then, let’s get up and tell
the world about it and make people des-
perate to come and live here, queuing
up and lining up to work here. And then
you'll start to get more successful and
exciting companies and you’ll start to

get the once-in-a-lifetime opportuni-
ties that talented people just have to
be a part of.

7. Any final thoughts
for young people?

It’s great being young — you can take
risks, try everything. The most impor-
tant thing is to find out who you are
and what you really love and where your
passion is. It does not matter what it
is —just pursue it relentlessly, practise
it, experience it and become the best
in the world at those things that you
love doing. Ignore everyone who says
that you can’t do it — feel completely
scared and freaked out about it and do
it anyway. For me, young people live in
an incredible age where, if you grow up
in New Zealand, you can pretty well,
do, be, learn, know or experience any-
thing you want to. All you have to do is
find the thing that you really love and
go do it. Make an impact on the world.
Make an impact on the thing that you
love doing. Change it, set your sights
on something that is so high it seems
impossible, then go and do it anyway.
The onelesson I've learnt is the day you
decide to do it and start ignoring all
those people who say you can’t, ironi-
cally, is the first day you start achiev-
ing it. So get on with it, find out what
it is that you love and go do it.

Interviewed by Darren Zhang via Skype, on
5 September 2013. Photograph provided
by Magritek.
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Creative skills

Deliver experiences. Examples include media/film,
design, and architecture. Interviewees in this group
included Rik Athorne, Roger Dennis, Tim Nixon,
Frances Valintine and Damien van Brandenburg.

Governance skills

Deliver trust. Examples include management, quality
control, assurance, and strategy. Interviewees in

this group included David Band, Vicki Buck, Rod
Drury, Andrew Hamilton and Bill Moran.

Human skills

Deliver a deep understanding of human behaviour.
Examples include marketing, psychology, human resources,
and the management of highly creative, organic teams.

Interviewees in this group included Rachel Carrell,
Jim Flynn, Mike O’'Donnell (MOD) and Catherine Walker.

Information skills

Deliver knowledge needed for making decisions. Examples
include data management, inquiry, and an understanding
of statistics. Interviewees in this group included Janice
Feutz, Paul Hansen, Tahu Kukutai and Liz MacPherson.

Invention skills

Deliver new ways of doing old things. Examples include
scientists and policy analysts. Interviewees in this group
included Jamie Band, Kaila Colbin, Andrew Coy and
Ocean Mercier.

Investment skills

Deliver financial security. Examples include banking,
investment, economics and a deep understanding of
regulatory processes. Interviewees in this group included
Tim Bennett, Raf Manji, Patrick Nolan and Graeme Wong.



7 Talents

We thought it might be useful to
classify the 30 kiwis by their ini-
tial skills: what was the main skill
that they had learnt — on the job,
at home, from their peer group,
or from attending an educational
institution - rather than what
skills they use today. We were able
to identify seven talents (see the
list on the left); the colour of this
is repeated in each interview. For
example, Kaila Colbin pictured here
hasbeen an entrepreneur since she
was 22. Kaila’s initial skill was as
an inventor, so her interview is
coloured red to denote her inven-
tion skills (see page 23).

Al

t

Kaila-Colbin from the Ministry of Awesome,
‘Christchurch. See Kaila's interview on page 23.
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Talent is an aggregation of personal

skills and capabilities that an individ-
ual has and has enhanced and devel-
oped during their professional or com-
mercial career. So when someone has
talent, they have both the interper-
sonal skills and the commercial, techni-
cal or specific skills that give them the
all round capability. In some ways the
definition is synonymous with capa-
bility. It’s one thing to have talent but
the overarching requirement is the cul-
tural fit in your team or organisation.

There are always talent gaps, especially
in organisations that are starting up
or growing. Recruiting talent in the
US for our new enterprise is a lot more
straightforward than recruiting talent
in a small country like New Zealand.
We certainly have talent here but often
you have to grow your own capability
base — so you do have to look ahead and

we plan ahead to grow our people into

a specific space.

At the same time, you have to bring in
other people from other experiential
backgrounds to broaden your talent or
capability pool. We have roles that we
fill progressively when we find people,
or they appear, with the right set of
talent and skills. You may not be quite
ready for them but you recognise that
these people aren’t available all the
time, so you've got to grab them while
they’re there.

You've got to involve people broadly
across your business and building the
right sort of culture is critically impor-
tant. There have to be growth oppor-
tunities for these talented people. Tal-
ented people often move on in order
to grow, so you've got to ensure you're
offering them something that fits their
needs as they grow and develop. Under-
standing what their needs are is very
important to keeping that talent and
getting it developed and nurtured in
your own organisation. Your company

Dave is the Chief Executive of Pacific Edge Ltd, a
Dunedin-based biomedical company specialising
in the discovery and commercialisation of technol-
ogies and products that assist in the detection and
management of cancers. Dave combines being a
scientist and science manager with experience of
building and growing entrepreneurial companies
to commercialise technology.

can get over-exposed when you have a
capability nested in a few people and
they want to move-on.

I'm not sure that there is such a thing as
talent hubs, but there are geographical
areas of specialisation that are in-ef-
fect hubs. A good example would be the
Research Triangle Park (RTP) in North
Carolina. The RTP is a biotechnology
hub that employs in excess of 100,000
people. So I guess you could say talent
congregates there? You attract a crit-
ical mass of people with capability,
and in that critical mass of capability
there will be a mass of talent. That’s a
great opportunity to recruit if you're in
those epicentres because the co-loca-
tion there means your recruitmentis a
little more straightforward. The United
States does this well and New Zealand
could take a leaf from their book.

We are strategically located in Hershey,
Pennsylvania. Part of that decision was
to do with its proximity to the key cus-
tomers. Our concern was, whilst it was
strategically optimal for access to our



customers logistics, we thought that
maybe we might have trouble recruiting
talent to a more ‘rural’ area than say
downtown San Francisco, New York,
Boston or some of the other major
metro centres. But it hasn’t turned
out to be the case. There is a signifi-
cant pool of talent, and because we're
right alongside the Penn State Med-
ical Research Hospital it provides an
actual catalyst for attracting them.
We're only an hour away from several
major hubs, so people can commute
quite easily and that’s exactly what hap-
pens in our recruitment process in the
United States.

I think New Zealand is the recipient
of capability and talent that has been
honed by experience overseas, simply
because people come home for the
lifestyle and family. They have chil-
dren and they want to come to a great
environment to educate their children.
They’ve been away growing their capa-
bility, making some good money and
they want to come back to New Zealand
to contribute and raise their family.
We have recruited people out of the
United Kingdom who are looking for
an opportunity to grow and they see
an opportunity to build their experi-
ence in New Zealand. New Zealand’s
clean, green, outdoors doesn’t neces-
sarily appeal to everyone, however for
some it is a major part of their life and
we are the recipients.

I believe that we need to continue to
grow-out a greater number of com-
panies that New Zealand can lever-
age into an export base. If you want

enough biotech companies, you've got
to have enough attractive business
incentives to drive these companies
to scale. So that means New Zealand
should build the ecosystem that would
warrant those companies to be/grow
and stay in New Zealand. It’s a little bit
of a catch-22: you can’t get the talent
unless you've got the businesses; you
can’t get the businesses unless you've
got the talented people and the right
business environment.

Firstly, it’s probably about grow-
ing businesses. How do you do that?
You've got to make the operating envi-
ronment exciting to be in. Sometimes

| believe that
we need to
continue to
grow-out a
greater number
of companies
that
New Zealand
can leverage
into an export
base.

that’s through a fiscal need, taxation
and R&D grants. Look at how small
states in the United States attract busi-
ness to grow and build those epicen-
tres of talent, then look to New Zea-
land and say, ‘How do we build a similar
ecosystem?’ I'm sure that we all rec-
ognise that to grow our economy we
need to develop smart manufacturing
businesses.

One of the big attracting elements that
we found when we went to Hershey,
Pennsylvania is that the state provided
an incentive package that contributed
to the build-out and a fit-out of our

customised laboratory and an incen-
tive on the number of people that we
employ. There are lots of these suc-
cessful models internationally that
New Zealand can emulate.

It really comes down to the individ-
ual, however an individual needs to
build their CV and to build a bunch
of cross-functional skill sets. Being
employed by a big corporate can provide
many of these opportunities. For some
the best route may be to go offshore
and learn how other businesses oper-
ate, particularly in areas where there is
already a pool of expertise, so that you
can grow your own capability and then
take that to wherever you want to live.
Some of the internships that the gov-
ernment sponsors and funds are great
tools for individuals to get started and
I would recommend them to all.

It’s harder for young people today to
get the requisite experience. A tertiary
qualification just gets you in the door.
When recruiting, I go straight to the
back of their CV and look at what the
individual has done when they’re 16
or 17 in their holidays. How driven
were they to gain skills, experience
and money? If they’ve shown a per-
sonal proclivity to getting out there
and doing it, I'll hire that person over
everybody else.

Interviewed by Darren Zhang via Skype,
on 18 June 2013. Photograph provided by
Pacific Edge Ltd.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Smart people who can live anywhere
in the world and know the conditions
by which they want to be employed.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

I'll give you some context. I don’t know
how much you know about Sensing
City. I look at where trends are going
around the world and what’s happen-
ing in the technology space right now. I
think the opportunity for New Zealand
is to turn Christchurch into the only
place where you understand how cities
work in real time by putting sensors
into the rebuild infrastructure. They
would measure everything from traffic,
to CO2, to water flow or anything else.
Now it turns out that is a world first,
no one internationally can do that.
Already, even though we’re not fully
funded, people ring up asking for jobs.

So when you ask what is missing from
the talent that I would need to make

ROGER
DENNIS

this work, it’s a whole emerging breed
of expertise around understanding big
data, big cities, and the intersection
of those two and how to get real-time
information back out to people who
need it. You go to London or New York
or Tokyo or anywhere in the world, that
expertise is so thin on the ground that
it’s a talent war.

3 » How do successful
organisations attract,
keep and grow talent?

By doing things that nobody else in
the world is doing. By not pushing the
‘We’re New Zealand, aren’t we great?’

argument.

4. Think about talent hubs
around the world, what
is cool and why?

London is just an extraordinary place.
It’s important to remember that from
my point of view there are only a few
places in the world like it — London is
not the UK, New York is not America,
San Francisco’s not America, Tokyo’s
not really Japan, so I don’t think it’s
countries as hubs — unless it’s Singapore

Roger is a consultant in foresight, innovation
and large-scale change, supporting government
bodies and companies across Asia, Europe and
Australasia. He is currently leading the Christchurch
initiative called Sensing Cities, which involves the
conjunction of commercial sensor technology and
real-time data to create a faster-responding city.

— it’s cities. So I now try and get in at
least one trip a year where I will go to
San Francisco, New York, London and
Singapore. I know that I can fill every
hour of every day meeting interesting
people overseas simply because they’re
magnets for talent.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I think your best indicator of this is to
go to Miramar Peninsula. What's inter-
esting about that is that most of what
Peter and Richard do is project-based
and those projects attract hugely tal-
ented gypsies who just work on the pro-
ject and then go. What you need to do
is figure out what it is that converts
some of those gypsies and why it is they
might want to stay. I'm guessing that
in Miramar it’s that combination of
extraordinary lifestyle plus extraor-
dinary opportunity.

You can try and look for that across
the rest of the country and it doesn’t
add up - it’s just lifestyle. So if you're
a smart talented person the lifestyle is
much better in San Francisco and New



York. So it needs a combination of the
lifestyle plus the serious magnet — like
Miramar — to make it work. There’s only
one of those in New Zealand right now
and that’s what they’ve built up from
scratch. There’s nothing else really.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

Political willpower. We have a three-
year cycle, which means politicians are
risk-averse. So, long-term thinking and
not being so averse to risks.

At the moment the things New Zealand
does that are non-replicable on a global
scale are tourism, which is low-mar-
gin and can’t scale, and dairy, which
is a price-taker not a price-maker, so
if we build the whole country’s back-
bone on those two industries, we're
pretty screwed.

What you normally find in the
New Zealand tech industry is that
people talk about it being the weight-
less economy - the stuff we can
develop is highly exportable intellec-
tual property, which is high margin.
The difficulty is that the really good
ones get bought, get taken offshore, or
everything gets vacuumed out. The big
thing with Sensing City is how do you
reverse that? I think if you embed in
the technology in the fabric of the city,
what it means is corporates come here
and smart talent comes here rather
than the reverse.

We need to leverage our attributes
very carefully - look at Project Loon.
This is a case study in itself. Google
X is the hardware division of Google.
Their first project was the drivetless car,
their next project was Google Glass.
Those are the only two projects that
they’ve ever publicly talked about. Their
third project, which is called Loon, was
released in Christchurch about four
weeks ago. Loon is a project to release

custom-made balloons into the strato-
sphere to act basically as internet ser-
vice providers. It can relay internet
from a certain point through it to a
certain point to give you cheap internet
access in a way that satellites can’t do.
It’s for Africa and places in the world
where you can’t get internet access so
you can do it very, very cheaply.

Now the reason Google X launched
in New Zealand was a combination
of things. What’s interesting is that
if Google X went to Sydney, London,
San Francisco, New York, Singapore

I think if you
embed in the
technology in
the fabric of
the city, what
it means is
corporates
come here and
smart talent
comes here
rather than
the reverse.

and said, ‘We want to launch our next
Google X project somewhere in the
world, we want you to pay for it, cities
would start a bidding war, such is the
kudos of getting Google X involved.

They came to New Zealand for three
reasons. First, when you go through
Customs here, Customs start off with
the belief that what you write on your
manifest is what’s in the crate, so it’s
friendly. Secondly, when you launch a
balloon from the New Zealand strat-
osphere, the weather pattern is such
that it floats through to two other coun-
tries before it comes back, so it’s goes

New Zealand, Chile, Australia. If you
launched from Singapore, London, or
San Francisco, you go through about
ten different jurisdictions and it will
be a complete nightmare to get air traf-
fic control clearance. And thirdly, they
like kiwis. Our isolation in this exam-
ple actually leads to something, which
is a benefit.

They must have dropped over $10 mil-
lion into the economy. They flew at
least twenty engineers out here, they
had helicopter crews, supply chains,
they’ve got a warehouse, just unbe-
lievable resources are thrown at them
and they chose Christchurch to launch.
That’s an interesting example because if
potentially they set up base here, we're
a magnet for talent because Google X
is here and they have literally some of
the smartest people in the world work-
ing for them. So you have the Mensa
Club descending on Christchurch, and
if you can persuade them to stay, that
gets really interesting for New Zea-
land’s economy. A lot of us are trying,
because to have their base here would
be fabulous.

7. Any final thoughts
for young people?

Travel, but then come back to New Zeal-
and because it’s really easy to make
things happen here. We are a small
country and small countries have
advantages around agility and the abil-
ity to make things happen, but until
you travel you really don’t appreci-
ate how good New Zealand is in cer-
tain respects and what you can make
happen.

Interviewed by Charlotte Greenfield at the
Epic Building in Christchurch, on 3 July 2013.
Photograph provided by the McGuinness
Institute.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

For me, talent are people who can get
things done. Talent is great people you
can share an idea with — often they’ll
improve the idea, and

ROD

DRURY

3 « How do successful
organisations attract,
keep and grow talent?

Find people who have the raw talent
and understand frameworks and give
them time to work things out and
experiment.

certainly improve the 3 Part of telling our sto
executiZn oIf) it.VThey A b’g part is not just fogr (;:uf (:u?j
can go out and make Of our tomers and investors,
things happen. s 22 it’s for future staff. A
acq uisi t’ on big part of our acquisi-
1S not]ust Of tion is not just of cus-
2 « Areyou tomers, but of talent.
aware of any CUStomerSl When we're creating
talent g‘aps b ut [o) f ta le n t_ PR opportunities over-
that exist or seas, it is equally about

might arise
within the next ten years?

Xero’s interesting because we are a new
type of company that hasn't existed in
New Zealand before. Software engi-
neering skills exist in Wellington. Now
that we're selling products globally, it’s
other skills like global marketing we
lack. With fast changing technology
and markets, there are a lot of compa-
nies that haven’t done this stuff before,
connecting how you sell with the social
media world.

attracting good talent.

4. Think about talent hubs
around the world, what
is cool and why?

For software, it’s San Francisco and
Silicon Valley - in our world that’s the
centre of it all. It’s where all the fund-
ingis and the big companies all have a
presence there. What's cool though is
that with the rise of the internet, loca-
tion matters less now. So you can tap

Rod is a founder and CEO of online accounting soft-
ware company Xero. He has extensive experience in
software development, and since founding Glazier
Systems in 1995 he has developed a reputation for
technology entrepreneurship. Working from home
in the Hawke's Bay allows him to pursue his love for
adventure sports whilst demonstrating the ability
to work in the technology sector from any location.

in and be part of a conversation, and
track events that happen in an indus-
try. So when I go up to Silicon Valley
now and people are talking about an
event, we've heard of it, seen it in our
RSS feeds, and been following it. Even
though people may live in San Francisco
and are 30 miles from the Valley, com-
pared to the 6000 or 8000 miles that
we are from it, they weren’t right there.
So they weren't in the restaurant where
that happened, or they weren’t at that
meeting, and they see it the same as
we do even though we're a lot further
away. But you do miss the serendipi-
tous ‘bump-intos’ that so often drive

opportunity.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I find it hard to answer that because
I think we certainly have some talent
and when that talent succeeds we feel
very proud about it, but my suspicion
is that we'’re such a tiny percentage of
what’s going on in the world, we're not
that relevant. It’s a small population,

we're not in the conversation.



6. What does New Zealand
need to do in order to attract,
keep and grow talent?

The problem with New Zealand is that
we're domestically focused. We have
a fantasy that we're like a chic Euro-
pean country, when we’re much more
like Fiji. That’s how the world sees us.

We don’t use our advantages. We don’t
seem to have a real strategy to exploit
the massive change that’s going on at
the moment. If New Zealand was run
like a company - and it’s one of the few
countries that’s small enough to do it
- we’d have a multifaceted strategy
that leveraged our competitive advan-
tage, and dealt with some of the dis-
advantages, then we could really move
the deal.

Maybe even being off the grid or off
the radar of some of the really big com-
panies, for Xero, has actually been to
our advantage. We arrived in the US
fully dressed and these people are like:
‘Wow, where did these guys come from?
They’ve done so much. [ didn’t see them
down in Mountain View.’ So the trade-
offs are different.

I think it’s obvious that what we need
is a foundation strategy to step-change
our connectivity with the rest of the
world. A new fibre cable and a market
initiative where, say, for $5 a month
every New Zealander has virtual all
you can eat international broadband
so we can have personal multi-party
video. That benefits everybody - educa-
tion, health, business - because you're
just there.

There are big opportunities open right
now. After the Boston marathon bomb-
ings, it came into the limelight that
everything is surveilled - all your
emails, all your phone calls. Ameri-
cans are saying, this violates what we
hold as important. It’s at one end of the
spectrum — everything gets recorded,
which is a very uncomfortable thing. At

the other end of the spectrum, you've
got Kim Dotcom creating quite a bit of
New Zealand profile for data privacy.
I think there’s a middle ground where
New Zealand could position itself as a
digitally moderate state where there’s
arule of law. In that spectrum, we're a
place that I think would resonate with a
lot of people. You could say, let’s create

If New Zealand
was run like a
company — and
it's one of the
few countries
that’s small
enough to do
it —we'd have
a multifaceted
strategy that
leveraged our
competitive
advantage ...

2000 new internet visas for enraged
Americans who want to make a bit of
a protest — come down here. They can
do their work from here, they’d pay
tax here, and we’d get all the benefits
of their networks and experience, so
we could definitely exploit this global
issue of privacy and the rule of law.
We could take a real leadership posi-
tion globally.

Regarding building businesses, often
New Zealand business owners grow to
a successful level with almost no cap-
ital, all funded off their mortgage. It’s
areally hard run, and when somebody
comes up and waves a cheque book and
you get $5 to 20 million, you can go
and relax. And then Sam Morgan sold
Trade Me for $750 million, and because

we’re all competitive now selling your
tech business for $100 million isn’t
enough anymore. We want to go bigger.
So in the beginning it wasn’t just Xero
trying to become the biggest company
in the world, it was about beating Sam.
It’s a sport.

7. Any final thoughts
for young people?

One thing is fish where the fish are.
Think about what are the big trends,
and the big trends may not be what
you first think they are. You hear that
70% of the jobs that will exist in the
next ten years don’t even exist yet. So
where are the big growth trends?

If I was trying to maximise what I was
doing with hindsight, I'd be thinking
about where to put my energy, and
there’s no real hurry — the journey is
the reward. I think that your twen-
ties are about building the base level
of skills and your platform, learning
how to be professional, learning how
to work. Your thirties are where you
really start to make some money and
use those networks and all of that
sort of stuff, and then your forties are
when you can really have a lot of fun,
because you've got some resources — you
can make some bets, so then your fif-
ties you can be cruising around doing
interesting things. When people get to
22, 23 and think ‘Right, I'm going to
start my own business, I think, ‘You
think you've got skills, but you've got
almost no experience’ I'm still learn-
ing and having fun at 47, so don’t be in
too much of a hurry. Build that solid
base and then when you go for it, it’ll
be much bigger.

Interviewed by Charlotte Greenfield at Nikau
Cafe in Wellington, on 10 July 2013. Photo-
graph provided by the Xero.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

In terms of what talent means in the
IT industry, it’s about skills, it’s about
attitude and a willingness to learn, and
it’s certainly about an ability to think
wider than the square.

When looking for potential employees,
as well aslooking for the degree in soft-
ware design or IT infrastructure, we
ask to hear what they’ve done in their
spare time. We're looking for enthusi-
astic developers and that often carries
over into their time outside of work.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

We’d like more women. In the US and
Philippines there are more women in IT,
but for some reason here and in some
other countries there could be more.

JANICE
FEUTZ

3 « How do successful
organisations attract,
keep and grow talent?

Businesses need to differentiate. Our
company promotes the fact that we're
by the water’s edge, that there’s real
coffee, that we have health insurance,
and that we have an environment
where you can excel. Your pay pack-
age is commensurate with your abilities
to improve and go forward and create
but more importantly, if you want to
help re-invent the way software works
that’s us. If you want to build a great
accounting package, that’s Xero.

The big thing for talent we attract is
the experience of a new environment
where excitement has been generated
for where we're at and what we're doing,.

At our company, fun is important, and
also the fact that everyone’s ideas are
valued. Let us know what your dream
place of work looks like. We're putting
together a vision board which allows
everyone in the company to add to it.
We were all invited to put any pictures
up on this wall or write anything that
we thought was appropriate for our
business going forward. We wanted

people to be comfortable.

Janice Feutz is corporate manager for CORE Technol-
ogy, a Wellington company that is revolutionising
the software industry. She began her career as a
teacher, and went on to establish an education
business in Xiamen, China. Janice provides the
perspective of a New Zealander whose career is
always evolving.

What came out of that was people put-
ting up pictures of the things that they
were really interested in. We had one
person who was really interested in
robots so he saw that that was going
to be part of our future. We're trying to
create an environment where employ-
ees work but they also enjoy the results
and know they’re a part of those results.

ll-. Think about talent hubs
around the world, what
is cool and why?

I haven'’t really done the research on
overseas, but what I can tell you is that
this area here [Cable Street, near the
Wellington waterfront] is considered to
be alittle innovation technology hub.
That’s because we've got Xero, Trade Me
and NZX who are making themselves
known internationally and doing the
same to the whole area here. We're all
growing. We're all doing great things.
We're all becoming known and this has
allowed other New Zealand compa-
nies to associate themselves with its

success.



5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

Thinking of an example like the vision
board, which enables employees to
take part in where we are at and where
we are planning to go, I suspect that
teams of people at IBM and Google and
Amazon are doing just that.

We're doing it on a much smaller scale,
definitely. We can’t help but do it on
a smaller scale, but we’ve had people
move to us from some large companies
because they felt that their contribu-
tion wasn't easily recognised. So the
advantage of a smaller IT company is
that employees actually see the results
of the project they’re working on and
that they can take pride in being a part
of the achievement.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

I'm sure we don’t do enough to promote
what we have here and the advantages
of being in New Zealand. We exhibited
at a Wellington City Council-run func-
tion called BIG - Business Innovation
and Growth. It resulted in a booklet
showcasing business and innovation
so that politicians who were travel-
ling overseas would take this booklet
with them. I thought this was great,
but I haven’t heard about the results.
I think we have done some really good
things like this, but we could do a lot
more promoting of New Zealand and
the industry hubs we have here.

I would suggest we start picking up
on those things that are really impor-
tant to people. Sustainability is a big
topic and it’s internationally of inter-
est. Now, if our companies can work on
projects that have international appeal,
then we get recognition. People will
ask, ‘Where did this come from?’ and

realise, ‘Oh, from New Zealand.” We
could have several companies doing
things for a project that has long-term
benefits to civilisation and that will get

us international attention.

In the web sector we don’t need big
ships to transport our products. This
is a huge opportunity. Unfortunately,
we haven’t got a mindset like Australia
where they buy Australia made. Don’t
getyour IT done by an American com-
pany or an outside company. The skills
are here, so have it done here. Then,
when there’s any delegation going over-

Our biggest
problem is
capital to
accelerate
growth. We're a
small company
in a city that is
tiny by global
standards
and access
to capital is
a big issue.

seas from New Zealand they should
be promoting the fact that the system
they’re using were built in New Zea-
land by a New Zealand company. It’s
not asking too much especially when
we know we can build exactly what you
want, on time and on budget.

Could businesses use some outside
help? Yes, we could. We're truly not
meaning to sound ungrateful because
we've had some government funding,
but to really make an impact quickly,
capital and marketing are the two
things companies need.

Our biggest problem is capital to accel-
erate growth. We're a small company in
a city that is tiny by global standards
and access to capital is a big issue. So
yes, capital and building a brand for a
world leading product are two major
concerns for a company like us.

7. Any final thoughts
for young people?

Try to answer these questions first
without thinking about the work you
might be doing: do you want inside
work or outside work or a combina-
tion of both? Do you prefer to work
with a team of people or on your own?
Do you want to work in a big organisa-
tion or a small one? Is city life prefer-
able or small-town life? Do you prefer
computer work or manual work? Once
these answers are in your mind, look for
trends for the future and your natural
skills. The future is about being adapt-
able and willing to learn.

Interviewed by Charlotte Greenfield at
the McGuinness Institute in Wellington,
on 24 April 2013. Photograph provided by
Janice Feutz.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

I'm someone who works in philoso-
phy and psychology. When I think of
producing more talented students, I
think in terms of students that read
widely, students who have learnt to
do critical thinking. And students that
have at their fingertips the sort of cog-
nitive skills to make use of the infor-
mation from the modern world. These
people should be better performers
on almost anything except where you
require highly specialised skills.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

Well, I think the main problem with
the secondary schools is that we have
an ageing and increasingly demoralised
workforce. Half the people leave teach-
ing within seven years to go into the
workforce. But there is nothing worse
than a teacher who is 20 years from
retirement, who has lost interest, and
is hanging on for the pension.

JIM

FLYNN

on talent.

There are alot of idealistic young people
who would really like to give teaching
a go, but are not really sure if they're
willing to sign up. Many of them would
sign back on if they knew that at the
end of seven years, they would have
an escape hatch or at least some relief
from teaching. That is, every full-time

... businessmen
often prefer
graduates
because they
find they are
interviewing
lively people
with critical
minds.

teacher would be given a full year sab-
batical and be paid their salary so they
could take advantage of a number of
options. They might choose to retrain
during that year off to get a head start
in another profession, take courses to
upgrade their credentials, or relax and
broaden their minds. In the long term,

Jim is Emeritus Professor of Political Studies at the
University of Otago. He is famous for his work on
intelligence and in particular the identification of
a trend toward increasing 1Q scores, known as the
Flynn Effect. In 2013 he was invited to give a TED
talk in Long Island, California. With his expertise in
social science, Jim provides a unique perspective

you would get a more willing workforce
that is better trained and don’t feel
trapped.

3 « How do successful
organisations attract,
keep and grow talent?

I think the organisations that do the
best try to emphasise the person and
their liveliness of mind. I am told by the
philosophers that businessmen often
prefer graduates because they find they
are interviewing lively people with crit-
ical minds. Many people over-special-
ise at university. The best thing uni-
versities could do would be to have all
students to take courses in which they
would learn how to read widely, that is
learn to read the literature of the world,
to learn how nations work in the pres-
ent situation.

I published a book recently. It says that
you’re bombarded with an enormous
amount of information from the exter-
nal world and the way to keep on top of
thatis to develop certain skills: elemen-
tary market analysis, what a good social
science survey looks like so you won'’t
be fooled by the data, how to detect

flaws in logical or moral argument. It



even has a section on how to look at
international politics. I have strong
feelings about universities broadening
their base in terms of turning out crit-
ical and well-informed minds. Employ-
ers, even with present university struc-
tures, can go for that.

4. Think about talent hubs
around the world, what
is cool and why?

Well the only experience I have of that,
I was invited to give a talk at TED this
year. Alot of the talks were just getting
the people to see that young people had
made innovations in using the internet
for dozens of different purposes and I
thought it was impressive. That’s the
only experience I have in that sort of
environment. They also try to match
these people who have made seminal
departures for the internet with philan-
thropists. There were lots of newspaper
writers to publish what was going on
and, in a way, it’s a very elite group. But
that does attract a very monied group
who can afford to back these things.

I'm not too sure whether we have an
analogy to Silicon Valley. That is, if
there is any area in the country that
can create that type of atmosphere,
where you're in an area where every-
one’s working in some innovative area
of technology. Maybe a nascent group
exists in Wellington. At present, about
the only place I see this going on is at
universities.

5 « Can you assess
New Zealand'’s performance
in attracting talent
on a global scale?

With keeping people, obviously sala-
ries help. It’s crazy that some people
go overseas to earn the money to pay
off their student loan because they can
get better salaries there. I don’t mind
that they’re getting experience over

there, but I don’t like it to be finan-
cially driven. Of course some of them
may be tempted to stay.

But giving people more satisfaction
in their work is more important than
money. When I talk to people in the
hospitals, they are less obsessed that
they make lower salaries than in Aus-
tralia. It is that they can’t do the work
they want to do in hospitals that are
cutting corners. They feel they are inad-
equately financed and there are short-
ages in crucial areas. You're not going
to get highly paid professionals work-
ingin a certain area when they are not
getting a certain sense of satisfaction.

It’s crazy that
some people
go overseas to
earn the money
to pay off their
student loan
because they
can get better
salaries there.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

The main difference between the gen-
eral atmosphere here from when [
arrived has been the erosion of the wel-
fare state, and the sense that you're
dependent on your own income for your
security. I came here as a highly trained
professional for about three-eighths
of my US salary and the reason was, I
was coming to a country where I had
a sense of security and bonding with
my fellow citizens. We had a social con-
tract, and that was you never had to
worry about yourself or your children
getting ill, having a bad education or

facing poverty in retirement. And that
meant that really the money you were
paid was really mortgage money and
disposable income.

The quicker that sense of security goes
down, the more the fabric unravels.
That is, the more you feel depend-
ent on your own private savings for
these necessities, the more loath you
are to pay taxes. Eventually you have
people who have no sense that they
can depend on their fellow citizens for
these necessities. And I think that also
leads to a sense of division and lack
of harmony, where there is no collec-
tive feeling that everyone in society
deserves a decent life without bad luck.
You're more focused on yourself as a
money spender, rather than a person
who lives in a congenial society with
mutual respect.

7. Any final thoughts
for young people?

Iwould ask all of them to broaden their
education, to read widely, to get the
basic tools to analyse the world’s data
rather than be at the mercy of it. I cer-
tainly wouldn’t become obsessed with
getting the narrow technical special-
isation without this wider training.
Expertise can be a tyranny.

Imagine you're 30 years old. Looking
back on 10 years, what would give you
the greatest satisfaction? If you think
at the end of that time, what would
make you the most fulfilled person is
to teach at a low-decile school - go for
it. Look into your soul and see what,
20 years from now, will make you feel
that you spent your life meaningfully.

Interviewed by Darren Zhang at the Univer-
sity of Otago in Dunedin, on 4 June 2013.
Photograph provided by The New Zealand
Herald.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Obviously it’s about people. I don’t look
atit as anything that is uniform, other
than in areas like attitude, and then
you start to get into areas of compe-
tence. So talent for me means first and
foremost attitude, and second it will
be talent for the purpose or the task
that’s at hand.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

Business is not static at any one point
in time. We are always on this prec-
ipice of ‘Do we have the right talent
for what we'’re trying to do now?’ and
‘What do we know is coming up in the
future?’ Sometimes you need really
good people to go and create a market
and then you need some people to put
systems in place. For us, we absolutely
have some shortages at the moment,
probably around more systems, pro-
cesses, discipline. All that is impor-
tant when you're growing a business.

ANDREW
HAMILTON

It’s a bit like entering these tornado
loops, where you grow and you hit a
wall because either there are too many
customers or not enough customers.
You just keep spinning. When you get
it right, you move to the next level.

3 « How do successful
organisations attract,
keep and grow talent?

Attracting talent is more about the why
of the business than the what. What
you stand for and what you do is an
easy way to attract talent. But it’s a
lot more difficult to keep that talent
with you over time. Also allowing some
people who are really good at starting
up to move on, while the next group
of people come in who are really good
at scaling the business. It’s very inter-
esting — if you get a great environment
with a good organisation and a great
team, people will come there because
they like the environment, as opposed
to just what they get paid.

It’s about how you can develop people,
get them mentors, help them go on
courses and get offshore. A lot of what
we do is to try and get some of our
younger people offshore, get them to

Andrew is the founding CEO of The ICEHOUSE, a
business growth centre based in Auckland that
works with entrepreneurs and business owners
to enable their growth. In 2010, The ICEHOUSE
was recognised as one of the top 10 technology
incubators in the world by Forbes.com, the only
such group outside of the USA.

spend three or four weeks up there to
find an internship or secondment and
experience what that different culture
islike. You've got to give them different
opportunities to learn, and also you've
got to allow them to make mistakes,
because you learn more from when you
screw up than when you're a hero.

4. Think about talent hubs
around the world, what
is cool and why?

I think there’s talent everywhere, to be
honest. When you really think about it,
wherever you go, talent’s there. Does
it all coalesce into one place? In some
places like Silicon Valley it feels very
concentrated. But in others, talent’s
just there, you just need to go look and
find it.

Where you see these vibrant talent
communities repeated is often around
accelerators, incubators, universities
and co-working spaces. These days,
there is a lot of co-working around the
world - often a university, venture cap-
ital, angel investment and maybe some
large corporate. Alot of technology web
businesses are housed together and
it is a really nice community buzz. In



New Zealand, we have BizDojo, which
is a co-working space in Auckland and
Wellington as well as our house in
Auckland. The hubs around those are
really vibrant. People are there, they
like working together, so that creates
alot of energy.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

Alot of people around the world like the
idea of living and working in New Zea-
land. What has changed is, ten years
ago, they liked living here but they
never thought there would be much
work. Now in the innovation space,
you can do that. There are starting to
be bigger companies like Orion Health,
Xero, that have good jobs so people who
really like coming to New Zealand now
see business opportunities here.

Part of our challenge as a country is
how you harness that talent to succeed
offshore, to create more valuable com-
panies. How can we get offshore talent
to join our teams or our companies as
we grow those companies offshore?
Because culturally, you don’t win in
America by being a Kiwi; you win in
America by being an American com-
pany. It might be made up of Kiwis, but
it would be by their rules. You don’t go
into China and say I'm a Kiwi, I'm here
to take over your country. You've got
to play by the rules and then you've
got a chance, so that’s one of our big
challenges.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

We need to build bigger companies. At
the bottom end, the smaller companies,
I think things are pretty good in terms
of starting a business. What we've got
to see is some of those businesses

getting really big on a global scale.
I would like to see more foreign direct
investment out from New Zealand com-
panies offshore, meaning more of our
brand in offshore markets. We need to
see ten or twenty Xero’s. The more that
happens, the more we’ll get a vibrant
share market, we’ll get more people
wanting to work with our companies.
We need to find ways so we don’t just
develop the intellectual property and
let other people take it to the market;
we just don’t extract enough value by
doing that.

I would like
to see more
foreign direct
investment
out from
New Zealand
companies
offshore,
meaning more
of our brand
in offshore
markets. We
need to see
ten or twenty
Xero's.

For those of us in our 40s, 50s or 60s,
our job is just to help young people find
a path here in New Zealand and off-
shore, build that expertise up, build
that knowledge around how to suc-
ceed. We need more of those stories of
people going and creating ventures too,
because that’s how you create wealth.

7. Any final thoughts
for young people?

You've got to find your path. Every-
one’s different. Your life is ultimately
a number of pieces of the puzzle. And
once you work out whether you want
to be scientist, a businessperson or an
entrepreneur, whatever, you then need
to think about what bits do you need
to put on the board. For me, it’s when
you sit back in 20 years and say [ didn’t
do one thing, I did a number of things
that prepared me for this day.

I think that’s a really important thing
for young people - to get a range of
experiences culturally, geographically
and functionally to enable you to have
the choices. A good example is the only
reason why you work at a corporate is to
learn discipline, and how the big guys
do it. Have some fun, get out there -
I would love a lot more Kiwis to go to
Asia, because Asia has massive oppor-
tunities and potential for us — but only
once we really embrace those countries
and cultures, how they’re different, and
how we respect that to enable us to sell
more products and grow more business.

Interviewed by Darren Zhang at The ICE-
HOUSE in Auckland, on 28 June 2013. Pho-
tograph provided by The ICEHOUSE.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Well, I think ‘talent’ in this context
represents someone who I'd want to
work with or someone who I'd go to
for advice or help. Talent is someone
who contributes, whose contribution
I value in whatever form it takes.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

Within the university sector you hear
talk of it being increasingly difficult
to recruit academics from overseas to
New Zealand. They all want to come
here because it’s a beautiful environ-
ment, and it’s a nice place to raise kids
with good schools and so on. But for a
lot of people to whom we offer jobs the
salaries are alot lower than what they’re
expecting or are used to from the US,
for example. Plus it’s often hard for their
partners to find decent jobs here too.

It does matter to people, especially
when they’re starting off in their
career, the salary that they are offered.

PAUL
HANSEN

Relatively low salaries are a function
of the fact that New Zealand’s eco-
nomic performance isn’t as great as
those countries that we might like to
attract internationally mobile people
from; that’s an issue for New Zealand, I
reckon. And it won't just be in my own
area; it’s bound to be across a bunch of
disciplines, not just economics.

3 « How do successful
organisations attract,
keep and grow talent?

It’s a matter of rewarding those indi-
viduals or making them feel valued,
that they are contributing and making
a difference. It’s not just salary, but the
social or cultural environment people
work in. If I step back from the univer-
sity sector and think about 1000Minds,
everyone we work with is in it because
they enjoy it and find it worthwhile;
otherwise they wouldn’t work with us.

4. Think about talent hubs
around the world, what
is cool and why?

Maybe a talent hub’s the way to do it
if that’s a physical location, but maybe

Paul is an associate professor in economics at
the University of Otago. He is also a co-inventor
of 1000Minds decision-making software, which
is used by businesses, government agencies and
researchers internationally. He is also involved with
www.goskills.com, an online education platform.
Paul shares his views on talent from the perspec-
tive of an academic and successful entrepreneur.

finding people through the internet
or some other means of connecting is
also possible.

Economists used to call this sort of
interaction a ‘market’, where buyers and
sellers — in this case of ideas and talent
- can find each other. This doesn’t have
to be a physical place; a market can be
avirtual thing.

I think universities do fulfil such a role.
All our big cities have them and they are
afocal point for talent to come together
as both staff and students, and other
talented people as well.

5 » Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I think we do well in all the lifestyle
aspects but that’s making us compla-
cent. We have a romanticised view of
New Zealand, and sometimes we use
that as an excuse for neglecting our
overall economic performance.

It’s not because I’'m a materialist, but
if we want world-class health and edu-
cation systems, and if we want to look



after the environment, and if we want
to reduce poverty — obviously a seri-
ous problem in New Zealand - then we
need people in well-paying jobs where
they’re really contributing and making
the most of themselves.

I don’t think we're doing that. So I think
it’s a real challenge to think about how
we might change that. It worries me
that if we don’t, there are plenty of
places in the world that have wonder-
ful natural environments and rich cul-
tural histories, and also great public
transport systems and magnificent
cities. 've been to a few of them. I think
New Zealand really needs to lift its
game in terms of its economic perfor-
mance, not for rampant materialism’s
sake but for all the important things
that a first-world country has to offer
its citizens.

If we don’t have those things, we're
going to find it harder to attract people
to New Zealand and also harder to hold
on to our own people. Before this inter-
view I was thinking of all the guys I
went to high school with 30 years ago,
and I can only think of one other person
in my close circle of friends who is still
living in New Zealand. Why have they
all left? And what would it take to get
them back? Thank goodness for immi-
gration — otherwise the country would
be even more deserted!

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

Asyou can probably guess from my ear-
lier comments, I think most of it comes
down to our economic performance and
standard of living. As perhaps unfash-
ionable as it is to say these things, it’s
all about good jobs for people.

New Zealand’s notorious for having
low productivity growth. We need to
increase the value people create when
they work, which translates to higher

wages and overall prosperity. You need
good education for that, you need tech-
nology, you need new and better ways
of doing things, you need people get-
ting on with it instead of stuffing
around. How do we do these things?
It’s a little bit embarrassing because
I'm an economist, but I don’t have the

answers.

I think that there are certain sectors
in New Zealand that think business
is kind of sleazy. But look around us,
everything that we enjoy has been

New Zealand'’s
notorious for
having low
productivity
growth.
We need
to increase
the value
people create
when they
work, which
translates to
higher wages
and overall
prosperity.

created by someone and produced by
someone who had an idea and pro-
duced it in a way that most of us could
afford. There’s nothing dirty about that.
Instead, that’s a beautiful thing! I don’t
think New Zealand does itself many
favours with, in many sectors of our
society, this anti-business philosophy.

What are we going to do to encour-
age people not to move permanently
to Australia? How do we get people to

come back? There have to be rewarding
jobs for them in New Zealand, where
talent is celebrated, both in terms of
feeling that they’re making a positive
contribution, and that they’re earn-
ing pretty good wages and are able to
support their family and plan for the
future. So, again, we need good jobs.

But where do good jobs come from?
We need start-up businesses, we need
entrepreneurs. We need new ideas and
small companies to become larger. So
guess that’s the question: Is New Zea-
land capable of some of these big com-
panies we think of as being truly global
companies coming out of New Zealand?
There is some evidence that we are, but
we need more of them.

7. Any final thoughts
for young people?

I think whatever young people do, they
should do what they love. It needn’t
be studying at university, but find the
thing that makes you excited about
getting up in the morning and get-
ting out there. If you're good at some-
thing, a good job will come from it, and
also great self-esteem and feelings of
achievement.

It’s very hard to predict the best areas
to get into. The world’s changing very
fast; in 10 or 12 years, there are going
to be dramatic changes. Take advice
from people, and find something that
ticks two boxes: one, that you love it;
two, that there’s likely to be a future in
it (as hard as that is to predict!).

Interviewed by Darren Zhang at the Univer-
sity of Otago in Dunedin, on 5 June 2013.
Photograph provided by the McGuinness
Institute.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

See that’s a hard one because being a
demographer, we don’t think about
talent, we think about skills. Talented
people are skilled, but they can elevate
skills in ways that can make things
happen and in ways that reverberate
beyond themselves.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

I think there’s a bunch of people who
have this kind of talent but it’s never
really realised in a way that allows
that quality of talent to reach its full
potential.

3 « How do successful
organisations attract,
keep and grow talent?

The way universities are structured
is that we have these scholarships
and we want to attract the best stu-
dents, either back to New Zealand or to

TAHU
KUKUTAI

New Zealand from an Ivy League type
school. It’s a hard sell. At the Univer-
sity of Waikato, we don’t have Nobel
Prize winners, whereas at Stanford, you
had around fifteen floating around the

Talented
people are
skilled, but

they can

elevate skills in

ways that can
make things
happen and
in ways that
reverberate

beyond

themselves.

campus. You can’t compete with that,
but we've got these really great uni-
versities just across the gap. You've got
ANU [Australian National University],
which is one of the best universities in
the world. We can enable students to

Tahu is one of New Zealand's leading demogra-
phers. She is currently working at the University of
Waikato on Ethnicity Counts? (eCounts?), a project
that tracks how governments across the world
count and classify their populations by ethnicity.
Tahu provides an international perspective on
skills and the future of talent.

come and have a more fluid arrange-
ment between say Waikato and ANU,
and that’s what I'm trying to do in my
indigenous demography space — to get
students to come over and basically be
co-supervised and co-funded between
ANU and Waikato.

We've got some great opportunities for
doing academic work, but we don’t have
the status and we don’t have the money
and we don’t have the big names. If you
can leverage relationships with those
who do and who are nearby, it’s actually
easier. If you can travel between them
reasonably well, then it makes sense
to do that. We tend to see Australia as
competition, but actually that makes
no sense in a global system.

4. Think about talent hubs
around the world, what
is cool and why?

In somewhere like the Bay Area you
feel like you kind of are the world. Once
a place starts developing depth in a
niche, then it will become recognised,
but probably only in that niche market,
not generally. There are exceptions like
Finland. Finland didn’t use to be the
hot place but now people associate it



with Nokia. I think one of the advan-
tages there is that they are part of the
Scandinavian bloc, so they can leverage
off all of that and all the benefits that
you have across that region. I'm trying
to think more extensively in terms of
New Zealand’s alliance with Australia
because it doesn’t make sense to oper-
ate in an isolated way.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I think people have quite a positive per-
ception of New Zealand in terms of it
being a democratic country, a clean
country, and a safe country, but they
just don’t know much about it. Maybe
we haven’t done a good job of promot-
ing Brand New Zealand in ways that
don’t fit that traditional model of being
green and having sheep.

New Zealanders more than others con-
nect up with the world. In the OECD,
after Ireland, we've got the largest pro-
portion of our population that’s living
outside our national boundaries. Are
we connecting them well? I think KEA
is doing a pretty good job. I actually
think there’s a lot of goodwill from
New Zealanders overseas. There is a
love for New Zealand, an emotional
connection that maybe hasn’t been
fully tapped. You need to track the
clear pathway that enables people to
translate that into something tangi-
ble and make people feel that they’re
being valued.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

I think it’s the realisation that you've
got this particular model of talent in
mind and the great stuff that they
do influences in direct and indirect
ways the economy or productivity or

attracting investment, all of that kind
of stuff. But at the other end there’s this
talent that hasn’t been realised. We
don’t look for talent in places we don’t
expect. I think we need a dual strategy
- you've got to have different models of
talent at different stages and they need
to be nurtured and attracted at differ-
ent levels. So in terms of a national
good, I don’t think you can focus purely
on one end of the talent spectrum with-
out providing something that’s going
to come up through that.

| think we need
a dual strategy
— you‘ve got to
have different
models of
talent at
different stages
and they need
to be nurtured
and attracted
at different
levels.

We talk about this at a national level,
but actually one of the big issues facing
New Zealand is our regional diversi-
fication. So if you're thinking about
New Zealand’s future as a whole, I
think we need to grow regional leaders
who have a vision for what that region
could look like and how that’s going to
contribute to New Zealand. The other
one is population ageing and the con-
text of populations ageing where your
proportion of those in the young ages
starts shrinking and a lot of them are
leaving and going other places. Then
you've got a disproportionate number
of Maori and Pacific Island kids in those
young ages whose potential is not any-
where close to being realised.

I suppose you have to ask why do we
care about talent? There’s this under-
lying assumption that if we keep the
talent or grow the talent or attract the
talent, that’s going to be a key mech-
anism for realising a greater good and
economic value and that’s going to have
some sort of trickle-down effect to the
masses. There’s an implicit assump-
tion that only a certain number of
exceptional people can be talented. To
me, that is a top-down model and I'm
not entirely persuaded that it works.
Attracting talent might be a way to
realise a narrow strategic goal but if it’s
a broader, greater vision of where we
want New Zealand to be — then I think
afocus on talent, whatever that means,
is only part of what’s needed. Itis a
necessary but not sufficient condition.

7. Any final thoughts
for young people?

Surround yourself with people who
believe in themselves and who believe
in you. Seize all opportunities - even
if it truly scares you. Work hard, block
out any negative korero, and trust that
you’ll figure it out.

Interviewed by Charlotte Greenfield at the
McGuinness Institute in Wellington, on 2 May
2013. Photograph provided by the McGuin-
ness Institute.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

It means the skills and knowledge that
somebody brings to the role but, more
importantly, it’s the whole person, so
it’s about their attitude, their character,
their commitment; these are the spe-
cial qualities that they bring to the role.
Basically you can have any number of
different people in the same role, and
depending on what is intrinsic to them
they will bring something different. It’s
that complete package.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

In my line of work there is always a
shortage of people with good-quality
policy skills, and that’s the ability to
think broadly and deeply, think about
problems and innovative solutions that
really work. Here at MBIE we have very
diverse needs. We hire petroleum engi-
neers and people with backgrounds
in engineering. We hire people with
good-quality economics degrees, IT
transformation skills, people with

commercial procurement skills. We are
also looking for people who can make
policy ideas work in practice.

So it does tend to be technical skills,
but having said that, in today’s world
technical skills aren’t sufficient. When
we are looking for talented people, we
are looking for people who can connect
with others, who are agile and flexi-
ble and are able to see the possibili-
ties, work with others to create new
opportunities.

3 « How do successful
organisations attract,
keep and grow talent?

It’s about creating a work environment
where people feel that their skills and
expertise can truly make a difference,
where they have the opportunity to
grow and develop. At MBIE, we've got
a really diverse range of very exciting
things that people can get involved
in. Fundamentally, talent attracts
talent. So you have to think very care-
fully about the quality of your lead-
ers, you have to think very carefully
in the way that you create an environ-
ment where people are empowered to
be able to come up with new ideas, work

At the time of this interview Liz was deputy CEO
for strategy and governance at the Ministry of
Business, Innovation and Employment, working
to advance government business growth policies.
She is also a former acting chief executive of the
Ministry for Economic Development. Liz took up the
position of New Zealand's Government Statistician
in August 2013.

with others and be recognised for their
achievements. A work environment
which acknowledges that you are not

Fundamentally,
talent attracts
talent. So you
have to think
very carefully

about the
quality of your
leaders ...

at work 24/7, that you have a life out-
side of work, is flexible, and allows you
to manage your non-work life.

4. Think about talent hubs
around the world, what
is cool and why?

My first thought is right here in Wel-
lington, the film and video games
industry. The talented people we have
here are actually attracting others.
We've got the people with the right
skill sets working together, creating



new ideas and actually setting up com-
munities of interest where they get
together and exchange what they are
doing, building off each other’s ideas,
and that’s seen as being okay. They're
really fast-paced innovating businesses
and individuals who actually enjoy that
interaction. Wellington is also a place
where talent wants to live. The thing you
hear about Wellington is that people
enjoy the lifestyle, the culture. So the
environment, what people can do out-
side of work and enjoy is also conducive
to having that talent hub.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

It depends which industry you are talk-
ing about.

We could do better, and the ideas that
have been generated at the moment
around developing more innovation
hubs throughout New Zealand mean
we will more likely both retain our own
very talented, up and coming innova-
tors entrepreneurs and scientists, but
also attract in global talent.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

For us, we've got to be in certain niche
areas. We can’t be average — we've got
to be up there with the best. Where are
the areas where we innovate well and
how can we do better in those areas?
For a country that is far away from
other places, our connectivity is criti-
cally important. The fact you can live
in New Zealand and be connected glob-
ally via the internet, will make a real
difference to people wanting to be in
New Zealand for lifestyle reasons. We
need to make more of the fact that we
do offer the opportunity for a great
work/life balance.

Our speed in terms of our innovation,
the way we innovate quickly and flex-
ibly is something we can offer as well.
New Zealand still has a reputation as
an innovative public sector for exam-
ple. That in itself tends to attract people
here. It is quite frequently the attrac-
tion of being able to work on large-na-
tion problems, in a smaller setting.
These issues are just as complex, inter-
esting and challenging, but you get to
do that in New Zealand with work/
life advantages you can achieve in this
part of the world. The public service is
also seen as a flexible place to work,
that it is possible to move around rel-
atively easily between different parts
so you can get a whole range of differ-

ent experiences.

One of the
most critical
things for
young people
is giving them
a sense of what
the possibilities
are and not
closing things
down and not
getting them to
make choices
too early.

One thing that can make a big differ-
ence for entrepreneurs in New Zealand
and those thinking of coming here is
for us to remove more of the barriers
and constraints to people innovating.
There are things like access to ven-
ture capital. Have we got an environ-
ment where it’s not only easy to start a
business, but where there is supportive
infrastructure?

7. Any final thoughts
for young people?

One of the most critical things for
young people is giving them a sense of
what the possibilities are and not clos-
ing things down and not getting them
to make choices too early. While we're
seen as a place of innovators, exposing
young people at a relatively early age to
the whole realm of possibilities that are
out there is probably the most impor-
tant thing we can do. Young people
need to be prepared for a whole range
of different careers over the course of
their lives. So work placements while
kids are at school; having people
coming in and talking to the schools
about what they are doing; using really
innovative case studies when they are
studying at school. During your univer-
sity years, internships to allow people
to see what the possibilities are.

Focus on the particular talents and
the skills a young person has and then
actually use examples from people out
there and say - ‘Here’s this individual
look what they did with those talents
and skills’ — and actually telling these
stories. Telling more stories is one of
the most powerful things that we can
do. It’s a way of actually lifting young
people’s sights and getting them to see
the possibilities. I think probably that’s
number one.

Interviewed by Darren Zhang at the Minis-
try of Business, Innovation and Employment
in Wellington, on 15 July 2013. Photograph
provided by the McGuinness Institute.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

It is about having purpose and drive
and not just specific skills, but an abil-
ity to do something. When you see a
young person, you think ‘They’re tal-
ented’; they just give you this feeling
that they’re quite capable, and you can
direct them in lots of different ways.
It’s almost like being an ‘able person’;
it’s not specifically around skills but
more around attitude.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

You could say the whole organisation
is a talent gap in itself and that’s the
whole point. We just make stuff up as
we go along so we are constantly sur-
rounded by talented people, and at the
same time we are trying to build a tra-
ditional organisation so that we can
get funding. Before this year, when we
were still in the earthquake zone, it was
easy to get funds which meant we could
have a very unstructured organisation
that worked very well. That’s what I see

RAF

MANJI

the future of the organisation being,
but our traditional funding structures
don’t allow for that kind of flexibility.

In terms of New Zealand as a whole, I
think our gaps are in our thinking; you
could argue that we lack diversity, and
I think a lot of people who come here as

| think
Christchurch
will become
the centre for
innovation and
creativity.

either expats or returning Kiwis find
it very difficult to fit into general busi-
ness as we have quite an insular way of
thinking. We have to move beyond that
if we want to create something special.

3 « How do successful
organisations attract,
keep and grow talent?

It is a completely different environ-
ment these days, the job world is very

become an elected member of Christchurch City Council

Before moving to New Zealand in 2002, Raf worked as
aninvestment banker in London. Today Raf is the founder
of the Sustento Institute, a Christchurch-based policy
development organisation, and Chair of the Volunteer
Army Foundation. He is also currently working on a
proposal for an open visa, to encourage young talented
people to work in New Zealand. Most recently, Raf has

different. When you’re dealing with
someone in their early twenties you
need to sell the idea that there’s going to
be something creative, innovative that
will stretch them and empower them.

Empowerment is very important. The
way I tend to manage people in that
age group is to give them their head a
lot, which means they can make lots of
mistakes, but actually to just say ‘“That’s
fine,” and then let them get on with
it and actually be involved in design-
ing the outcomes themselves. This is
a social change; they need to feel like
they’re wanted, that they have some
kind of agency, that they’re empow-
ered, that they’re important.

4. Think about talent hubs
around the world, what
is cool and why?

The foundation of the innovative and
creative economy is actually just having
places where people can get together.
In London a group formed in, I think,
1999/2000, called World Voices, put on
this big conference. It was probably one
of the first big sustainable living con-
ferences which encompassed all aspects
- economy, environment, social, etc.



People were shifting to a more pur-
pose-driven life, something that is
becoming standard now. I think ‘The
Hub’ concept came out of that work,
and it was one of the first to do that.
They’re all over the place now - in any
big city you can just rock up and you'll
find some place that has weekly meet-
ings that you can go and join in.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I think we’re doing reasonably well,
if you think what we’ve done in
Christchurch since the earthquake. I
think Christchurch will become the
centre for innovation and creativity.
Mainly because we've got the scale here
so we can build anything new, we can
actually attract a lot of overseas busi-
ness here, and that’s important for the
national economy as well.

The ability to commercialise is very
poor, mainly because we just don’t have
those drives, it’s just not part of the
Kiwi culture. But I think we can fix
that by attracting international talent
here and allowing some of that to drive
our changes. We are very small-scale
at the moment, but we have got great
opportunities. If you think where we’re
going, New Zealand has a lot of assets
that other countries don’t have, and
it’s making sure that we leverage those
assets and do it properly.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

It’s like anything, your biggest prob-
lem can become your biggest advan-
tage and vice versa. If you think of the
global financial crisis, we haven’t expe-
rienced the worst effects. We’re small,
we're plain vanilla, we didn’t have the
same complex financial system that

they did overseas. So we actually have
the chance to sit back and look around
and say okay, we can actually remake
this in a different way.

We want smart young people because
we are building for the future here. This
is what I've been saying to the immigra-
tion people [Immigration NZ]. They've
got the Silver Fern Visa, which is not
targeted well, they’ve got 45-50 thou-
sand working-holiday visas; there is
room to cut and say, right, bring in a
thousand super-smart people in their
early 20s and say they can stay until
they’re 30.T'll give you an example from
volunteer army last year: we had a girl
from Kenya who had a Masters in dis-

aster risk management, very talented,

Immigration
policy is the
key; we cannot
build the scale
ourselves
because we
don’t have
enough people.

but she could only be here on a specific
visa — so she was working as a chef from
5am to 1pm and then worked for us in
the afternoon. Now that’s stupid! So in
a way, that’s where the open visa idea
came from.

Immigration policy is the key; we
cannot build the scale ourselves
because we don’t have enough people.
It’s not about growing our population,
it’s about changing our population
structure. It is an opportunity to rebal-
ance the demographic - shifting the age
level to bring in young smart people—
we're going to have enough old people
as it is. We've got that conveyor-belt
thing — our smart kids will go overseas,

but we're bringing smart people in all
the time — we want that. From a trade
perspective, we can create these global
networks, channels everywhere; you
have landing pads, your hubs.

We have the opportunity to be
dynamic, whereas a lot of other coun-
tries have huge problems, huge struc-
tural problems that are not going to go
way. We can take a completely different
approach. For us, it’s important that we
start to create those dynamic, innova-
tive industries — agritech, health tech,
general IT, high-tech manufacturing,
high-tech building. We already have a
solid base. We need to bring in smart
people to develop these businesses fur-
ther, and then we need to be able to
upskill the current younger generation.

7. Any final thoughts
for young people?

I’d say, do what you love absolutely. If
you don’t know what you love, try alot
of different stuff and don’t be afraid
to try stuff that doesn’t work. Some
people know what they want to do, alot
of people don't, so try different things.
The fact that your CV might have four
different things in a year doesn’t matter
atall, and will in fact be a good thing -
it will show you tried lots of stuff. I'd
say, take chances, when you're young
it doesn’t matter. Hopefully through
those three things - doing what you
love, trying stuff, taking risks — you’ll
find your purpose, and that’s what
should drive you through your life. I
mean, [ think ultimately with trying,
it will raise your awareness of a more
purpose-filled life; you're doing what
matters to you, that’s really key.

Interviewed by Charlotte Greenfield at the
Tradestaff offices in Christchurch, on 3 July
2013. Photograph provided by Raf Manji.
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10.

Rik Athorne

Design Studio Manager at
Weta Workshop, Wellington

David Band

Independent Chairman of
AbascusBIo Ltd and Director
of Pacific Edge, Sydney

Jamie Band
Student at Duke University,
Durham, USA

Senior Commercialisation
Manager at Viclink,
Wellington

Tim Bennett
CEO at NZX,
Wellington

Vicki Buck

Co-founder of Ministry of
Awesome, independant
Director of NZ Windfarms Ltd
and Councillor for Christchurch
City Council, Christchurch

Partner at AbacusBio Ltd,
Dunedin

Rachel Carrell
CEO at DrThom,
London

Kaila Colbin

CEO at Ministry of Awesome,
Christchurch

Andrew Coy
CEO at Magritek,
Wellington

12.

13.

14

15.

16.

17.

18.

19.

20.

CEO at Pacific Edge,
Dunedin

Roger Dennis
Consultant at Innovation

Matters, Christchurch

Rod Drury
CEO at Xero,
Hawke’s Bay

Janice Feutz
Corporate Manager at CORE
Technology, Wellington

Jim Flynn
Emeritus Professor at the
University of Otago, Dunedin

Andrew Hamilton
CEO at The ICEHOUSE,
Auckland

Paul Hansen
Lecturer at the University
of Otago, Dunedin

Tahu Kukutai

Senior Research Fellow
at the University of
Waikato, Hamilton

Liz MacPherson
CEO at Statistics
New Zealand, Wellington

Raf Manji

Director at Sustento
Institute and Councillor
for Christchurch City
Council, Christchurch

21.

22,

23.

24.

25,

26.

27.

28.

30.

Ocean Mercier
Lecturer at Victoria
University, Wellington

Bill Moran

Deputy Secretary, Strategy,
Change and Performance at
the Treasury, Wellington

Tim Nixon
Director at Runaway,
Dunedin

Patrick Nolan

Chief Economist at Reform,
London

Mike O'Donnell
(MOD)

Chief Operating Officer at
Trade Me, Wellington

Frances Valintine
CEO at The Mind Lab,
Auckland

Damien van
Brandenburg
Architect at Architecture
Van Brandenburg, Dunedin

Catherine Walker

Community Manager at Xero,
New York

Partner at Webb Henderson,
Auckland

Graeme Wong
Non-Executive Director
at Tourism Holdings
Ltd and China Forestry
Group NZ, Wellington



30 Kiwis

Our primary goal was to select 30
Kiwis who do weird and interesting
stuff. We were looking for people
who were primarily doers and
makers, who think deeply and care

passionately about what they do. The

list on the left includes the names of

their current places of work.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

I think that to me, talent is a differ-
ent perspective from the norm that
brings a really important dimension.
Talent encompasses lots of different
skills and attributes and one of those
attributes, especially now that I'm
working in the School of Maori Stud-
ies, is that different perspective that,
for instance, the Maori world brings,
giving a whole other way of looking at
issues and potentially resolving them.

There’s also something about talent
that’s really undefinable, the X-factor.
It goes beyond the sum of its parts,
and that is really difficult to put your
finger on. It’s that stuff that we need
to retain, I think — the people or the
groups that have the X-factor — how-
ever that manifests itself.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

It’s certainly helps to get overseas
perspectives through collaborations

OCEAN
MERCIER

overseas, and I work quite closely with
someone in Alaska who gives me a per-
spective that I need. That’s certainly
one thing about our geographical iso-
lation. But students, I find, are actually
really amazing collaborators. I've writ-
ten a couple of papers with students
because their ideas have been very
fresh and have taken my own think-
ing beyond what I expected. In saying
that, I do travel overseas quite a bit
and to some extent it is just an excuse
to go overseas and get the OE out of
my system, because I'm very commit-
ted to New Zealand, Ilove being here,
I'love working here and I belong here.

3 « How do successful
organisations attract,
keep and grow talent?

We do a great job here in New Zealand
of educating and training people, so
we’ve got a lot of talent here really.
Talent communities are important to
skilled, highly educated people. Free-
dom, flexibility, I think are really very
important in my job, the freedom and
flexibility to be able to do my job with
flair, do it in a way that expands my
own thinking as well as the thinking
of others.

Oceanis a lecturer in the School of Mdori Studies
at Victoria University of Wellington. She has a PhD
in physics, and a special interest in the interface
between Mdori and Western science. Ocean presents
Project Matauranga on Maori Television, which
investigates Mdori worldviews and methodologies
within the scientific community.

Very important is that organisations
create the space for talent to grow
because talented people want to push
themselves; they want to know more,
to learn more, to be more. And so how

One thing we
need to guard
against is
siloing talent.

do organisations attract, keep and grow
that sort of person? By giving them the
freedom to explore their own capa-
bilities and to push beyond what they
might see as their own limitations.

4. Think about talent hubs
around the world, what
is cool and why?

Ilike the idea of bringing a whole group
of talented people together in a delib-
erate way. Just because I've seen, by
being around talented people here,
how your thinking can be refined just
by being around people who truly under-
stand, who get where you’re coming



from whether it’s a perspective or an
argument.

One thing we need to guard against
is siloing talent. I was part of a talent
hub of emerging researchers from uni-
versities and CRIs. There was a spark
that we wanted to capture that we were
able to fan and work into a flame as a
group. But then you’d come away and
almost miss the camaraderie and what
was created in that talent hub. I think
we just need to be careful that we don’t
draw talented people into a talent hub
in order to turn them into the next
vice-chancellor or CEO, because that [
think is a sure recipe for extinguishing
the spark. Talent is spontaneous. Lead-
ership should be more of an organic
thing that arises in response to a prob-
lem or an issue.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

Generally speaking, New Zealand is
good at attracting talent from over-
seas. I mean, the number of academics
here at Victoria University of Welling-
ton who were originally from overseas
is testament to that fact. In terms of
Maori talent, it’s a really big issue that
one in six Maori are moving to Aus-
tralia, because that reflects on New Zea-
land’s ability to keep Maori talent here.

When it comes to teaching in the class-
room, many students can’t engage intel-
lectually if they are not first engaged
socially. Thinking of my own aunties
and cousins who are in Australia, the
fact that they don’t have to engage with
issues of race and cultural difference
in Australia is very freeing for them.
It enables their talent to flourish, to
express itself without any of the bag-
gage. | get a sense that Australia may
be an easier place for talent to blos-
som for a Maori person who is away
from what they may perceive to be

challenges to their social engagement,
which then challenges their intellectual
engagement.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

A creative centre like Weta Digital is
obviously a shining example of how you
build a talent hub and attract and keep
it all there. What’s really neat about
that as an example is that it capital-
ises on a strength that Aotearoa has
if we just do things that we're really
good at. As a society we need to make
sure we foster passion as much as any-

Talent is
spontaneous.
Leadership
should be
more of an
organic thing
that arises
in response
to a problem
or an issue.

thing else, and we have mechanisms
that can support talent in the different
areas that it might arise — who would
have thought that when Peter Jackson
made Bad Taste, 20 or more years down
the line we would have a film industry
here in Wellington? That we really grew
from that whakapapa.

I think it’s so needful that people
coming through here don’t just get
pushed into these silos straight away,
but they get an opportunity to learn
another perspective that they can bring
to bear on another discipline they spe-
cialise in. For me it was so valuable to

come over to Maori Studies. I really

believe that our universities need to
do that. In the States, they have a more
general first year and many of the uni-
versities require, say, you enrol in Native
American Studies, say this, maths and
something else before you specialise.

7. Any final thoughts
for young people?

Young people are amazing because
they tolerate a high level of insecu-
rity and risk and even seek that out.
So to a young person, I would say don’t
be afraid of that. If you feel like the
way you're thinking is not gelling with
the way the lecturer is teaching in the
course, then put your flag in the ground
and explore that area, build a house
there and make it your own. Because
you're really in the perfect position to
think outside the box and to do some-
thing that society hasn’t done before
and probably really needs.

Besides that, it’s a cliché but follow
your dreams and your passions because
they’re really amazing guides into the
unknown. Why would you want to do
something that’s already been done
before? Make sure you work hard, learn
from others, be a sponge. But then
you’ll get to a point where it’s like, ‘You
know what? I don’t think the world can
teach me anything anymore.” It’s fine to
feel that way because perhaps it can't,
and that’s setting an opportunity to do
something new, to do something the
world hasn’t seen.

Interviewed by Darren Zhang at Victoria
University in Wellington, on 11 July 2013.
Photograph provided by the McGuinness
Institute.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

At the Treasury, we deal with a diverse
range of issues which span regulatory,
economic and Crown financial issues.
That means we don’t just need exper-
tise in accounting and economics, we
need a much wider array of talent and
skill sets. The key thing we look at is
the ability to problem-solve, to develop
creative options to assist governments
deliver practical solutions to real-world
challenges and problems. We put a high
premium on people who can think
outside the square, be innovative and
adaptable. They also need to be able to
communicate ideas clearly and work
in teams as motivated, self-starting
professionals.

For our senior leaders, we expect them
to be able to motivate and inspire
people inside and outside the organ-
isation. Shifting big policy debates
requires honest and clear communica-
tion about the real trade-offs involved
in any course of action. It also requires
ongoing engagement with people out-
side the organisation who are doing
things relevant to our policy advice

BILL

MORAN

and operations, and being genuinely
open to learning from them.

We also need to tap into the talent of
sister institutions. New Zealand is a
small economy. It is a reality that we are
significantly affected by what happens
outside of New Zealand. For the Treas-
ury, that means that building strong
and enduring institutional relation-
ships with the World Bank, the Inter-
national Monetary Fund, OECD, the
Asian Development Bank and other
multilateral organisations is critical.
We also work hard at building meaning-
ful bilateral relationships with relevant
Treasuries, not just to keep up to speed
with what’s happening internationally,
but to ensure New Zealand’s perspec-
tive is understood and considered by
our key partners in the global economy.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

Fifteen years ago, we recognised that
there was a lack of diversity in our
workforce and took steps to address
this. Today our workforce is close to

balance in terms of gender, and there

Bill joined the Treasury in 1985 and over the last
eight years has led its work across macroeconomic
and fiscal policy, tax strategy and state sector
management; in 2013 he was appointed Deputy
Secretary of Strategy, Change and Performance.
Bill led a wide-ranging public engagement pro-
gramme to test the assumptions and analysis for
the Treasury's 2013 Long Term Fiscal Statement.

are increasing numbers of women in
senior leadership positions.

But there are still gaps. Historically we
have struggled to recruit many Maori
and Pacific Island staff. This is some-
thing that concerns us and something
we are focusing on. We also want to
attract staff from a wider variety of
disciplines and backgrounds in order
to encourage diversity of thinking. We
recently launched an essay competition
for university students to try to give
students from disciplines other than
economics and finance a taste for the
kind of work the Treasury does and
the kinds of perspectives that can be
brought to the issues we look at.

3 « How do successful
organisations attract,
keep and grow talent?

While I have observed a large number
of organisations over my working life, I
have only worked for one — so my com-
ments are specific to Treasury. Our
value proposition is based on our unique
position of influence and responsibility,
as we provide advice to governments on
virtually everything they do because
of our role as the primary adviser on



economic, regulatory and Crown finan-
cial or fiscal issues.

Treasury is a place where you can make
a direct and positive difference to the
lives of your fellow New Zealanders
through your research and analysis and
by providing robust, evidence-based
policy advice to ministers.

My observation is that remuneration is
not the primary motivator explaining
why people choose to work at the Treas-
ury. Other factors are just as impor-
tant, including the rewards of work-
ing in a stimulating workplace which
encourages people to stretch and grow
intellectually and an environment that
encourages people to challenge, listen
and learn. The ability to combine career
and family is also extremely important
- and we think our approach supports
that objective.

4 » Think about talent hubs
around the world, what
is cool and why?

The value of talent hubs is that they
bring together people with diverse
skills, backgrounds and perspectives
to work on challenging problems, offer
new solutions and even shift paradigms
of thinking.

In the economic domain, there are a
range of economic think tanks and
major international institutions, like
the IMF, World Bank, and OECD, that
pool the best talent from around the
world, to provide cross-cutting anal-
ysis of key trends and policy issues
in order to help identify current and
future issues for individual coun-
tries, regions, and the global econ-
omy more generally. The OECD and
IMF publish regular assessments of the
New Zealand economy and on our
policy frameworks. These assessments
and reviews are valuable to organisa-
tions like the Treasury because they

draw on expertise, experience, and

research that would be difficult to rep-
licate in New Zealand.

A hub that draws in too many people
with similar models of thinking, of
course, isn’t a talent hub. It is salutary
to note that none of the economic insti-
tutions mentioned
predicted the Global

Financial Crisis.

... there’s
never just

in short, which progressively strengthen
the human, social, natural, financial and
physical capital stock of New Zealand.

7. Any final thoughts
for young people?

My personal advice
is always be open to
new ideas and expe-
riences; look to work

5 « Can you one answer, with people who have
New Zealand's there’s rent bargpounds
e D o
talentona range Of fnuch more quicklff
global scale? answers ... as a result. And your

New Zealand’s pop-

ulation is growing and is projected to
grow over the next half-century, in con-
trast to a number of developed and mid-
dle-income societies that are experienc-
ing, and are projected to experience in
the future, shrinking populations. The
reason our population is growing and
is expected to continue to grow reflects
the reality that more people choose to
move to New Zealand than to leave it in
a global environment marked by intense
and growing competition for people
and for skills. While jobs and incomes
are important push and pull factors,
important pull factors are New Zea-
land’s clean air and fresh water, our
wonderful flora and fauna, small pop-
ulation size, our strong institutions
(e.g., rule of law, free elections), cultural
diversity, and personal safety.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

We need to make greater progress, rel-
ative to other developed societies, to
raise living standards. It is a process
that requires progressing policies that
facilitate increased productivity, greater
equity and social cohesion — measures,

life will be richer as a

consequence.

Whether you are dealing with a policy
or a business issue there’s never just
one answer, there’s always a range of
answers, depending on how you view
or weight your objectives, and you need
to be open to all possibilities. Having
an outward focus is really important
in this regard - keep building and
adapting your knowledge and skills.
The fact that New Zealanders go over-
seas is a good thing because they learn
things while they are away - they pick
up knowledge, experience that they
wouldn’t get at home.

Finally, never stop learning through
your life — never underestimate the
value of absorbing new influences and
experiences through travel, meeting
new people, and reading, listening to
and observing new things. It will make
you a better human being, make your
life more rewarding, and equip you for
most things you will ever need to deal
with during your life, both personally

and professionally.

Interviewed by Darren Zhang at the Treas-
ury in Wellington, on 19 July 2013. Photo-
graph provided by the McGuinness Institute.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

This is actually directly stealing a line
from a book I read a couple of years ago,
which I really identify with: talent is
overrated, talent doesn’t exist, it’s a
myth. What exists is hard work and
passion and the ability to focus in and
try to be exceptional at one particu-
lar thing that you think you can do
differently.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

Yeah, it’s much harder for us to find
artists than it is to find programmers.
Down here we actually have a very
good university, which trains highly
competent computer scientists so we
actually have a good base of program-
mers. Artists are harder to find — char-
acter artists, animators, those sorts of
people. They've got a very good school
in Auckland called the Media Design
School, which has some really good
graduates, but it’s hard to relocate them
down here.

TIM

NIXON

The big gap for us is game designers,
people who are experienced in design-
ing the actual interaction in the game
as opposed to designers who might

... it’s much
harder for us
to find artists

than it is to find
programmers.

design a character or draw a sketch.
We don’t have any really good formal
qualification for that yet. There’s no real
support structure for training game
designers yet.

3 « How do successful
organisations attract,
keep and grow talent?

The most important thing for me and
the most important thing in general
is culture. I think it’s very well proven
now that monetary reward, over a cer-
tain threshold, has very little impact
at all on the ability to attract someone.

Tim has used his skills in game development to
establish Runaway Play, a Dunedin-based company
that uses nature as the inspiration for creating
games for desktop and mobile devices. Tim, who
believes anybody can be creative, shares insights
he has gained from establishing his own business
and career path.

Not to say you don’t need to meet that
threshold first. I think that’s a very
important thing that some people over-
look as well.

I think the most important thing is
the purpose of your organisation, the
working atmosphere, and how progres-
sive your leadership is so that they feel
the most empowered to make the big-
gest difference and grow as individu-
als. That goes for both bringing them
in in the first place and then keeping
them once they’re there.

4. Think about talent hubs
around the world, what
is cool and why?

I spend quite a lot of time in San Fran-
cisco and I love it. As far as the whole
Bay Area, I mostly work out of down-
town San Francisco because our pub-
lisher is based there. I worked with
them a couple of months back and one
of the biggest things I soaked up about
their environment was their real pas-
sion and their focus and the clarity of
their vision and purpose, what they’re
actually trying to do as a company and
how that informed and focused their
culture and their collective direction.



So, talent hubs? I really believe that
even though everyone says the inter-
net has broken down all these walls
and you can really work anywhere with
anybody, I don’t necessarily think that
it’s the optimum arrangement. Being
in the room with somebody is really so
much more powerful if you're trying
to work towards a singular vision. So
that goes obviously towards a team
that are working together or a company
that are working together, but I also
think it goes for an industry working
together. In San Francisco we’d go out
to alocal bar after work and there’d be
300 people in that bar that are working
on games or consult on game publish-
ing or they’re a tech start-up so you just
get into these random conversations
with people and that’s really important.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

From my experience we seem to be
pretty good at attracting talent as
a country. Weta Digital is mostly
highly skilled foreigners, and our lead
artist here at Runaway is Swedish. We
brought her here over four years ago
now, so for her to still be here says
something about the quality of life in
New Zealand.

I think the key thing that keeps her
involved though is what I talked about
before, about the actual clarity of our
team’s vision. We aspire to be the best
game studio in the world at making
mobile games inspired by nature, games
that engage and surprise and delight
people and might actually teach them
something along the way. That clicked
in with something that she believed
was important in her career and her
work. She could be earning twice the
money that she’s on if she went back
to Sweden and worked over there, but
perhaps there isn’t a company there

that’s driven by a higher level purpose
that aligns quite as well.

But on a global scale I think there’s still
so much we can learn from San Fran-
cisco, from New York, from these places
which are the absolute shining exam-
ples. The biggest thing there is actu-
ally having ambition, having passion.
I think we're really good at just limping
along and being humble, which is good

Honestly,
school is so
far removed
from the actual
skill sets
you‘re going
to need, unless
you want to
be an actual
researcher or
a teacher.

to a degree but also can be destructive,
or it can mean that we can’t be quite as
aggressive or competitive as a compet-
itor in the States. So that’s a cultural
thing. Are we aggressive enough? Are
we passionate enough?

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

If T was to be totally honest with you,
if T had my time again, I wouldn’t have
stayed in New Zealand. I would have
moved to the States when I finished
university, and the reason for that is
the resources and the mentorship. They
just don’t exist here or they’re not being
connected.

I think just being super supportive and
super encouraging of aspirational kids
who want to do stuff that’s different,
but also making sure that they’re not
making stupid mistakes. Directing
that passion in the right place is just
so important. I think it’s also fine as
well to let certain people go and do this
stuff overseas and then come back.

It all starts with making better compa-
nies. If you make a great company then
you will attract great talent. That’s it.
I honestly think that’s easily the most
important thing out of all this. It’s like
the saying that the greatest PR strategy
is just making a great product because
people will want to talk about it and
advocate for it. Get better mentorship
and investment structures for young
entrepreneurs. Make it easier to get
visas. It’s doable.

7. Any final thoughts
for young people?

Just start doing it. That’s the most
important thing. Honestly, school is so
far removed from the actual skill sets
you're going to need, unless you want
to be an actual researcher or a teacher.
Don’t abandon school, but don't let it
convince you that if you get good grades
that will get you what you want.

The best path towards achieving what
you want is just to start doing it. And
not to be afraid of the mountain that
you have to climb to get to so-called
success. It can feel like an absolute
nightmare. The only constant we've
really seen in the concept of success is
that it all comes down to really hard
work, and if you can master the ability
to take it one step at a time.

Interviewed by Darren Zhang at Runaway in
Dunedin, on 5 June 2013. Photograph pro-
vided by the Tim Nixon.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

People talk about emotional intelli-
gence, but to me talent is a more con-
crete thing, so the ability to do modern
things that the modern workplace
requires. I think the more important
things are the harder skills, particularly
the way they match with the evolving
labour market - so the ability to set up
computer networks in the office and
use Google Calendar and all that sort
of stuff. Because actually there’s emo-
tionally balanced people everywhere all
round the world, it’s not a particularly
tradable commodity, whereas being
able to do things is more tradable.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

In terms of gaps, I think the changing
nature of the workforce is quite impor-
tant. The increasing number of older
workers is going to be a real issue. I
think also the younger workers who
have been locked out of the labour
market with the recession, seeing how

PATRICK
NOLAN

that plays out over the next few years
— whether or not they can go back into
the labour market and effectively get
back onto the track they would have
been on or if they’ve had a permanent
shock to their performance - is actu-

ally quite important as well.

In New Zealand it’s actually both
groups [older and younger workers]
that are important because New Zea-
land’s relatively supply-constrained
in the sense that there’s just a short-
age of people who can do things. In
New Zealand I think making use of
older workers, ensuring that younger
workers aren’t permanently damaged
in terms of their productivity, those
sorts of things are quite important.

3 « How do successful
organisations attract,
keep and grow talent?

Money. So I mean, I know at my organ-
isation we try and pay well. Providing
work that varies over time, because
you want people to stay with you. One
of the big costs is in having to replace
people. It’s a real hassle to find new
people, so you really don’t want to have
turnover. So having ajob that can grow

Patrick is the chief economist at Reform, a British
think tank focused on public policy and economic
prosperity. Before moving abroad in 2009, he
worked for the New Zealand Treasury and as an
economic advisor to a front-bench minister in
the Labour government. Patrick is returning to
New Zealand in early 2014 to work at the Produc-
tivity Commission.

as people grow. Once someone’s been
in a job for a year, they’ll have much
more capacity to do it so the role has to
increase with the person. I think pro-
viding opportunities, growing roles is
quite important.

4 » Think about talent hubs
around the world, what
is cool and why?

I guess it depends on what the hub is
about. So, for example, London’s got a
very good hub for things like computer
games, obviously finance, law, the ser-
vices. It’s still either one or two with
New York in terms of financial centres
in the world. For other things, youlook
at maybe engineering or something,
more seems to happen in other coun-
tries like Australia so it’s different. It
depends on your sector really, and your
segment.

In London they’re trying to build a hub
around computer games and IT, sort
of an equivalent to Google in Califor-
nia: Silicon Roundabout. What’s driven
that, obviously it’s the critical mass of
people. London’s got 7 million people
so it can get that scale. I thinkit’s also
come from the fact that the government



has been driving it. The prime minister
had someone in his office called Rohan
Silva who’s very engaged on this thing,
and also it’s come partly from other
sectors that you wouldn’t think of, like
financial services. There have been a
lot of people in the financial services
sector who have put money behind it as
well. So the thing is, London’s had these
traditional strengths and they use that
to leverage into new things. Nothing’s
really happened there yet. Everyone’s
interested and everyone’s talking about
it. Thaven’t seen any Google coming out
of East London yet but maybe there will
be, it’s early days.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

Probably if I had to give it a grade it
would be a B— or C+, maybe, in the sense
that, I think it’s reasonably attractive
for expats, but I don’t know, if for
people who aren’t New Zealanders,
New Zealand would stand out as the
best place to go. The distance and the
size and the incomes I think are the
main problems. Also the weather, it’s
notas good as Australia. I mean, it’s cer-
tainly very attractive, but I don’t think
it’s ever going to get quite the top tier of
talent unless of course they’re New Zeal-
anders returning and have a deeper con-
nection to the country already.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

Well, one thing that really strikes me
from being over here is the difference in
money. Incomes just aren’t as high. Also
the opportunities for work are much
more constrained. There're just not as
many jobs. A good job might come up
every six months, but in somewhere
like Australia a good job will come up
every couple of weeks.

So what you want to do is attract rela-
tively skilled migrants who need to be
paid more than New Zealand can cur-
rently offer them, so I guess you need
to offer them international-level roles.
You have to think of a way of doing
that and you have to offer them more
money. You'd need companies to locate,
if not head office, regional offices in
New Zealand. You need more of that
sense of scale. You need to get bigger
opportunities.

... [ think it’s
reasonably
attractive for
expats, but |
don't know if,
for people who
aren’t
New Zealanders,
New Zealand
would stand
out as the best
place to go.

So how could you attract that? I guess
it would be about picking sectors that
you're particularly strong in. I'm think-
ing here of film, for example. That’s
what Peter Jackson’s been able to do.
In and around Weta, they’ve been
able to attract the best in the world.
It’s because they do the biggest pro-
jects. You've got the quality of life, but
when Ilived in Wellington you’d meet
people from Weta and they were really
excited about their jobs because they
were working on Lord of the Rings,
so there just needs to be that bigger,
deeper challenge because people will be
motivated by the work. New Zealand
has to be able to provide bigger profes-
sional challenges to people.

There are things that could be similar
to Weta. The universities. They’re not
at the level of, say, some of the Austral-
ian universities, but there’s no reason
that they couldn’t be, and the advan-
tage of the universities is that they’re
massive organisations. They've got
tens of thousands of students; they
can provide scale, they can provide big
opportunities.

It’s all about how do you actually build
up new technologies? We used to talk
about Nokia, because Finland was quite
a small country and they managed to
build up Nokia, which at the time was
one of the biggest companies in the
world, but it’s not an easy thing to do.

7. Any final thoughts
for young people?

I'd actually - this might be contrary to
your study — but I'd encourage them to
go overseas. It is actually quite healthy
for people to go overseas and get the
experience and then come back to
New Zealand. They'’re people who are
used to operating on a bigger scale so
they may try and do bigger things - I
really would encourage them to go over-
seas but to keep in touch. The trick is
to make sure whenever someone goes
they’re attached to a ‘big piece of elas-
tic’ that brings them back.

Interviewed by Charlotte Greenfield via
Skype, on 21 June 2013. Photograph pro-
vided by Patrick Nolan.

58




59

1 « In the context of
your professional
background, what does
‘talent’ mean to you?

I guess I'd start out with somebody who
can add value to the company - eco-
nomic value and growth value and cul-
tural value. The way
that I typically define
talent is the right bal-
ance between compe-
tence and confidence.
For me, certainly wea-
ring this hat here,
talent is — apart from
being smart - people
who are essentially
optimistic and glass-
half-full people. That
underlying optimism
in creating a net surplus of energy
rather than a net sucking up of energy
is important.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

We don’t really think about the next ten
years. We've got no idea what might be
happening in ten years’ time. We find

... talent is the
right balance
between
competence
and
confidence.

MIKE ‘MOD’
O’DONNELL

it a stretch to think about five years so
we think more about the next two or
three years and there is a dearth overall
of good developer talent in New Zea-
land - that is software developers and
software engineers. There are truck-
loads of designers but there are very
few user-interface and user-experience
people. Having sales
people who are able
to understand a cul-
ture and understand
the consumer cen-
tricity of our under-
lying business but also
can do sales is a chal-
lenge as well. We're
always looking for
all these people and
is there a talent gap?
Well, Wellington is
Cyber-Welly. It’s the internet capital of
New Zealand so there’s intense compe-
tition for those people, both between
two or three big players and a truckload
of smaller development shops.

MOD is Chief Operating Officer at Trade Me, New Zea-
land’s largest online marketplace. Established 14
years ago, Trade Me now has over 3 million regis-
tered users and is listed on the New Zealand and
Australian stock exchanges. MOD is a professional
director and has experience in media, marketing
and investment, and has a love of motorcycles. He
is known for creating dynamic work environments.

3 « How do successful
organisations attract,
keep and grow talent?

Firstly, we do no brand advertising, so
you won'’t see a Trade Me advertise-
ment, but despite that, we have quite
a strong brand and keep our brand
healthy and vibrant and Kiwi-fied and
overall positive. That’s a pretty impor-
tant thing to do in terms of attracting
talent. So that first association with
Trade Me is ‘Oh that sounds like fun’
- that’s important

Secondly, we have a very non-hierarchi-
cal office environment. Nobody has an
office and people move around a lot. So
I'm about to move desks again and that
will be the fourth time in a year. On the
Trade Me website, people trade on their
brands and their feedback record. Inter-
nally at Trade Me people trade on their
brands as well. People whose brands
are around being good implementers
and giving a damn and reaching out
and supporting their colleagues go a
hell of along way. One of the problems
we have periodically is that we’ll hire
someone who'’s come from a more hier-
archical corporate environment and
they will mix up a person’s position on



an HR gantt chart with their standing
in the company.

In terms of retaining people, we try to
do right by our staff, giving them the
freedom to do their jobs and satisfac-
tion from ‘getting shit done’. We also do
anumber of things that are designed to
make Trade Me a good place to continue
to want to hang out and some of those
are at the fluffier end. So we have a keg
on Friday night and we have free lunch
on Wednesday and again the motivator
for that is not ‘hey there’s free food’ but
that on Wednesday from 12pm until
1pm the whole company comes together
and has some pizza or some Indian food
or what have you and talks.

We also, when it’s possible, encourage
people to get involved in things outside
Trade Me. So we have a lot of people
here who will run their own websites
and may be setting up entrepreneur-
ial businesses in their own right. Those
people will be happier being able to
do that and give us better bang for
our buck. You do need to have people
who can cope with that so if you have
somebody who just comes in at 9.30 in
the morning and they look absolutely
exhausted because they’'ve been up
coding until three o'clock in the morn-
ing and they're asleep at their desk and
bad tempered, then that’s not cool.

4. Think about talent hubs
around the world, what
is cool and why?

I think Wellington’s a great talent
hub. Wellington is probably the high
point of e-commerce and web busi-
ness talent in New Zealand. It’s also
an incredibly easy place to do business
because it’s physically compact and it’s
well networked and government are
here, but also alot of interesting busi-
nesses are here. I think as the rebuild
in Christchurch happens, Christchurch
will be a great place to find talent.
Broader than that, Melbourne has got

alot of the constituents for being a hub
for talent. Obviously, San Francisco.
I think Austin, Texas is, I think Seattle
has been, I'm not sure that it still is.

5 » Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

What I think is that for people in their
late teens and twenties, in their eyes,
New Zealand may not measure up for
them, but as you get into your thirties
and you're likely partnered up, you're
starting to think about having kids and
all the things about New Zealand being
a great place to bring up kids, access
to the outdoors, a relatively safe soci-
ety. So I think all of
those lifestyle, qual-
ity of life, trust and
safety issues work
very well for us.

6. What
does New
Zealand
need to do
in order to
attract, keep
and grow
talent?

Aninteresting ques-

tion for me is who is responsible for
attracting talent at a national level.
So if you look in Wellington, there’s
a great initiative that’s almost 12
months old called Destination Welling-
ton and that’s a joint venture between
Positively Wellington, Tourism, Grow
Wellington and the Wellington City
Council. I think that’s tremendously
exciting for Wellington as a region and
for that crossover between tourism,
investment, business start-ups and
particularly for those with a tech or
web bent, I think that’s great news.
I think there’s no national body for
that. There’s a great national body for

Dare to be
entrepreneurial.
| think Kiwis
can be great
entrepreneurs
but often they
go so far and
then they don’t
go any further.

tourism, Tourism NZ, but for economic
development, there isn’t a national eco-
nomic development with an aim espe-
cially on attracting talent to New Zea-
land, not one that 'm aware of anyway.

Another thing that I believe too is the
amount that we pay for food and the
amount that we pay for consumables
is high on a global basis. I think that
is a restrictor.

7. Any final thoughts
for young people?

Probably two things - the first is do
the stuff you like. If you do what you
like, you will invariably become good
at it and if you become good at it then
you work out a way
of making money
out of it.

The second thing is
- dare to be entre-
preneurial. I think
Kiwis can be great
entrepreneurs but
often they go so far
and then they don’t
go any further. I'm
not sure that we
tell enough entre-
preneurial stories.
I don’t know if we
tell stories about the
John Brittens or the Burt Monroes or
the early days of the Fletcher Empire
or what Jeremy’s done with Icebreaker
or what the guys did with 42 Below.
There’s a ton of stories there and 'm not
sure we tell them alot. Because you tell
those stories and people go ‘Shit, that’s
really interesting, I could do that with
the stuff I'm interested in.

Interviewed by Charlotte Greenfield at Trade
Me in Wellington, on 1 May 2013. Photo-
graph provided by the McGuinness Institute.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

Talent to me is somebody who can see
where the future is and what oppor-
tunities there are. I see the greatest
talent in the people who are not nec-
essarily looking at what they can see
and experience right now, but they’re
the ones saying ‘Where do I fit in the
world in a few years?’ Talent is about
being adaptable. Adaptability is a little
bit of intuitiveness, and the hard skills
to achieve what they are looking for.

Talent is inquisitive. Inquisitiveness is
to be human. Inspired talent is curious
and inquisitive. These are the people
who find exciting opportunities and
make things happen. It comes back to
people every time. We need to nurture
odd people, people who don’t necessar-
ily conform to a certain way and people
who bring different influences and who
think differently.

FRANCES
VALINTINE

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

There are numerous talent gaps - I
think students have an entirely differ-
ent frame of what
they want in the

At the time of this interview Frances was Chief
executive of the Media Design School in Auckland.
Beginning her career in Europe, she has extensive
experience in the creative and technology sectors.
She has recently opened The Mind Lab, a specialist
education facility designed to engage children aged
4—-14 years in active learning using 21st century
technologies in digital and creative fields.

The other area of talent is identify-
ing that, as adults, we don’t know
everything anymore. I look to my staff
who are young, saying ‘Tell me what I
don’t know,” and that’s actually quite
a challenge to do because pride gets
in the way. Talent
to me is recognis-

world - the gap we I_f I COUld re erte ing the world has
vty theschool e
what students Curr’CUZum, throw out what no
know and what longer applies and
somebody 30 to I wo UId Say let’s bring through

40+ knows. Young
people who are
coming through
see things very
differently. If I
could rewrite the
school curriculum,
I would say let’s
forget French and
let’s make sure
that program-
ming is a core lan-
guage, because it
is the language of
the 21st century. I think that we've all
heard about science and technology and
not enough young people undertaking
them, but we need to frame them in a
way that is relevant to the now.

let’s forget
French and let’s
make sure that
programming is
a core language,
because it is the
language of the
21st century.

what does apply,
and let’s bring in
what we now need
to know.

3 « How
do successful
organisations
attract, keep
and grow
talent?

The demands that
are put on an employee now are greater
because they’ve got longer working
hours, so employers need to understand
that flexibility to still have a lifestyle
balance is really important. Sometimes



that’s not feasible, but people need to
feel valued as an individual. So you
have to look at the individual situation.
What's their family situation? What’s
their financial situation? What’s driven
them or made them decide to come to
New Zealand, for example.

The larger an organisation becomes, the
trickier it gets to retain those individ-
ual relationships with your staff. If staff
feel that they are still an individual, it
gives them so much more power. Keep-
ing people feeling valuable or excited
about what they do because they are
valued is basic human nature to me.

ll-. Think about talent hubs
around the world, what
is cool and why?

So the Media Design School is a talent
hub. We have 700 people who are cre-
ative and technology focused in one
building. Here, you then get this inter-
esting collaborative and converging cul-
ture that comes with high level energy.
You have collaboration because you've
got people of like-minded interests. But
you also have this convergence between
say someone who is a 3D animator and
someone who is a game artist using
similar type tools, but what they’re
producing is quite different. You put
those two together and then suddenly
you have magic because the convergent
ideas suddenly come together.

The idea of community is powerful, it
really is, which is why social media has
such a great impact. People can actu-
ally find those people who they can feed
with their own excitement and energy,
and then bring in and draw others. A
good example of a physical community
is the Innovation Precinct that is open-
ing in Auckland. The idea of putting
like-minded companies who are inno-
vative, technology-focused, export-
driven, together it means that some
of the barriers of physicality diminish.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

We definitely do need to attract more
talented staff into New Zealand, there’s
no question. We are still finding it very
hard to find the right people. What we
do need to do is look at where those
opportunities are to make sure we can
continue to develop people in New Zea-
land who can keep sustaining the work-
force. But to supplement it, we need
international staff coming through,
and the other great thing about bring-
ing international staff in is that they
bring in that diversity and that worldly
experience.

To keep and attract dynamic young
people from overseas, I would move
away from this idea of promoting life-
style only. I know Mayor Brown’s got
this vision of promoting Auckland as
the world’s most liveable city. Live-
able is great. People want to be in a
place they feel safe, secure and loved.
But they also want to feel inspired,
and we need to make sure that we
are constantly looking externally at
global infrastructural progressions
to see where we can strengthen our
possibilities.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

It comes back to making sure people
can see the opportunity to start up
companies here and actually get people
curious and excited. We can do so much
here in terms of testing. It’s a great
test environment. Come up with an
invention, idea, software, whatever it
might be, and actually take it, test it,
and then export it. International staff
coming here need to see that we really
are encouraging start-ups, encourag-
ing people to come in and contribute
at that very high level.

We need to continue sending people
away. I love the OF model. Whatever
age they do it, it is an important part of
the New Zealand psyche to get global
experience and get people exposed to
resources that they’ll never get here.
The skills they learn are applicable in
so many areas so we should encourage
them into incubators and into work-
ing with young people, making sure
that they can see that they can fit in
and contribute that knowledge back. I
think that a programme around those
returning expats would be amazing
if we could bring them in with young
people. For every student we have here,
almost all of them will tell you the story
that they’ve got into this because of
somebody who has either mentored
them or inspired them.

7. Any final thoughts
for young people?

At every graduation, I say pretty much
the same thing. Be curious, make good
friends and don’t burn bridges. They’re
basic human rules. If people like to do
business with you, they’ll do business
with you. If you stay curious, you're
always going to be looking for a better
way of doing things. And it means
you're going to continue to be inspired.

The model of the power boss is long
gone. This generation has worked it out
because they’re much more real about
things. It’s okay to put your hand up
and say I actually don’t know how to do
that. It’s okay to fail fast and fix faster.

Interviewed by Darren Zhang at the Media
Design Schoolin Auckland, on 17 May 2013.
Photograph provided by The Mind Lab.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

It’s an attitude. I think it’s the determi-
nation and the focus to push yourself
to the boundaries and exceed your abil-
ities, taking on as much responsibility
as you can in the process of doing so.
You'll find that we have quite a young
office here. There are nine of us that
work here and we are all very young, all
very passionate and all very enthusias-
tic about what we're doing. That’s what
really drives us and pushes us through
to be able to create what we create.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

We're very design focused and we have
developed design styles and techniques
that we use to do our work. The gap I see
that is going to need to be developed in
a stronger sense is handling the mar-
keting, dealing with social media and
promoting ourselves nationally and
internationally. That role is being devel-
oped at the moment and we’re hoping
that it really comes into light over the

DAMIEN VAN
BRANDENBURG

next few years. But the design talent we
have here, that’s the core business and
the core focus of what talent is needed.

The gap | see
that is going
to need to be
developed in a
stronger sense
is handling
the marketing,
dealing with
social media
and promoting
ourselves ...

3 « How do successful
organisations attract,
keep and grow talent?

We have an interesting system here,
that is not even a system, that has just
developed by itself where we have rela-
tionships with universities and poly-
techs. We have a very open-door policy
where we allow people to come into our

Damien is an architect who works in the Dunedin
studio of Architecture Van Brandenburg. Among
the studio’s current projects is designing the head-
quarters for a leading Chinese fashion label in
Shenzhen. Damien provides a perspective on talent
from someone who works globally while living in
New Zealand.

offices and see how we work and see
what we’re working on. Through that,
we find we've had students who have
started off as students, become interns
and developed into full-time staff that
have exceeded in talent, developing

projects and the business.

We find people come and sometimes
their initial roles don’t turn out to be
what their strongest talents are. Within
the first one, two or three months, it
emerges what their skills are and how
they can fit into the practice.

So in terms of gaining them, it’s not
a problem, they approach us. Retain-
ing them - they’re excited about what
they do so they stay, and we give them
the opportunity to explore ideas and
push ideas. And they have the tech-
nologies available to them within the
office, some very cutting-edge technol-
ogies to explore these ideas.



4. Think about talent hubs
around the world, what
is cool and why?

I think that a surrounding creative
environment is what allows people to
develop and further their ideas. Itis an
important role that the space needs to

| think that a
surrounding
creative
environment
is what allows
people to
develop and
further their
ideas.

play, and having the freedom to be able
to do that. So that is why our space is
like this. We've got the creative space
to allow creativity to take place.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

On a global scale, I wouldn’t consider
it to be at a high level, unfortunately.
New Zealand has a lot of talent, a lot
of people doing incredible work inter-
nationally. I don’t think New Zealand
on the whole could be considered as
doing well in retaining talent - there
are many other attractive opportunities
in other countries. There is certainly
room for that to develop.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

It’s a big animal that you're trying to
track. There are many aspects to it,
ranging from the political to the social.
I think you find interesting places, like
for me from a design point of view, such
as Copenhagen, Melbourne, Tokyo,
cities that are considered to be designer
cities, attracting designers. And that
developed in that environment. I think
New Zealand’s urban design and infra-
structure plays a big role in that. I think
that is something that certainly needs
to be developed to be of a scale and stat-
ure of those kinds of design-hub cities.
When you allow
that infrastructure
to take place and the
possibilities within
that, it really creates
spaces and places
allowing people to
develop and grow
within the context.

In saying that, there
are some fields
such as IT where
the physical being
isn’t as important,
because of the digi-
tal age, and the way
information can be
transferred digitally.

The location isn’t
as important any
more. But develop-
ing those physical
spaces that people
are living in, the
context of their
surrounding envi-
ronment, allows for the creativity to
develop and grow, which I think is an
important part of attracting people
within cities and the environment of
New Zealand.

The location
isn‘t as
important
any more. But
developing
those physical
spaces that
people are
living in, the
context of their
surrounding
environment,
allows for
the creativity
to develop
and grow ...

7. Any final thoughts
for young people?

Whatever you do, you need to apply
yourself to your highest capabilities,
and that’s where talent really emerges.

The ability to focus and dedicate your-
self to whatever industry or profes-
sion or activity you are interested in
allows for you to develop yourself to
your highest potential. I think that
takes a lot of hard work, a lot of dedi-
cation and focus.

I would say whatever you're inter-
ested in doing, focus on that, and
really explore it to its full potential.
And allow yourself
still to be able to
be broad enough
to explore other
ideas as well, not to
get so hung up on
one particular idea
that you limit your-
self in other fields.
But when you find
yourself passionate
about something,
really push it to its
full potential. Allow
yourself to give it
your all.

Interviewed by Darren Zhang at Architec-
ture Van Brandenburg in Dunedin, on 4
June 2013. Photograph provided by Isa-
bella Harrex.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

People who are good at what they do
and have a proven track record. It
doesn’t necessarily mean university
education; if you are good at what you
do and you can prove yourself then I'd
say for me that’s what it is. In my line
of work you often hear people say ‘We
need to get this social media guru in
to tell us how to do this,’ and I wonder
if we're at the guru stage yet for some-
thing that’s still quite new and evolv-
ing every day, not necessarily scientific
and has a huge touchy-feely element
to it. Sure, there are people who do it
well and have lots of experiences that
you can learn from, so being able to
prove that and show what you've done
is talent, not just a fancy title.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

I think we do have gaps across the
board; it’s most acute with technol-
ogy. New Zealand is innovative yes,
but also behind on some things: fibre,

CATHERINE
WALKER

latest phones and gadgets and that’s
probably due to the demand factor not
being that high with a smaller popula-
tion and it’s that same small size that
vies for a limited talent pool.

| think we do
have gaps
across the
board; it's most
acute with
technology.

We're trying to build this huge global
tech business and the company [Xero]
is at a point where we're struggling to
grow. We have amazing people across
the board, not only developers but also
marketing, support, finance, ideas
people but there is only a limited pool
in New Zealand. And as we go global we
can’t necessarily keep hiring from just
New Zealand- I'm seeing first hand in
the US that doing business here is dif-

ferent so you need that local knowledge.

Catherine is the community manager in charge of
social media at Xero, a global online accounting
software company. Her background in analysis and
user documentation has contributed to her focus
on customer experience. Joining Xero in the early
days, Catherine is now based in New York, helping
take a New Zealand company to the United States.

3 « How do successful
organisations attract,
keep and grow talent?

A few different things, the obvious like
safe, great work environments but also
offering amazing work and the culture
- that will come in all sorts of shapes
and sizes and is definitely something
we're tasking ourselves to retain even
as we grow and go global. And good
pay - that’s an interesting one for me,
having been employed in New Zealand
and now living and working here in
New York City and being able to com-
pare pay and cost of living. Cost of
living overseas is pretty high, definitely
somewhere like New York, but from
my own personal experience the cost
of living in New Zealand is high too; I
mean accommodation is okay but some
other stuff like domestic travel, food,
dining out, flowers, cabs, drycleaning,
internet seems much more expensive
- it’s just a population thing I guess.

Another thing for companies to attract
talent would be good brand perception.
Does anybody really know how Apple
or Facebook works? Do people, unless
they know someone who works there,
really know what it’s like to work there?
Yet everybody seems to want to. Is it



that great inside or is it just such a great
brand that is so global that everybody
is drawn to it? It’s starting to happen
to Xero in New Zealand; I don’t think
it’s too arrogant to say that people look
at Xero and think, ‘Hey, I'd like to work
there’

4. Think about talent hubs
around the world, what
is cool and why?

In a really broad generic sense I think
groups of like-minded companies clus-
tered together is cool, brings a drive
and camaraderie; it’s a really good way
to connect with peers and learn from
their experience in an advisory way. I
think New York has quite a vibrant tech
start-up community and anyone could
find a niche hub but again population
comes into it — you can go to some tech
meet-up or something here or there’ll
be some weird mobile start-up platform
and everybody will be there — no way
there’s this scale in New Zealand but
there’s plenty of innovation and ini-
tiatives like WDCNZ (web developer
conference) so it’ll happen.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

To attract and grow talent, amazing,
interesting work is appealing. Some-
thing like Weta — I don’t even know
what they do there, it’s this black box,
it’s very mysterious - it’s interesting
on a global scale because the work is
fascinating. If you can attract people
to your amazing work and they under-
stand and want to be part of your vision
and story then they’ll come. And of
course a lot are drawn to the lifestyle
and country as a whole.

We've got a lot of folks from other coun-
tries at Xero and we've hired people in
a couple of bigger roles recently from

overseas who are coming to work for
Xero because they're really interested
in where we’ve come from and what
we’re looking to achieve - so the attrac-
tion is there.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

Ithink certainly thelifestyle of New Zea-
land is one to promote and that’s what
we do a lot but for me it’s not just about
the ‘clean, green’ aspect of New Zea-
land, it’s about everything else about
living and doing and starting busi-
ness. From an immigration standpoint
or a starting-business standpoint in

| don’t want to
live somewhere
that's 9 to
5, and some
aspects of
New Zealand
are very 9 to 5.

New Zealand personal tax and business
tax are actually a lot easier; you have
no idea how easy itis in relation to the
amount of tax you pay here and the
number of times you have to pay it. The
New Zealand government is doing a lot
of stuff right - everything is online, you
don’t have to fill out tax forms any more
if youre employed. That’s a good way to
attract people even if someone doesn’t
want to go hiking every weekend.

I guess a barrier to that is that as more
people, more talent goes to New Zea-
land and more businesses are successful
you are just competing for those same
limited resources. People say to me a
lot, I'm atypical because I've chosen to
live overseas. I'm proud to be a Kiwi but
it doesn’t define me — I love a city life

and have wanted to live in New York
forever, there’s a magnetic pull for me.
Ilove living in an apartment, in a bus-
tling big city, looking up a lot, getting
coffee at 5pm, have Amazon deliv-
ered the next day or having the gro-
ceries arrive at 9pm. But what I do miss
about New Zealand is how much easier
some of the fundamentals are — driver
licence, post office, medical services.
For me, without putting New Zealand
down, I do find it quite small and claus-
trophobic. I don’t want to live some-
where that’s 9 to 5, and some aspects
of New Zealand are very 9 to 5.

7. Any final thoughts
for young people?

I think it’s still important for young
New Zealanders to travel and to realise
there is a big world out there. Not that
what they’ll find out there is better,
but it just makes you appreciate more
about what you've got in New Zealand,
and that any opportunity you can find
overseas you could make that for your-
self in New Zealand with the right drive
and passion. Be proud to be a New Zea-
lander but for increasing international
relations and growing global compa-
nies, knowing how the rest of the world
works is important. Not everybody can
travel, obviously, but if you have an
opportunity to find out what’s going
on in the rest of the world, do that.

Interviewed by Charlotte Greenfield via
Skype, on 11 July 2013. Photograph pro-
vided by Catherine Walker.
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It’s a combination of raw intelligence,

business acumen, strong people skills
and conceptual thinking. These are the
best qualities and they exist in people
to varying degrees. Some would be
strong in one but not in the others.
Some would be uniformly strong, but
youwant a group which has a good solid
mix of all those factors.

We're in the same boat as any New Zea-
land business in terms of hanging on
to good talent. Our guys could work
anywhere in the world and we have
some professional barriers in the sense
that you need to get licences to operate
in some countries. Nevertheless, any
of our guys could walk out tomorrow,
and they all have this choice today. So
given that they all have this opportu-
nity, these are people who have chosen
to work here.

It will depend on what the talent is
wanting. So let’s just say we're talking
about entrepreneurial talent, they will
need to have entrepreneurial oppor-
tunities, and that’ll mean the ability
to have personal reward from their
efforts. If Weta Workshop was the
best place in the world for movie cre-
ativity, people motivated to work in
that environment would not necessar-
ily be driven by the financial rewards.
They are driven by the spark of others
around them who are great at what they
do. I think they’ll be motivated by dif-
ferent things and therefore attracted
by different things.

But your typical category of talent will
still be financially motivated to a sub-
stantial degree, therefore we've got to
pay them international rates or some-
thing close to it. I do not think the life-
style here is so much different to many
other places. When we think about
New Zealand, we think that people will
be motivated to come to a clean green
environment. That’s true, but I was
really happy to live in London - it had
little of that — the conversation there

Malcolm is a partner in the global law firm Webb
Henderson, which has developed from a practice
he established in 2004. The firm specialises in tel-
ecommunication, energy and other infrastructure
sectors and has offices in Auckland, Sydney, Singa-
pore and London. Currently working in Myanmar
(Burma), Malcolm presents us with the perspective
of an employer operating in a global market.

was the cultural richness of the place,
which we don’t really have. A number
of places have a lot of compensating
factors which make them just as attrac-
tive as a place to live.

The thing about people sparking off
people has got something to do with
it. It’s that talented people enjoy being
around talented people. That’s true and
therefore when you've got that criti-
cal mass, I suspect it’s an accelerating
factor because more and more people
want to be in these groups, mixing with
people socially and professionally.

The other characteristic is that there
tends to be a very strong tertiary insti-
tute as a driving factor. It’s also the easy
proximity to capital, and they're close
to international travel hubs. Take away
one of those things and it’s going to be
harder, isn’t it? Let’s just say you don’t
have a decent research university, are
you ever going to be one of those talent
hubs? Take away the easy travel you
get from a travel hub. If you don’t have
that, is it going to work? If you don’t



have those venture capital people, are
you going to be able to develop the busi-
nesses you need to sustain these tal-
ented people? They are going to be the
key environmental factors you need to

The thing
about people

sparking off
people has got
something to
do with it. It's
that talented
people enjoy
being around
talented
people.

put in place. I guess in the other parts
of the world, Cambridge, Boston, at
least the other tech hubs I'm familiar
with, seem to have all those character-
istics. But do we have that here?

Sort of okay. But it’s going to get a lot
harder. I don’t expect my kids to stay in
New Zealand, really. They’ll come back
eventually, but it’s going to be phenom-
enally difficult when they can do the
same work somewhere else and earn six
times the amount, and it’s still a nice
place to live. Would you like to live in
Paris or Geneva and earn six times the
amount? There are so many nice places
to live and you can earn a hell of a lot
more money. So that’s the challenge
our kids will face.

I don’t know if we are attracting many
people from outside the country. It’s an

expensive place for people to live, we
don’t pay very well, and we're along way
away from everywhere else so those
issues are our main challenges. I do
think we are responsive to the outside
world in terms of our export orienta-
tion. I think we’ve done well because
we have had to really, and that’s been
going on for some time. We are over-
coming some of those challenges of
distance. The companies that are suc-
ceeding overseas are doing so in spite
of where we are.

Well, it’s got to be very easy to come and
work here so it’s got something to do
with immigration. Citizenship and res-
idency will be a currency for countries
as there is a shortage internationally of
highly skilled talent. There should be
minimal barriers for people with the
requisite qualities to enter, live here
and settle in this country. The busi-
nesses that employ them will have to
be able to offer very attractive packages
that substantially rival what’s availa-
ble to them in other countries. These
are going to have to be businesses that
are highly competitive in an intensi-
fying globally competitive environ-
ment. We've got to make it easy for
the families to come here. We've got
to throw open the borders really in
some respects. It needs to be a highly
enabling environment, it needs to be
easy to do business, but these busi-
nesses will make their money outside
the country.

My feeling is that we're going into a
period where it is a true global market
for talent and what’s that going to mean
for us? Our people won't be restricted
by the visa issues that we would’ve had
in previous years. In terms of how we
keep people, the same sort of condi-
tions will be needed so domestic people
will have the same opportunities,

equalising out the opportunities they’ll
be able to have in any other part of the
world.

Itis a fascinating time you are getting
into, but you can’t be complacent about
the competition you’ll face. I think
where we will have some comparative
advantage in who we are as New Zea-
landers: our identity, our character,
our personality, our outlook, our abil-
ity to get on will be a substantially dif-
ferentiating factor. That softer side is
an area where we can stand out from
other people, particularly when they
don’t have English as their first lan-
guage. So it’s not all about the study
in other words, there’s that other side
of who you are that you need to evolve
and develop. Get out of the country,
and experience other cultures and
learn another language. I think you're
going to have to match your competi-
tors in terms of your academic capabil-
ities, you can surpass them in terms of
your softer skills, and if you've got an
international outlook, I guess that’ll
sharpen you up, so spend time outside
of New Zealand when you can.

Interviewed by Darren Zhang at Willis Bond
& Co. in Auckland, on 16 May 2013. Photo-
graph provided by Webb Henderson.
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1 « In the context of
your professional
background, what does
‘talent’ mean to you?

I think of talent as the top 20% of skills
in any given activity or profession; that
is how I would describe talent. People
who do not have to be absolutely out-
standing - not the top 5% - but cer-
tainly the top 20%.

Any area - it doesn’t have to be in
their chosen field. I do not think of it
as intellectual skill alone. I mean, 50%
of talent is application and dedication
so you can be intellectually average in
traditional learning skills that people
teach in school or university, but actu-
ally be very talented.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

In terms of what I do, we do not have
a big organisation, just two or three
people in and out of the office. A lot
of the things that we do are intellec-
tually based, but where we need sup-
port [ will generally contract in that
support. The way I think of it is to get

GRAEME
WONG

the right skills, to do the right job, at
the right time. And that doesn’t mean
they have to be fully employed by me.
We do rely on skills, and as long as I
can find the right skills to do what I
want, then I am happy.

3 « How do successful
organisations attract,
keep and grow talent?

Well, alot of it has to do with having a
platform and therefore an opportunity
for them to work on interesting things
and display that talent and get a result.
If we bring in a consultant, we would
hope that they find the task interesting
and challenging and derive the same
satisfaction as we would. If we're trying
to add value to what we do, then hope-
fully it is obvious to everybody who
works on it that we are adding value.

4 » Think about talent hubs
around the world, what
is cool and why?

You have to have enough critical mass, I
think. Because talent is not only about
having some skill; you need to inter-
act with other talented people and get

Graeme is an investment manager and a director
and board member of various companies, including
China Forestry Group NZ. He has held a number
of high-profile roles in the forestry, agricultural
and investment sectors. Currently based in Wel-
lington, Graeme provides us with an example of a
New Zealander who is working to increase this coun-
try's overseas trade and investment relationships.

ideas and help solve problems and all
those types of things. Part of the secret
is knowing who to talk to when you
have a problem, because a problem is an
opportunity. These days, you can talk
to anybody in the world pretty cheap,

Part of the
secret is
knowing who
to talk to when
you have
a problem,
because a
problem is an
opportunity.

via computer, Skype, that sort of thing.
So you can be connected without being
physically adjacent. So I don’t think a
hub is just a physical hub, it’s the intel-
lectual harnessing of talent.

Another thing is that you need a cer-
tain amount of diversity. You can’t
have everyone the same, because that
doesn’t get the different perspectives



and judgements, and doesn’t add value
the way diverse skills thinking about
the same problem from different angles
can add different perspectives and solve
problems.

5 » Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

I think New Zealanders are pretty tal-
ented generally. The issue is whether or
not they are working in a way that is
dedicated to New Zealand. The answer
to that is frequently they are not,
because talented people can work in
an international environment so they
get attracted to do whatever opportuni-
ties there are in the world, and because
we’re so small, often that’s not to the
immediate benefit of New Zealand.
Talented people are attracted to talent
at a level that they can get to. And if
thatis not a New Zealand opportunity,
then you can’t stop them going off and
doing whatever they are going to do.
Whether they come back is perhaps
the question.

How do you say ‘We want you to come
back’? You might say, Tm doing my
PhD in London,” or ‘Well, I've got this
five-year project and it relies on a par-
ticular resource that’s in the biggest
hospital in New York, because that’s
where the leading guy is.” Saying,
‘Listen, we need you in Wellington,
come to Wellington’ — how does that
work?

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

You can have a playing field and set
of rules, which relative to the rest of
the world is favourable. You can have
a set of rules that’s attractive, that’s
specific to whatever the rules are in a
certain industry or a certain type of

business. You might say, ‘Well, these
people need this type of thing.” So you
make the rules attractive for them to
come. In order to specifically pick on
sectors or activities, you have to work
with the competitive advantages that
you have. If you build off your activ-
ity, then you've got to say, ‘What’s the
aspect of technology and agriculture
that we can develop?” We already have
a competitive advantage in agriculture.
Therefore, getting technology develop-
ment to apply is achievable.

Probably the
most valuable
thing is to have
a work ethic.
If you have
that, talent can
be realised.

All industries are a bit different. Some
industries do rely on some sort of phys-
ical presence. But some things lend
themselves to scale in a non-physical
sense. Ideas are powerful and can be
built on. You can’t milk cows on the
internet, you have to have dairy farms.
But you can do research, collaboratively
and in different places, so you have to
find the intellectual ideas and research.
That can be harnessed without having a
physical presence. You can help people
do that by connecting them, and help-
ing them connect with other people in
their field.

Probably the most valuable thing is
to have a work ethic. If you have that,
talent can be realised. Most people have
the most opportunity to realise what-
ever talent they have in whatever field.

7. Any final thoughts
for young people?

You have to be good enough on a global
scale. So how do you find that out? You
can’t find that out sitting in Wellington.
You have to measure yourself against
other talented people in your field. You
have to go overseas and figure out, do
I have it or not? I think the issue for
New Zealanders is, once they get up
to a certain point, how can they then
help New Zealand? So, that’s a valid
thing to do - tap into all the talented
Kiwis you can find around the world,
and figure out, now what?

Interviewed by Darren Zhang at the South-
ern Capital Limited office in Wellington, on
17 July 2013. Photograph provided by Kens-
ington Swan.
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Many connections
We also wanted a range of experi-
ences; the ages of the interviewees
range from 19 (Jamie Band) to 79
(Jim Flynn). We also included a few
perspectives that were connected.
For example, we included a father
and son (David and Jamie Band);
the chair (governance) and execu-
tive (operations) from three com-
panies (Rod Drury and Catherine
Walker from Xero, David Band and
Anna Campbell from AbacusBio Ltd
and David Band and Dave Darling
from Pacific Edge) and the co-found-
ers of a charitable organisation for
the Christchurch rebuild, the Min-
istry of Awesome (Vicki Buck and
Kaila Colbin). Other connections
shown include those within uni-
versities (Anne Barnett, Jim Flynn,
Tahu Kukutai, Paul Hansen and
Ocean Mercier), the public service
(Liz MacPherson and Bill Moran)
and local councils (Vicki Buck and
Raf Manji from Christchurch City
Council). We also include those
interviewed by Sir Paul Callaghan
in his book Wool to Weta (Andrew
Coy and Ocean Mercier). Our aim
was to explore a range of connec-
tions throughout the country — dif-
ferent people doing different things.




Young people
No group in society was more impor-
tant to Sir Paul Callaghan than young
people. He found young New Zealand-
ers — with their sense of fun, their cour-
age, their craving for adventure, their

acceptance of their own fragility, and /
their desire to live a full life - totally

invigorating.

-
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SCHOLARSHIP
RECIPIENTS

We know our country can produce talent.
What we need to do now is explore what
to do with it and how to ensure we attract
and retain that talent in order to create an
economic and social landscape that provides
all New Zealanders with the opportunity to
take full advantage of their potential.

Charlotte Greenfield
Scholarship recipient

A dynamic, creative and thriving Aotearoa
New Zealand is one where vision and
foresight play a leading role in nurturing
and supporting future generations of locally
grown or incoming talent from overseas.

Darren Zhang
Scholarship recipient

In 2013, with the support of Sam Morgan, the Institute announced the Sir Paul
Callaghan Science Meets Humanities Scholarship recipients, Charlotte Greenfield
and Darren Zhang. Charlotte and Darren travelled the country, as well as utilis-
ing Skype to interview the 30 kiwis featured. They then wrote up the interviews
as if the reader was in the room with them, listening to the narrative unfold. We
wanted the outstanding 210 ideas to be accessible in a bold, creative, and fun
way. Their final observations from the 30 interviews are overleaf.
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OBSERVATIONS

Charlotte Greenfield and Darren Zhang share their reflections in response to the seven questions.

1 « In the context of
your professional
background, what does
‘talent’ mean to you?

In our conversations, everyone initially
described talent as comprising factors
like character, personality, having spe-
cific academic or technical skills, and
commercial drive.

As talent was explored further, these
components and what defines ‘talent’
soon fell away as people moved beyond
the idea of talent being concrete, to
something that encompasses more
than just the sum of its parts. Ambi-
tion, focus and the zest to make things
happen were mentioned. Talent, it
seems, is forward-looking and driven; it
involves curiosity and really hard work
to bring about results.

2 « Are you aware of any talent
gaps that exist or might arise
within the next ten years?

Although there were varying responses
to this question, it became clear that in
the next ten years there will be many
emerging fields, in particular involving
science and technology, and professions
that do not currently exist.

One historic challenge has always
been our size. Traditionally, the lack
of a sufficiently large pool to find the
right people has reduced our capacity
to scale up. Given the intensity of com-
petition all around the world, perhaps
we shouldn’t be too hard on ourselves.

Anumber of people raised the need for
specialist skills (especially in science

and IT). However, adaptability is vital,
and we need those specialists who can
also play other roles, such as in com-
mercialisation, marketing and com-

Talent, it
seems, is
forward-
looking
and driven;
it involves
curiosity and
really hard
work to bring
about results.

munication. We learnt that for a lot
of people it’s a good idea to get really
good at something, and then develop
a completely different, complemen-
tary skill-set.

3 « How do successful
organisations attract,
keep and grow talent?

While pay is important, income is not
what ultimately attracts truly talented
people (although it helps).

An inspiring, challenging and fun work
environment, the opportunity to col-
laborate with interesting people from
avariety of disciplines and to work on
exciting projects, and being given the
space to experiment and figure out who
you are professionally are what make
an organisation a talent magnet.

4. Think about talent hubs
around the world, what
is cool and why?

The central characteristic of a talent
hub appears to be a place where like-
minded people converge and are buzz-
ing. The theme of talent attracting
talent was mentioned a number of
times in relation to this question.

San Francisco and Silicon Valley, New
York, Singapore and London were
referred to repeatedly. Non-geograph-
ical conceptions of a talent hub were
also described, such as physical spaces,
websites or groups found on the inter-
net, and large corporates.

A supporting ecosystem of universities,
major transport hubs, incubators and
venture capitalists characterises and
is considered necessary to build and
sustain the growth of talent hubs. At
its heart are vibrant talent communi-
ties of like-minded people.

While Singapore and Finland were high-
lighted as good places for New Zeal-
and to draw lessons from, due to
their similar population sizes, each
is distinctive in character and history
and should not be directly emulated.
Instead, we need to grow our own pecu-
liar and identifiably unique talent hub,
while learning lessons from abroad.

5 « Can you assess
New Zealand’s performance
in attracting talent
on a global scale?

Most people commented that we need
to, and can, do better in this respect.



Many described our clean, green image
and our lifestyle as attractive factors,
but noted that we rest on our laurels
when it comes to these attributes. To
get local and incoming talent to con-
tribute to our economy and society, it
will take more than mountains, rivers
and the ability to go to the beach after
work. We need to create dynamic talent
ecosystems and industries that mark
New Zealand out in the global commu-
nity and attract talent here. Weta was
seen as a great example of this - but
we need a lot more Wetas. Many people
who are based overseas reminded
us that the world is a big place, and
New Zealand needs to stand out.

6. What does New Zealand
need to do in order to attract,
keep and grow talent?

A commonly shared sentiment among
all the interviewees was that we need
to step up with a well-planned vision
and strategy to realise a talent-driven
society. Many interesting ideas and pos-
sibilities were raised.

Some people talked about active immi-
gration policies to attract highly tal-
ented people from overseas. However,
there first have to be opportunities in
creative, innovative or high-tech busi-
nesses and work on stimulating pro-
jects to attract talented employees.
Many thought we had the potential
to create these businesses and that this
is already happening, but they are not
polished to world-market standard or
are being sold too early. The availability
of more start-up capital might help this.

A key factor would be changing the
world’s view of New Zealand from a
place with nice mountains and The
Hobbit to a place with really dynamic
industries. This could be done by word
of mouth, flowing naturally from the
creation of more dynamic businesses,
but the creation of promotional mate-
rials by the government and business

groups could also help. Some people
mentioned PR drives that tap into cur-
rent events. For example, one suggested
option was to promote New Zealand as
a country that protects internet free-
dom, which would attract a lot of dis-
gruntled tech workers from the United
States in the wake of the NSA leaks.
While the most effective PR strategy
can be debated, this type of thinking
around reworking New Zealand’s brand
away from simply ‘100% Pure’ (which
most pointed out is a lie) is something
we need to adopt in the future.

A commonly
shared
sentiment
among all the
interviewees
was that we
need to step
up with a well-
planned vision
and strategy to
realise a talent-
driven society.

Another great idea was to capitalise
on our perceived weaknesses. Our
small size means we are nimble, so
that it is easier for people to make
things happen. People seeking to make
changes and set up new enterprises
are able to talk to the ‘right’ people
in government and business in a way
that is not possible in many other
countries. We should celebrate that
and sell it as an advantage to people
overseas. Equally, our isolation can
be of benefit; for example, Google X
recently launched its Loon balloons in
Christchurch because of our geographic
isolation. Attracting Google X’s atten-
tion and resources is a major coup.

Everyone acknowledged that New Zea-
landers travel a lot and often work
overseas. Instead of seeing this as a
problem, perhaps we should be taking
advantage of it. Provide greater con-
nectivity to New Zealand for New Zea-
landers overseas, use their interna-
tional networks, and show them how
they can help New Zealand businesses
from overseas. Global businesses like
Xero are a great conduit for this. The
KEA network was also mentioned as
something that could be used more to
drive specific outcomes rather than
just socialising and casual networking,.

One very practical suggestion for
ensuring that New Zealand can play on
the global stage is getting faster inter-
net. A fibre-optic cable could make a
significant difference to New Zealand’s
connectivity.

7. Any final thoughts
for young people?

Travel and going on an OE was highly
encouraged as a way of providing young
Kiwis with the experiences and expo-
sure to understand global best prac-
tice in order to stay ahead. Travel was
also seen to help people appreciate
the potential of living and working in
Aotearoa New Zealand.

Surprisingly, even the business-minded
stressed the importance of pursuing
your passions and doing what you love,
noting that it could lead to a worthwhile
and meaningful job, enhanced creativ-
ity and the ability to make money and
create opportunities for others.

Many people also talked about how
much the world is changing, stressing
that set careers and jobs don’t exist
in the same way as they use to. They
emphasised that it was good to keep an
open mind about your career path, and
that doing what you love will ensure
that this lack of certainty will be excit-

ing rather than overwhelming.
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citey | 'siti]
noun (plural cities)
1. alarge town: one of Italy’s most beautiful cities [as modifier] | the city centre

British a town created a city by charter and usually containing a cathedral.

+  North American a municipal centre incorporated by the state or province.
[with modifier] informal a place or situation characterized by a specified
attribute: the staff were in turmoil — it was panic city

2. (the City) short for CITY OF LONDON.

+ the financial and commercial institutions located in the City of London:
the Budget got a stony reception from the City [as modifier] | a City analyst

DERIVATIVES
cityward adjective & adverb
citywards adverb

ORIGIN

Middle English: from Old French cite, from Latin civitas, from civis ‘citizen’.
Originally denoting a town, and often used as a Latin equivalent to Old English
burh ‘borough’, the term was later applied to the more important English bor-
oughs. The connection between city and cathedral grew up under the Norman
kings, as the episcopal sees (many had been established in villages) were removed
to the chief borough of the diocese.

- Oxford English Dictionary
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Photo provided by Auckland Tourism, Events and
Ecgnomic Development Ltd
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In.2010 Len Brown became the first mayor of the rewly united Auckland; a:city
of 1.5 million people (one-third of all New Zealanders) and 180 ethnicities. Since
then, he has led the development of a shared vision for Auckland with the input of
tens of thousands of citizens: His objective.is to make Auckland the world’s most

liveable city.

QoA

Len Brown
Mayor of
Auckland

What makes Auckland a place
where talent wants to live?
Auckland is a place that combines great
natural beauty, an exciting cultural and
ethnic mix with tolerant and inclu-
sive communities, and a lifestyle that
can take you from a wild West Coast
beach in the morning to major sport-
ing events in the afternoon, and world-
class dining and shows in the evening.

What are the biggest challenges
Auckland faces today?

We Aucklanders need to see the oppor-
tunities available to us and be ready to
seize them when they present them-
selves — it needs a change in mindset
and we are only halfway there. We need

to invest appropriately in public trans-
port after years of neglect, and stop
wrecking the stunning environment
around us by having a sprawling urban
footprint when a more compact foot-
print can give us all the choices and
options our people need.

What is Auckland's strategy for
attracting and retaining talent?
We have our Auckland Plan roadmap,
to broaden our economic base to an
economy focusing on innovation and
high-tech development, where clear
education and training pathways take
our people to being highly skilled and
educated. We are building a world-class
city centre and waterfront, connecting
Aucklanders across the region with
an integrated transport system, and
placing a strong emphasis on our crea-
tive sectors and having a dynamic cul-
tural life.

Local talent
-".;‘ | 16. Andrew Hamilton ..39
The ICEHOUSE

18. Tahu Kukutai .......... 43
University of Waikato

26. Frances Valintine...61
The Mind Lab

29. Malcolm Webb......... 67
Webb Henderson

Hayden Glass ............... 103
Sapere Research Group

Shaun Hendy................ 101
University of Auckland

Darren Zhang
University of Auckland
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Brown
Mayor of
Wellington
City

What makes Wellington a place
where talent wants to live?

Our cosmopolitan capital lifestyle.
We're so close to wild nature; our
rugged South Coast provides water-
based adventure like kayaking with
dolphins or diving, and the city is inter-
spersed with many walking and moun-
tainbiking tracks. People love having
a flat white while enjoying world-class
arts along our waterfront.

What are the biggest challenges
Wellington faces today?

Old-school thinking in some quarters
that suggests big roads are the solu-
tion, when in fact they can create bigger
problems. We're a modern, progressive,

. . b .
recogi:;mal trends. P

ted in the .

b,

‘.r‘ﬁ-

connected city; the way we think needs
to reflect this and encourage it.

What is Wellington’s strategy for
attracting and retaining talent?
Telling the Wellington story overseas
and making every Wellingtonian an
ambassador for the city. Promoting
world-class strengths in creative indus-
tries, ICT, disaster resilience and urban
ecology. Securing long-haul direct
flights from Asia.

*

; ety - .‘ N - “‘ ,'____"___‘_' s — g
smayorin2010, geliﬂ..___WgﬂS;QQJdﬂ?Lf hmpported the creative sec:
1in the 2011 strategic vision Wellingtet *

1. Rik Athorne ............... 7
Weta Workshop

4. Anne Barnett ............ 13
Viclink

5. Tim Bennett .............. 15
NzX

14. Janice Feutz ............ 35
CORE Technology

19. Liz MacPherson ......45
Statistics New Zealand

21. Ocean Mercier......... 51
Victoria University

22.Bill Moran............... 53
Treasury

25. Mike O’Donnell ..... 59
‘MOD’
Trade Me
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Lianne
Dalziel
Mayor of
Christchurch

What makes Christchurch a place
where talent wants to live?

We're building the newest city in the
world. No other place on earth has the
world of possibility that Christchurch
offers today.

What are the biggest challenges
Christchurch faces today?

Our challenges are all opportunities.
How do we ensure our natural, built,
economic, cultural and social environ-
ments are both resilient and sustaina-
ble? We are aliving laboratory for help-
ing the world to learn about how to
invest in disaster risk reduction, cli-
mate change adaptation and sustain-

able community development.

What is Christchurch’s strategy
for attracting and retaining
talent?

We are redeveloping our strategy for
attracting and retaining talent in light
of the enormous opportunities the city
now offers. We have world class ter-
tiary and research institutions and the
capacity to nurture innovation and cre-
ativity in a way that is unique in the
world. We are a city of ideas co-creat-
ing our future.

Local talent

6. Vicki Buck ................. 17
Ministry of Awesome,

NZ Windfarms Ltd and
Christchurch City Council

9. Kaila Colbin ............... 23

Ministry of Awesome

12. Roger Dennis .......... 31
Innovation Matters

20. Raf Manji................ 47
Sustento Institute and
Christchurch City Council
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DAVE CULL

Photo provided by.-Dunedin Gity.Council
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QoA

Dave Cull
Mayor of
Dunedin

What makes Dunedin a place
where talent wants to live?
Dunedin offers a great lifestyle and
plenty of opportunities to make your
mark. The city makes a considera-
ble investment in R&D and there are
well-established research networks. It
is recognised for innovation and crea-
tivity and has a reputation for being a
launch pad for businesses moving into
global markets.

What are the biggest challenges
Dunedin faces today?

We need to clearly articulate what Dun-
edin can offer investors and businesses
seeking to establish new ventures so
they know they will be welcomed,

supported and successful. We are
changing the idea that Dunedin is far
from other markets — digital technol-
ogy means we are just next door.

What is Dunedin’s strategy for
attracting and retaining talent?

As part of Dunedin’s Economic Devel-
opment Strategy, the city aims to
retain local and international stu-
dents through business internship pro-
grammes and to target skilled migrants
and broker opportunities for them with
the business community. We are build-
ing more pathways between business
and education providers.
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7. Anna Campbell .......... 19
AbacusBio Ltd

11. Dave Darling ........... 29
Pacific Edge

15.Jim Flynn............. 37
University of Otago

17. Paul Hansen............. 41
University of Otago

23. Tim Nixon ............... 55
Runaway

27. Damien van

Brandenburg................. 63
Architecture Van Brandenburg
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GLOBAL CITIES

Photo by Mark McGuinness
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'Stronger ties amongst cities ‘could result in certain configurations of cities becoming
more important than traditional state-based structures. ... In the future, cooperation
amongst cities may become the new norm in diplomacy.’

— Singapore’s Centre for Strategic Studies Annual Report 2012

Global Cities

These 11 Kiwis live and work differently
from the way people lived 50 years ago.
They either travel extensively but live
in a beautiful part of New Zealand,
or they base themselves overseas but
continue to maintain close ties with
New Zealand. They live in a city of 7
billion people.

Given this trend, cities and how they
grow, attract and retain talent will be
fundamental to the development of
New Zealand on the global talent stage.
Most importantly, what became appar-
ent is that it is critical we connect talent
in New Zealand. The following pages
explore the literature surrounding
cities and provide demographics on four
major New Zealand cities. Section 3
explores talent and the economy in
order to understand how we might
move towards a talent-based economy.

Global talent

2.DavidBand................... 9
AbacusBio Ltd and Pacific Edge
— Based in Australia

3.JamieBand ............... 11
Duke University
— Based in the US
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8. Rachel Carrell .......... 21
DrThom
— Based in the UK

10. Andrew Coy.............. 25
Magritek
— Based in New Zealand

13. Rod Drury............. 33
Xero
— Based in New Zealand

24. Patrick Nolan........... 57
Reform
— Based in the UK
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28. Catherine Walker ..65
Xero
— Based in the US

30. Graeme Wong........... 69
Tourism Holdings Ltd,

China Forestry Group NZ

— Based in New Zealand

Charlotte Greenfield.... 74
Columbia University
— Based in the US

Sam Morgan ... 3
Jasmine Social Investments
— Based in New Zealand

John Trail ..................... 108
Magritek
— Based in New Zealand
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NURTURING
TALENT HUBS
IN THE 21ST
CENTURY

WENDY MCGUINNESS

Experts estimate that by the year
2050 two-thirds of the world's pop-
ulation will live in urban areas,
a trend that is expected to be
reflected in New Zealand. According
to Statistics New Zealand, 71.8% of
New Zealanders live in urban areas
of 30,000 people or more.

It is little wonder then that we are
seeing a worldwide resurgence in the
interest in cities, what makes them tick
and, more importantly, what makes
them fail. In this essay we look at the
current literature from the perspec-
tive of talent: redefining talent, why
cities count, and how we might design
urban environments so that they grow,
retain, attract and connect talent?

‘One hundred years ago, 2 out of every 10 people lived in an urban
area. By 1990, less than 40% of the global population lived in a city,
but as of 2010, more than half of all people live in an urban area. By
2030, 6 out of every 10 people will live in a city, and by 2050, this
proportion will increase to 7 out of 10 people.’

— World Health Organization

Sir Paul’s idea of creating a place where
talent wants to live, emphasises the rela-
tionship between talent, live and place.

Talent, as emphasised in the interviews

in part one, is best assessed in terms
of three components: character (the
key component), personality, and a

commitment to learning and practic-
ing skills (see diagram overleaf).

Live represents lifestyle; it is not about
wealth per se, but about improving our
living standards. Treasury’s Living
Standards framework provides a useful
basis for considering the quality of how
we live, assessing public policy in terms
of five living standard dimensions: eco-
nomic growth, sustainability, equity,
social infrastructure, and risks.

Place is best understood in terms of the
workplace and the marketplace: where we
are inquiring, engaged and being produc-
tive. Sir Paul’s vision, linking these three
concepts, is a great platform from which
to consider the development of our cities.



Talent - Redefining talent
in the 21st century

Personality

Character

Practise

In arecent article in the Deloitte Rev-
iew, The open talent economy: Beyond
corporate borders to talent ecosystems,
Jeff Schwartz explains how work-
ers today are mobile, connected and
manage their own careers, meaning
that employers must redefine not only
what it means to engage with talent but
also what they offer talent. Extending
this further, cities and countries should
do the same.

The Deloitte article considers talent in
terms of an ‘open talent economy con-
tinuum’ (see below).

where freelancers can go to work with a
community of people who share simi-
lar interests; here you are likely to
find good coffee, a desk to rent for the
day, and access to a locker and meet-
ing rooms. As an alternative to staying
at home (which rarely works), these
intermediate work spaces are attract-
ing talent in droves. Given that we are
moving further along the continuum,
the challenge is to understand and
embrace this new relationship between
talent and the economy. The example
above demonstrates how city environ-
ments can evolve to support new talent
and ideas, hence managing cities well
is becoming increasingly important.

Live - Why cities count

Chris Anderson, former editor of
WIRED magazine, author of The Long
Tail, and more recently Makers: The New
Industrial Revolution, comments, ‘a ser-
vice economy is all well and good, but
eliminate manufacturing and you're a
nation of bankers, burger flippers, and
tour guides’. In Anderson’s opinion the
economic growth in the long term will
be about being small and global, arti-

with the best innovation model, not
the cheapest labour. Societies that
have embraced ‘co-creation’, or com-
munity based development, win. They
are unbeatable for finding and harness-
ing the best talent and more motivated
people in any domain’.

Edward Glaeser, professor of economics
at Harvard University and author of Tri-
umph of the City, draws similar parallels
to Anderson. He observes that public
policy and large-scale public works
almost always fail in their objective
of regenerating cities’ fortunes. Most
importantly, he introduces the idea that
an urban government’s job should be to
care for its citizens, stressing that “...
public policy should help poor people,
not poor places ... [a] mayor who can
better educate a city’s children so that
they can find an opportunity on the
other side of the globe is succeeding,
even if his city is getting smaller’

In his recent book Cities Are Good for
You, Leo Hollis discusses the need to
redefine the meaning of community
in our increasingly urban world. For

Open talent economy continuum

Balance Sheet Partnership Borrowed Freelance Open Source

In this continuum, the balance sheet
talent is simply the traditional empl-
oyer/employee contract model. From
there they move to collaboration
through partnership, then to borrow-
ing talent under contracting arrange-
ments, then to injecting missing capa-
bilities into teams (freelancing talent),
and finally to open source where people
contribute their time for free. One of
the fastest growing roles is the free-
lancer, which hasled to the growth of
freelance hubs in the United States.
The idea is that buildings are themed
by speciality (such as tech or designer)

sanal and innovative, high-tech and
low-cost. It will be about creating the
sorts of products that the world wants
but doesn’t yet know it wants, ‘because
those products don't fit neatly into the

mass economics of the old model’.

Anderson believes that innovation,
not labour costs, will decide the future
centres of manufacturing. He says that
although ‘the spread and sophistica-
tion of automation will increasingly
level the playing field between East
and West ... the maker-movement
tilts the balance toward the cultures

him, community goes beyond people
who share a space; he believes ‘[i]t is
an ecology that combines place, people
and the way they interact’. Hollis fur-
ther highlights the complex nature of
cities, stating that although ‘the idea
of people coming together, sharing the
same space and getting on with each
other sounds simple, 7000 years of
urban history disproves this.” He raises
questions such as ‘how can you prove
you are who you say you are and how
can you define humanity when people
are on the move so much?’ Questions
like these underlie much of the debate

920



91

on how best to make cities work for
people, not places.

Although city planning is not new,
thinking about cities as living organ-
isms is a relatively recent concept.
The idea seems to have originated in
abook by social scientist Jane Jacobs,
The Death and the Life of Great American
Cities, first published in 1961. In the
book Jacobs outlines her key idea that
to understand cities we have to deal
outright with combinations or mix-
tures of uses, not separate uses, as the
essential phenomena. “The diversity,
of whatever kind, that is generated by
cities rests on the fact that in the cities
so many people are close together, and
among them contain so many different
tastes, skills, needs, supplies and bees
in their bonnets.

Jacobs’ book has had something of
a resurgence in recent years. The UK
government’s chief scientific adviser,
Sir Mark Walport, discussed Jacobs’
observations at the opening of a new
foresight project on the future of cities.
Foresight UK is part of the Government
Office for Science within the Depart-
ment for Business, Innovation & Skills.
It is headed by Walport, who reports
directly to the prime minister and Cab-
inet. The project will take a long-term
look at how cities in the UK can best
contribute to economic growth over
the coming decade, taking into con-
sideration wellbeing, equity and social

inclusion (see www.bis.gov.uk/fore-
sight). Interestingly, the UK also has
a city focus in Cabinet, with a desig-
nated Minister of Cities. See further
discussion on page 109.

Walport noted that Jacobs had strongly
criticised city planners who wanted to
create neat and tidy zones that only
met one function. In her view, a well-
designed city should allow people to
go outdoors at different times for dif-
ferent purposes, while also sharing
many facilities. Her goal was to mix
work and play, housing and services,

so that districts could serve more than
one primary function. Specifically, she
suggested block sizes should be short,
creating frequent opportunities to turn
corners. Jacobs was clearly an observer
of humankind, who understood that
cities are ecosystems, resources are
finite and interaction is good for
communities.

Smart cities are also a concept that has
come of age. Jane Wakefield, a tech-
nology reporter for the BBC, recently
identified smart cities as those that
use technology to respond directly
to the needs of the people. Wakefield
cited London, Rio de Janeiro, Johan-
nesburg and Singapore as examples.
This is similar to the way Roger Dennis
talks about Christchurch becoming a
sensing city (see page 31). Cities that
embrace technology and citizenship
through improved forms of data infra-
structure must, by their very nature,
be more attractive to talent.

Wellington

The organisers of the annual Future
of Cities Forum, held in Delhi, Dubai
and most recently Hamburg, stated
eloquently: ‘Cities must go beyond
sustainability to truly regenerative
development: not only becoming
resource-efficient and low carbon emit-
ting, but positively enhancing rather
than undermining the ecosystems on
which they depend. Regenerative cities
mimic nature’s circular metabolism
and operate in a closed-loop system
that transforms waste outputs into
inputs of value.” See www.futureofci-
tiesforum.com.

Place - Urban design

If demographers are telling us that
cities are where most of us will live and
economists are telling us that inven-
tors are key to competing in the global
economy, it is time to think hard about
how cities might attract, retain, grow
and connect talent. Using the anal-
ogy of an ecosystem, the question then
becomes what talent should cities try
and attract to pollinate the landscape
and how might local councils go about
creating such an environment?

In addition, serendipity plays a huge
role in invention — whether it is in
making a new product or creating a
new talent hub. We do know, however,
that the more we connect, the more
likely new products will be invented
and complex problems resolved. Essen-
tially, we are social creatures; we enjoy
spending time with people of similar
interests and pursuing shared goals.
Local authorities and governments that
purposefully design places for people to
connect and interrelate are more likely
to develop cities that thrive.

Shaun Hendy (see page 101) shows that
interaction and, in particular, sharing
information is fundamental to inven-
tion, and therefore impacts positively
on the economy. Hence the same phe-
nomenon that Jacobs recognised in
1961 - that population density has a
positive effect on wellbeing - is equally
true when looking at talent: population
density counts. Using Jacobs’ observa-
tions, rather than focusing on creating
neat and tidy zones that only meet one
function, planners should prioritise
optimising city areas, mixing houses
and services so that ‘talent’ are able
to mix, work and play.

Mark McGuinness, who runs the
New Zealand property development
company Willis Bond & Co., explained
the link between talent and cities this
way. Those with talent need an organic
workspace and, depending on their
degree of success and maturity, their



requirements will change over time. So
in the early days they generally need
small organic, gritty places which, ina
way, are a badge of honour because they
are humble and raw. Then, as people
grow and prosper, their needs change.
Exemplars of the 21st century include
the headquarters of Facebook, Google
and Microsoft. But there is another
trend emerging: twenty years ago,
talent wanted what Microsoft built —
open park-like settings away from the
hustle and bustle of the city.

Kirk Johnson and Nick Wingfield
discussed this trend recently in
The New York Times, noting that Ama-
zon’s decision to move into the centre
of Seattle is a rejection of the subur-
ban model typified by Microsoft. John-
son and Wingfield commented on the
increasing tendency for technology
companies to move their offices into city
centres, citing Twitter and Dropbox in
San Francisco, Tumblr and Etsy in
New York, and Google in Paris and
Pittsburgh as examples. They believe
that ‘[a]n urban setting, with access to
good restaurants, nightclubs and cul-
tural attractions, has become as impor-
tant a recruiting tool as salary or ben-
efits for many companies.” See image
of Amazon’s proposed headquarters in
downtown Seattle below.
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McGuinness believes we are already
seeing employers working hard to be
responsive to the needs of emerging
talent. Gen Y want a better work/life
balance; they want a one-bedroom
apartment they can lock and leave,
a street below that is humming with
cafes and food markets by day and pul-
sating street life at night. Down the
road they want a place to hire a car
(they don’t want to own a car, a house
or anything they cannot carry on their
backs), a gym, a park and friends who
share their passions. They want to work
hard with others who are also talented
and share their work interests; working
in a prescriptive work environment or
from home is not for them.

Further, McGuinness believes that
people from Asia are going to be a big
component of our cities in the future;
many have been apartment-dwellers
for three or four generations and seek
out apartment-living on arrival in
New Zealand. In many ways they
started the trend. The fact that they
have embraced this way of living is an
important indicator that apartment
living is here to stay.

Decisions made today by local author-
ities and central government matter;

cities that embrace talent successfully

will be the cities of the future. We ques-
tion who in New Zealand is doing the
research to understand how cities
might grow, attract, retain and connect
talent, and the thinking on how our
major cities might develop and interact
over time. Grace White provides some
data overleaf to add to the dialogue.

Cities are clearly complex ecosys-
tems, but they are systems neverthe-
less. We need to understand not only
how to grow talent, but how to build
environments in which talent want
to live, work and play. Only by listen-
ing to what talent need and want, will
we be able to stop them flying off to
greener pastures or, if they do leave,
tempt them home again. Our New Zea-
land cities have a lot to offer, we just
need to connect the dots.

From the 30 interviews in part one,
four key themes have become clear -
New Zealand must work hard to grow,
attract, retain and connect talent.
Therefore how we manage our cities,
and in particular our talent, will be
critically important in the 21st century.

Global design firm NBBJ's i'endering of Amazon's planned headquarters in Seattle, which is expected to draw thousands of workers.
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GRACE WHITE

Source: Statistics New Zealand
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Sources: Auckland Tourism, Events and Economic Development, Christchurch Central Development Unit, Dunedin City
Council, Google Maps, Grow Wellington, LIANZA, Ministry of Business, Innovation and Employment, National Library
of New Zealand, New Zealand Educated, NIWA, QV, Seek.co.nz, Statistics New Zealand, Tertiary Education Commission,

University of Auckland, University of Canterbury, University of Otago.

* Jobs advertised on the website Seek as at 18 September 2013.

Growth industries identified by Local Councils from their websites.

Population

1 507,600

total

339

average age

Auckland

Wellington 449,500

total

35.3

Average age

(Encompasses Wellington city,
Lower Hutt, Upper Hutt, Porirua
and Kapiti Coast)

Christchurch 363, 199
36.4
Average age

Dunedin

126,900

total

35

Average age

New Zealand 4,433,000

total

359

Average age

Employment

624,060

jobs filled

50,140

job creation

32,890

job destruction

8,130

jobs on Seek*

133,950

JObS filled

10,580

job creation

7,160

job destruction

2,494

jobs on Seek*

174,870

jobs filled

13,870

job creation

10,800

job destruction

2,082

jobs on Seek*

51,750

jobs filled

5,060

job creation

2,420

job destruction

213

jobs on Seek*

1,828,780

]ObS filled

158,690

job creation

122,930

job destruction

16,226

jobs on Seek*

Unemployment

7.6%

unemployment

12.5%

youth
unemploe/ment
NEE

/.1%

unemployment

9.6%

youth

unemployment
XNEE

5.9%

unemployment

12.5%

youth
ment
NEET)

unemplo

4.8%

unemployment

11.1%

youth
unemployment
NEET)

6.8%

unemployment

12%
youth
unemployment
NEET)

Income

$1,411

weekly income per
household

$577

Education

42.5%

percentage with
post-secondary
qualification

number of public = total median weekly
tertiary institutions income
40,000 $694
Sn(olmg{wt a]’E men

" huckiand $479
women

46.3%

percentage with
post-secondary
qualification

S1,475

weekly income per
household

$630

number of public  total median weekly

tertiary institutions income

21,000 $768

_ . enr_olme_nta} men
Vict u t

O Wellington $505

women

40.5%

percentage with
post-secondary
qualification

51,273

weekly income per
household

$581

total median weekly
income

number of public
tertiary institutions

14,617 $735
enr_otmsma; men

the U t
* Canterbury $450
women

41.2%

percentage with
post-secondary
qualification

2 $532

number of public = total median weekly

$1,181

weekly income per
household

tertiary institutions income
21,728 $706
_enrol_menftsithe men
University of Otago 434
$women

1,504

weel lymcome per
household

$560

total median weekly
income

$707

men

$450

women

39.9%

percentage with
post-secondary
qualification

29

number of public
tertiary institutions

Housing

50.7%

percentage who own
their own home

$644,973

average house price

476,406

total number of
dwellings

49.8%

percentage who own
their own home

$445,899

average house price

165,222

total number of
dwellings

59.8%

percentage who own
their own home

$432,961

average house price

145,629

total number of
dwellings

53.9%

percentage who own
their own home

$284, 516

average house price

48,927

total number of
dwellings

54.5%

percentage who own
their own home

$448,929

average house price

1,651,542

total number of
dwellings



Transport

8.5%

public transport use

6 km

average commute
to work

14%

public transport use

5km

average commute
to work

%
4%
public transport use

5 km

average commute
to work

public transport use

3.5 km

average commute
to work

Area

1,086

total sq km

0.0007

sq km per person

2,120

total sq km

0.005

sq km per person

1,426

total sq km

0.004

sq km per person

3,314

total sq km

0.03

sq km per person

268,680

total sq km

0.06

sq km per person

Climate

19°C
mean annual temp

2,003.1

sunshine hours p.a.

159°C

mean annual temp.

2,110.3

sunshine hours p.a.

17.2°C

mean annual temp.

2,142.5

sunshine hours p.a.

14.6 C

mean annual temp.

1,683.7

sunshine hours p.a.

Culture

2,757

cafes and
restaurants

public galleries and
museums

55

libraries

/51

cafes and
restaurants

public galleries and
museums

29

libraries

551

cafes and
restaurants

public galleries and
museums

19

libraries

201

cafes and
restaurants

1

public galleries and
museums

5

libraries

7,095

cafes and
restaurants

public galleries and
museums

304

libraries

Businesses

161,154

total businesses

Growth industries**
Manufacturing,
Tourism, Life
Sciences, Education,
Conventions, Food
and Beverage, ICT,
Screen and Digital,
Primary Industries,
Marine, Exports

46,169

total businesses

Growth industries**
IT, Biomedical,
Clean Technology,
Screen and Digital,
Food and Beverage,
Manufacturing,
Primary Industry,
Film

36,422

total businesses

Growth industries**
Professional

and Engineering
Services,

Financial Services,
Construction,
Healthcare, IT

10,658

total businesses

Growth industries**
Health Technologies
and Biotechnology,
Primary Industries,
Food and Beverage,
Education, Tourism,
Manufacturing and
Engineering, ICT and
creative industries

504,381

total businesses

Organisations Interviewed

The ICEHOUSE #16

The Mind Lab #2
University of Waikato #18
Webb Henderson #29

China Forestry Group NZ #30
CORE Technology #14
Magritek #10

NZX

Statistics New Zealand #21
Tourism Holding Ltd #30
Trade Me #25

Treasury #22

Viclink #4

Victoria University #19
Weta Workshop #1

Xero #13, 28

3
(V]

Christchurch City Council #6, #20
Innovation Matters #12
Ministry of Awesome #6,
NZ Windfarms #6
Sustento Institute #20

AbacusBio Ltd #2, #7
Architecture Van Brandenburg #27
Pacific Edge #11

Runaway #23

University of Otago #15, 17

Beyond New Zealand:

DrThom #8
Duke Universit*#3
24

Reform






esconeo.my |i'’kenami|
noun (plural economies)

1. the wealth and resources of a country or region, esp. in terms of the produc-
tion and consumption of goods and services

+ aparticular system or stage of an economy: a free-market economy

2. [mass noun] careful management of available resources: fuel economy
[as amodifier] offering good value for money: an economy pack of soap flakes
+ sparing or careful use of something: a technique based on economy of effort
+  [count noun] (usually economies) a financial saving: there were many econ-

omies to be made by giving up our London offices

3. (also economy class) the cheapest class of air or rail travel: we flew economy

- Oxford English Dictionary
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SUSTAINABLE
ECONOMIC
GROWTH FOR
NEW ZEALAND:
AN OPTIMISTIC
MYTH-BUSTING
PERSPECTIVE

SIR PAUL CALLAGHAN

100 ies, 100 inspired entrep
An additional $45 bn per annum in exports (double our present exports)

Ask the question: why would such a business want to stay in New Zealand?

“A place where talent wants to live™

What follows is a summary of Sir Paul Callaghan’s keynote address to the
StrategyNZ workshop in March 2011. A video of Sir Paul’s presentation is available
on YouTube; see details on page 113. This address builds on the earlier observations
he outlined in Wool to Weta (2009); see book review on page 111.



Long-term vision is something
we tend to avoid in New Zealand,
with the possible exception of
Maori, who have greater reason to
focus on the development of their
assets for future generations of
mokopuna. But | will argue here
that vision is essential to any strat-
egy aimed at enhancing prosper-
ity. Itis my belief that we are poor
because we choose to be poor,
and that what holds us back are
self-serving but dishonest myths.

The first myth is that we are an egal-
itarian society, a great place to bring
up children. But in income disparity,
child mortality, imprisonment rates
and most other negative social indi-
cators, we are among the worst in the
OECD. The second myth is that we are
clean and green. In truth, the reality is
altogether different. Like other devel-
oped countries we have despoiled our
environment to eke out a measure
of prosperity, and we therefore have
no moral high ground from which to
preach to others. Our valuable dairy
industry severely impacts our rivers
and lakes. Our pastoral industries are
significant emitters of greenhouse
gases. The third myth is that we, as
New Zealanders, do not need prosper-
ity, that we have ‘lifestyle’ instead. But
we complain that our health system
cannot afford to meet our needs and
that our infrastructure is decrepit. Now
we face significant economic stress fol-
lowing the Christchurch earthquake.
Furthermore, the ‘lifestyle’ argument
is hard to sustain, given New Zealand-
ers are the second hardest working in
the OECD. But when we look at how
hard we work against how productive
we are, in comparison to other OECD
countries, we see that New Zealand-
ers are amongst the least productive.

Fifty years ago more Australians
migrated to New Zealand than vice
versa and the New Zealand dollar was
much stronger than Australia’s. Now
Australia is 35 percent richer than

New Zealand, representing a $40 bil-
lion per annum GDP shortfall for us.
Let me illustrate that in a different
way. There are 1.3 million full time
equivalent of jobs in New Zealand.
In order to maintain our current per
capita GDP we need a revenue per job
of $125,000. In order to match Aus-
tralia we need around $170,000. Tour-
ism brings in around $80,000 per job,
and while usefully employing unskilled
New Zealanders, it cannot provide
a route to prosperity. By contrast
the dairy industry brings in around
$350,000 a job. The problem with dairy
is that environmental limitations pre-
vent us from scaling it up at all, let
alone by the factor of 5 or 6 we need
to make up the $40 billion per annum
shortfall.

Interestingly, our largest export-earn-
ing sector is manufacturing (contra-
dicting yet another New Zealand myth
that everything is ‘made in China’).
At around $250,000 a job on average,
these businesses thrive by producing
goods that have a high profit margin
and a high ratio of value to weight. The
key to this kind of manufacturing is
knowledge content, and that in turn
is driven by investment in research
and development (R&D). The poster
child of such business is Fisher and
Paykel Healthcare, with $500 million
per annum of exports. If we had 100
such companies, our prosperity would
be assured and in a manner which is
entirely sustainable. Such businesses
generate no greenhouse gases, do not
require land or energy, and do not
dump nitrates into our streams. Out
in the larger global economies, there

are even more startling examples of
sustainable businesses which are highly
productive. Apple Inc. earns around
$2,000,000 per job while Google and
Samsung around $1,400,000.

The obvious and the politically fash-
ionable products will undoubtedly be
addressed by much bigger players than
New Zealand in the world economy.
Where we will be successful is in the
technology niches. Because we are only
0.2 percent of the world’s economy, we
are subject to a 500 times multiplier
which can make such niches highly
profitable bases for businesses which
are large on the New Zealand scale.
Fisher and Paykel Healthcare domi-
nate the world market for respiratory
humidifiers. Rakon are world-class
players in crystal-controlled oscilla-
tors. And if we can, as we do now, have
ten such companies exporting between
them nearly $4 billion per annum, why
not 100? Indeed, we have grown such
companies despite a complete lack of
awareness by the New Zealand public
that we can do this sort of thing. These
businesses are essentially invisible.
They do not sell in New Zealand, but
internationally. They do not sponsor
the ballet or children’s soccer. They
make weird products that our kids
and their parents do not understand.

But we have it in our power to change
all that. We have an excellent educa-
tion system, as good as the Danes or
Swedes. If we care for our environment
and create a just, equitable and crea-
tive society, a place where talent wants
to live, then we can attract the best in
the world, and provide an opportunity
for our most talented Kiwis to see their
future here. Imagine what we could
achieve if we built a strategy around,
and made central to our thinking,
the existing success of our emerging
knowledge sector, gearing our educa-
tion system accordingly. One hundred
inspired New Zealand entrepreneurs
can turn this country around. That is
the challenge for us all.
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In a city, valuable networks exist
naturally without the need for
high-level government interven-
tion or special funding. Yet it is not
feasible or desirable to move all our
researchers to Auckland. Are there
other things that can be done that
would encourage collaboration?

In 2012, New Zealand’s government
asked what a high performing inno-
vation ecosystem would look like. It
concluded that ‘A high-performing
ecosystem would operate like a large
innovative firm ... A large firm works
towards a common goal, connects user
needs to research and can align incen-
tives within the organisation to turn
ideas into value’. Unfortunately, stud-
ies show that firms are only able to do
this when they focus on core technol-
ogies. Research by a number of econ-
omists finds that large firms struggle
to manage diverse research portfolios.
For instance, Josh Lerner at the Har-
vard Business School and his colleagues
found that innovation improved at
large firms after one division was sep-
arated from the others. Amit Seru, as
part of his PhD thesis at University of
Michigan, found that when firms take
over other firms from another indus-
try, the innovation performance of the

conglomerate worsens.

These studies suggest
that the set of diverse
research activities that
make up an innovation
ecosystem are not best
managed by a central-
ised authority, whether
that authority is a gov-
ernment or a corporate
executive team. While
bureaucrats would no
doubt prefer that the
innovation ecosystem
could be operated this
way, the reality is that
a high-performing eco-
system look nothing like
a single centrally man-
aged firm. Innovation
ecosystems consist of
a complex collection of .
separate yet interde-
pendent organisations,
firms and individuals.
A successful innovation
ecosystem will not have a Chief Exec-
utive or a Board of Directors, let alone
a senior management team. Rather, a
functioning innovation ecosystem will
consist of a complex web of interacting
and interdependent firms, entrepre-
neurs and research institutions. How,
then, can we improve the performance
of these networks?

A network of 450 inventors, the largest in New Zealand.
Source: Get off the grass

In early 2012, the government launched
on its website a searchable database of
most of the public funding awarded
for science and innovation in the last
two decades. You can search for grants
awarded by organisation or keyword,
but you can’t find out who did the
research or what the outcomes were. As
it currently stands, this tool is of very
limited utility both in its coverage of



the innovation system and in the infor-
mation it contains. We challenge the
reader to use this tool to discover what
publicly funded research the authors
of this book have been involved with.
The government is investing a large
amount of public money in research
and development in New Zealand with
little transparency.

Innovators in cities benefit by taking
advantage of their ‘weak’ links to a
wider network, which allows them
to identify complementary sources
of information and capability. Yet
if you visit the website of one of
New Zealand’s Crown Research Insti-
tutes, you will have a hard time find-
ing out what the names and qualifica-
tions of its scientists are, what projects
they are working on or even what sci-
entific articles they published in the
last year. At the time of writing, the
government has struggled without
success for almost a year to determine
how many young scientists were sup-
ported by its funding. Quite simply,
neither the government nor any other
actor in the innovation ecosystem
knows what research is undertaken in
New Zealand. We don’t know who is
doing it. We don’t know what their
skills are. We don’t know what they
learned from their research.

This highlights perhaps one of biggest
barriers to collaboration in New Zea-
land: the innovation system’s lack of
openness and a consequent absence of
self-awareness. We argue that instead
of trying to manage the innovation eco-
system, the government should try to
better describe and understand it. By
mapping our innovation system, and
making as much of this map open to
innovators and entrepreneurs as pos-
sible, government could create a plat-
form on which the rest of the country
could build a city of four million people.

The World Wide Web has greatly
increased our ability to find and share
information with people around the

planet. Unfortunately, much of
New Zealand’s scientific output is
locked behind paywalls. Although the
New Zealand government requires its
researchers to report the scientific arti-
cles they publish, almost no use is made
of this information.

Even those with full access to a good
selection of scientific journals (a select
few at the biggest universities) will
find it hard to locate researchers in
New Zealand working in complemen-
tary areas. A New Zealand firm that
needs technical assistance will likely
need to talk to several different uni-

versities or CRIs, with no guarantee of
finding the right expertise. Few Crown
Research Institutes let staff to main-
tain up-to-date web pages that detail
their research history or achievements.
Even in universities, where scientists
are encouraged to have web pages, these
are typically written for an audience of
students or scientists in similar fields.

New Zealand’s public scientific and
technological capabilities need to be
mapped and made searchable by the
public, business, entrepreneurs and
other researchers around the country.
Some initiatives in this mould already

exist. ResearchGate, for example, is a
social-networking site that allows sci-
entists to ask and answer questions,
share research papers and find collab-
orators. Google Scholar is another free
online resource that builds on Google’s
database of scientific publications by
allowing scientists to create a profile
of their scientific publications and to
track their influence as they are cited
by other scientists. STAR Metrics is
an effort by funding agencies in the
United States to track the benefits of
publicly funded scientific research by
following the impacts of that research.
It can scrape data from public sources
like Google Scholar, using software to
work out the research topics on which
scientists are working. These tools are
very helpful, but none of them do quite
enough.

We need a tool or service that is as
easy to use, as rapid and as scalable as
a Google search. It should make use
of information that has been accumu-
lated by government through its fund-
ing processes. Confidential informa-
tion does not have to be disclosed, but
should be used behind the scenes to
match scientists to firms with common
interests. The search tool should also
draw on the information contained
in the scientific articles our research-
ers publish and the patents they file.
If this tool were smart enough to
match researchers not just with other
researchers with coincident skills but
also with those with complementary
ideas and abilities, it could significantly
enhance the ability of firms to source
the right knowledge and expertise
from our public science and innova-
tion system. Building a dating service
for innovators and entrepreneurs is
a key step in building the city of four
million people.

Excerpt from Get off the Grass, pages 183—
186. See book review on page 111
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‘Because not all the smart people
work for you, famously said Bill Joy,
a co-founder of Sun Microsystems,
when asked why Sun was looking
to collaborate with people out-
side the organisation on a soft-
ware project.

What applies at the level of the firm
also applies at the level of the coun-
try. For a small, geographically remote
island at the edge of the civilised world,
the talent we can attract from other
countries is crucial to our prosperity,

and options for New Zealanders to go
overseas are an important part of the
opportunities available to us. I note
with interest that the Mayor of London,
Boris Johnson, has suggested a ‘bilat-
eral free labour mobility zone’ to boost
flows of people between Australia,
New Zealand and the UK.

Flows of people

The overall contribution of immigration
to the New Zealand population is quite
small over time: for the last 25 years
the average is just under 8,000 people

New.York

ayear. Of the 200,000 people added to
the New Zealand resident population
in the last five years, only 20% came
from net migration; 80% was the nat-
ural increase, i.e. the excess of people
joining this world over those leaving it.

This relatively small net total of 8,000
ayear hides two substantial flows.

+ New Zealand citizens leaving — in
the last 25 years there has never
been a year without a net outflow of
New Zealanders to Australia. The



Total permanent and long-term arrivals and departures for New Zealand 1988-2012

Source: Statistics New Zealand
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number is heavily influenced by
economic performance across the
ditch. The biggest year was 2012 at
-40,000; the smallest, little 1991
with just -49.

+ Citizens of other countries arriv-
ing —in the last five years New Zea-
land has welcomed around 61,000
new arrivals each year. There are also
24,000 New Zealand citizens who
come back each year.

The size of these two trends means that
New Zealand has one of the fastest
changing populations in the developed
world: we cycle out New Zealanders
to see the world, and we import folks
from other countries. This is reflected
in the proportion of our population
born overseas. In the 2006 Census 22%
of New Zealand’s population, a total of
880,000 people, reported being born
in another country. The overseas-born
population has more than tripled since
1951 compared to New Zealand-born
population growth of 77%.

While forecasting net migration is
tricky, Tony Alexander, the BNZ’s
Chief Economist, thinks we should

In the 2006
Census 22% of
New Zealand's

population,

a total of

880,000
people,
reported being
born in another
country.

expect higher net inflows for the next
few years given New Zealand’s relative
economic strength, particularly com-
pared with our trans-Tasman cousins.

These ‘permanent and long-term’ flows
count people who say on their immi-
gration cards that they are coming or
leaving for 12 months or more. In prac-
tice the flows are dwarfed by the ‘short-
term’ flows, mostly of tourists (13m in
the last five years), but also work-visa
holders and students, who generally
head back home again when their time
is done. Some of these ‘short-term’ flows
are quite long; for example, work visas
can last for several years, and there were
890,000 approved in the last five years
by Immigration New Zealand.

Sources and sinks

The biggest single source of migrants
in the last five years is the UK: nearly
one in every five recent migrants came
from there. Australia also accounts for
17% of the total (although two-thirds
of these people are New Zealand citi-
zens returning home). The main change
in arrivals over the last 25 years has
been the growth in migrant arrivals
from Asia. There were just 572 migrant
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Net permanent and long-term migration to
New Zealand by region 1988-2012

Source: Statistics New Zealand
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arrivals from India and China com-
bined in 1988 compared with 14,315
from those two countries in 2012.

Because of the change in migrant arriv-
als, the population here has become
a lot more diverse. In 1951, the UK,
Europe and Australia accounted for
more than 90% of the foreign-born
population, but by 2006 those same
countries accounted for 43% of the for-
eign-born population of New Zealand.
The change has been a big increase in
people from the Pacific and, especially
since 1990, from Asia.

Overwhelmingly, migrants choose
to live in Auckland. From the 2006
Census, 52% of those born overseas
live in Auckland, compared with 32%
of the population overall.

Migrants leaving go to a much less
diverse set of countries; overwhelm-
ingly emigrants head for Australia
and the UK. Nearly 60% of emigrants

o
c
©
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o

Net total immigration

in the last five years are people who
have moved to Australia. Another 8%
of total migrant departures are people

.. 52% of
those born
overseas live
in Auckland,

compared with
32% of the
population
overall.

heading for the UK. Together Australia
and the UK have attracted 265,000
New Zealand emigrants in the last five
years.

Skills
People from other countries can
get approval to live in New Zealand

permanently under a range of schemes.
One of the most important is the
‘Skilled Migrant’ category that allocates
residency to healthy potential migrants
under 55 who speak English and have
qualifications and work experience that
make them employable in New Zea-
land. Our immigrants are more likely
to have tertiary education than our
New Zealand-born population, suggest-
ing that these schemes work in attract-
ing higher-skilled talent.

Immigration New Zealand also main-
tains lists of occupations that are in
demand here. People from other coun-
tries who have skills in those areas will
find it easier to get approval to come
to New Zealand to work in their field.

One important sub-seam is working
holidaymakers. New Zealand now
has working-holiday arrangements
with 40 countries, typically allowing
people under 30 who meet certain basic
requirements to stay in New Zealand



Migration compared with traded goods to
New Zealand by region 2008-2012

Source: Statistics New Zealand
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for a year and work to support them-
selves. In the last five years, 217,000
working holidaymakers have been
approved, around 25% of total work
visas. This compares with 138,000
permanent Skilled Migrant category
approvals in the same period.

Diaspora

Estimates of the total numbers vary,
but on OECD figures, New Zealand had
459,000 citizens or 14% of its popula-
tion living overseas in 2001 (Bryant &
Law, 2001). Statistics New Zealand puts
the figure at 600,000, based on more up
to date figures from Australia. In either
case, this gives us the second-largest
diaspora per capita in the developed
world (only Ireland has more).

Three-quarters of the diaspora are
in Australia, and another 13% are in
the UK, leaving fewer than 50,000
New Zealanders in other places. The
evidence is that creating opportunities
for New Zealanders to live and work in

Africa and Middle

Americas Oceania

East

amore varied set of places would gen-
erate economic benefits by boosting
trade. You can see from the chart that
New Zealand exchanges goods with a

[We have] the
second-largest
diaspora per

capita in the
developed
world ...

lot more countries than it exchanges
people with. There is a notable lack
of New Zealanders in Asia and in the
United States in particular.

Concluding thoughts

New Zealand welcomes significant
numbers of talented people every year.
A talent-based economy is one that gets
the most out of the people and skills

that come our way from other coun-
tries. It is core to the vision of being a
place where talent wants to live that not
all that talent is going to be born here.
Auckland in particular, the nation’s
most diverse city, will continue to face
the challenge of ensuring that new
arrivals feel welcomed, settle in and
are able to make a contribution.

New Zealand’s talent-based economy
also needs to continue to connect with
New Zealanders wherever they may
be: young people may leave and come
back several times in the course of
their careers, or they may head away
and never return. Our people connec-
tions with the UK and with Australia
are obviously still strong, but there is
a need to grapple with how to gener-
ate more options for New Zealanders
in Asia and the Americas.
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New Zealand export share by country
Grace White
Source: The New Zealand Official Year Books
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New Zealand import share by country
Grace White
Source: The New Zealand Official Year Books
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Note: These tables identify the top five import and export partners for each particular year. All of the smaller trading partners are
represented by the ‘other’ category.
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Sir Paul Callaghan and Miang Lim (centre), John Trail
(fourth from left) and Andrew Coy (first on the
left —interview on page 25) with the Magritek
team at the International Conference on Magnetic
Resonance Microscopy (ICMRM) held in Beijing in
2011. Sir Paul was awarded a lifetime achieve-
ment award during the conference banquet held
in the Great Hall of the People.

International marketing and sales
is a critical capability for New Zea-
land companies going global. You
will learn it as you do it — making
the errors and correcting them. But
to help minimise the mistakes here
are some comments gathered from
a few who have been doing it for
a while.

1. Customer and market

Yes, we have all heard it before — but
really take the time to understand the
customer in each market. This means
getting on the plane to visit them and
talk in person - it is very difficult to
get a depth of understanding sitting
in New Zealand on the phone and the
web. Are they really a customer? Does
your product really provide compel-
ling value that they need right now? Is
there really a market? What are their
fears? For example, in Brazil getting
equipment in and out of the country
is extremely difficult and local support
is a key concern.

2. Competitors

In order to truly pitch your product and
its compelling benefits you need inti-
mate knowledge of your competitor’s
products. Do the research and make
detailed comparisons — customers

appreciate when you have done your
homework. Think ahead on how the
competitor might react in each market

when you introduce your product.

3. Partners

Partners are a fast way to scale sales
without huge costs but it is not an easy
process. Take your time and try to pick
carefully. Try asking for recommenda-
tions from existing customers in the
region if you have them, or non-com-
peting companies targeting a similar
customer demographic. Explore and
find the best fit - alignment in values,
related products and customer base,
brand, and distribution channels. They
are working with you, not for you, so
they will be quite independent. Interact
with your partners, visit them and also
bring them to New Zealand, ideally for
a few weeks if they are key.

4. ‘New Zealand’ is not
a tech brand

For technical products global markets
couldn’t care less that your product/
company/story is from New Zealand -
all they care about is how it compares on
price and performance against the alter-
natives. Yes, the New Zealand image is
positive, but in the mind of the inter-
national customer it also raises fear

around lack of scale and possible chal-
lenges with support. Solook like a global
company, focus on your benefits and try
to assuage fears of scale and distance
with whatever valid tools you have.

5. Geography

Be selective with your market entry
geography. It is expensive to provide
critical mass of marketing, sales and
support offshore. Pick the key geogra-
phies where you can generate the early
sales and focus on those — don’t try to
go everywhere at once. Countries with
business practices similar to New Zea-
land will be much easier.

6. Funding

Revenue for niche New Zealand com-
panies with competitive products is
typically limited by the marketing and
sales effort. Don’t underestimate the
cost of the marketing required to get
brand awareness in the new market —
have enough capital to fund market-
ing and sales.

7. Compliance

And finally - make sure you really
understand and comply with all reg-
ulations, documentation, packaging,
and certifications associated with your
product in the target market.
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Creating a talent-based economy
will be hard work; it requires a shift
from a 20th-century focus on jobs
to a 21st-century focus on talent.
This does not mean swapping
the political rhetoric from jobs to
talent; instead, as indicated by the
contributions above, it will require
a much deeper discussion about
how we want to live our lives and
the legacy we want to leave for
future generations.

Not only will it be important to differ-
entiate between jobs and talent, it will
be crucial that talent is not defined too
broadly; for example, both dairy farm-
ers and software engineers could be
described as having talent. However, if
we want to move toward a talent-based
economy we will need to focus on the
people who are going to take us to the
next frontier, such as those making
new (or adapting old) technologies for
niche markets internationally.

Furthermore, if New Zealand wishes
to move towards a talent-based econ-
omy, there are many components in
the current system that would need to
be put under the microscope, so that
they are understood both in terms of
processes and the catalysts that drive
those processes. Parts 2 and 3 cover
a number of key components: cities,
youth, invention and immigration.
Below we briefly discuss two such com-
ponents, in order to demonstrate how
an integrated approach might bring
about change.

Empowering Cities

There is clearly a renaissance occurring,
with some considering cities to be new
nation-states. In his TED Talk entitled
Why mayors should rule the world, polit-
ical theorist Benjamin Barber consid-
ers prime ministers and mayors to be
sitting at different ends of the political
spectrum. Local government is about
getting things done; it is indifferent
to borders and sovereignty, embraces
diversity and participation, acts to
resolve long-term issues, invites cre-
ativity, and tends to be pragmatic. In
contrast, Barber believes that prime
ministers tend to focus on short elec-
tion cycles, ideologies and party pol-
itics. On this basis, he suggests that
cities are where the action is.

The role of central government is likely
to change. Trends suggest that delegat-
ing powers and funds from central to
local government will be necessary to
bring about change. The UK model is a
case in point; in 2011 the government
created a Minister of Cities and estab-
lished a Cities Policy Unit. The new City
Deals initiative negotiates agreements
between government and a particular
city, conferring greater powers on the
city in regards to decisions that affect
its area. In exchange, the city also has
greater responsibility to stimulate and
support economic growth. However,
this may not be enough; Boris John-
son, London’s mayor, has called for even
greater independence and more powers
to raise and retain taxes. Johnson has
been quoted in The Guardian stating,
‘That London’s government is joining

with England’s largest cities to call for
change is an historic and significant
move. It’s a partial but positive and
practical answer to the conundrum of
English devolution, and I believe it is
good not just for the cities involved but
for the country atlarge.’ In contrast to
most other counties, New Zealand has
centralised its government expenditure.
According to the OECD Factbook 2013,
90% of our total government spending
is controlled by central government,
compared to the OECD average of 46%.
This raises questions whether New Zea-
land may be better off delegating more
responsibility and funds to cities. See
how the current estimates are allocated
overleaf.

Empowering Youth

Earlier this year, the book Inequality:
A New Zealand in Crisis was published.
It contains a number of interesting
viewpoints on inequality, in particular
Ganesh Nana’s discussion (in Chapter 4)
on the long-term effects that inequality
has on society. Nana discusses inequal-
ity in terms of the inter-relationships
between income, wealth and opportu-
nity — see diagram below. I was struck
by his choice of the word opportunities,
which he describes as ‘more subjective,
but should at least, include the ability to
participate in and contribute to socie-
ty’s activities, including economic activ-
ities. He sees the system as not being
optimised when (i) resources are being
underutilised (fewer children from poor
families are likely to reach their full
potential) and (ii) resources are being
diverted away from wealth and income



Appropriation Estimates for New Zealand 2013/14

Sources: Treasury (2013). Introduction. The estimates of appropriations for the government of New Zealand for the year ending
30June 2014, pp. 15-16. Retrieved September 20, 2013 from: http://www.treasury.govt.nz/budget/2013/estimates
Treasury (2013). Summary tables. The estimates of appropriations for the government of New Zealand for the year ending 30
June 2014, pp. 28-29. Retrieved September 20, 2013 from: http://www.treasury.govt.nz/budget/2013/estimates
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creating activities towards ‘the ambu-
lances at the bottom of the cliff’. As
Nana explains ‘opportunity, in and of
itself, may open doors to wealth, from
which income can be generated’. Hence
focusing on creating equality in terms
of opportunity can be a game changer.
This means we should not only be talk-
ing about making opportunities equal
for youth, but creating more opportu-
nities for all youth. If New Zealand can
become a place where young people have
the opportunity to fulfil their potential,
this will take us one step closer toward
creating a talent-based economy.

Potential Synergies

Given what we now know about talent,
cities and youth, it has become clear
that real synergies exist. The challenge
is how to understand the processes, and
most importantly the catalysts likely
to bring about change. What Sir Paul
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Callaghan and Jane Jacobs (see page 91)
had in common was what Jacobs called
‘habits of thought’. She defined the nec-
essary habits to understand cities as (i)
to think about processes, (ii) to work
inductively (reasoning from the par-
ticular to the general) and (iii) to seek
out clues that the system is not work-
ing or working well. This is not unlike
the approach Sir Paul undertook when
writing his book Wool to Weta. If we are
serious about making New Zealand a
place where talent wants to live, we need
to be analytical and evidence-based,
we need to be observant and we need
look for examples of what does work
and what does not.

In order to understand the complex but
ordered system that cities and econ-
omies represent, it seems critical to
explore the analytics and in particu-
lar the processes that exist between

~ Environment
0.9%
External*
LA

*The External Sector
includes Foreign Affairs
and Trade, Official
Development Assistance,
Defence, the Defence
Force and Customs.

wealth, income and opportunities. If
this could be done by city, age, ethnic-
ities and industry sector we might start
learning not only to understand how
the current systems works, but gain the
necessary knowledge to be able to iden-
tify the ‘out of the ordinary’, seeking
out the clues that something is working
here and not working there. By under-
standing the processes and the cata-
lysts that drive our cities and engage
youth, it may be possible to develop a
common strategy that empowers both
cities and youth. A national conversa-
tion on how to grow, retain, attract and
connect talent may be just the instru-
ment we need to think and act in the
long-term. This will not happen over-
night; it will require a concerted effort
to create a coherent strategy for this
country that delivers the future we
want. This will not be easy, but as Sir
Paul would say — why not New Zealand?
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Wool to Weta: Transforming
New Zealand'’s Culture

and Economy

Paul Callaghan

Auckland University Press, 2009

‘We should discard the myth that
because we are good at farming, our
best high-technology future lies nec-
essarily in biotechnology. Our best
high-technology future will lie where
our skills, our talents and our enter-
prise are apparent.’ In his engaging
book Wool to Weta, the late Sir Paul
Callaghan explores the future of
New Zealand’s economy. Building on
his 2007 public lecture series ‘Beyond
the farm and the theme park’, Cal-
laghan looks at sustainable wealth
generation in an economy still firmly
rooted in the primary industry. He
argues that our problems lie deeper
than issues with our economy, and sug-
gests that the real issues are increas-
ingly at a cultural level.

Callaghan suggests that as a country we
need to change not only our attitudes
toward science, but our investment
in it as well. See also Sir Paul’s sum-
mary of his 2011 keynote address to
the StrategyNZ workshop on page 99,
and details on how to find his presenta-
tion on YouTube on page 113.
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Get Off the Grass: Kickstarting
New Zealand’s Innovation
Economy

Shaun Hendy and Paul Callaghan
Auckland University Press, 2013

This book builds on the work of Cal-
laghan’s 2009 book Wool to Weta. It
investigates why New Zealanders work
harder and earn less than most other
people in the developed world. The crux
of their argument is that New Zealand
needs to be focusing on talent and the
knowledge they produce, rather than
nature alone. Achieving growth and
prosperity and maintaining our ‘clean,
green’ environment do not need to be
mutually exclusive.

Hendy has done a lot of work analysing
‘innovation ecosystems’ and looking
at networks of innovators around the
world. His work clearly shows that inno-
vation is driven by large-scale collabo-
ration in geographic centres; big cities
support denser networks, making them
more innovative. For New Zealand, a
country too small to have a Tokyo or
Los Angeles, this means there is a need
to foster nationwide collaboration and
see ourselves as a ‘city of 4 million
people’. For an excerpt from the book
see pages 101-102.

Antifragile: Things That Gain
From Disorder

Nassim Nicholas Taleb
Penguin, 2012

Taleb (also author of The Black Swan)
is concerned with trying to under-
stand how individuals, organisations,
and even countries can best position
themselves in a world where the only
certainty is uncertainty. Antifragile
opens with an explanation of shocks
and uncertainty. Some things are frag-
ile and respond poorly to shocks, while
others benefit from shock and thrive
on volatility. However, the latter is not
simply a display of robustness; Taleb
goes further, asserting that this is the
opposite of fragility. This concept, which
he dubs ‘antifragility’, denotes the state
beyond resilience or robustness. ‘“The
resilient resists shocks and stays the
same; the antifragile gets better.’

Antifragile is a dense book, but the core
concept has permeated my thinking.
In an uncertain world, benefiting from
shocks and risks will become tanta-
mount to surviving long term; in other
words, the old adage continues to be val-
idated — ‘What does not kill us will only
make us stronger. This book has inspired
our 2014 workshop; see page 114.



The McGuinness Institute is an
independent, non-partisan think
tank working towards a sustaina-
ble future, contributing strategic
foresight through evidence-based
research and policy analysis. Estab-
lished in 2004, the Institute’s pri-
mary focus is to promote integrated
long-term thinking, leadership and
capacity-building so that New Zea-
land can effectively explore and
manage the risks and opportuni-
ties it will confront over the next
50 years.

The Institute, which is based on Wel-
lington’s waterfront, is led by Chief
Executive Wendy McGuinness, who
with her husband Mark McGuinness,
has established a charitable trust. The
aim is to provide core funding to pro-
gress initiatives in partnership with
other interested parties. Prior to found-
ing the Institute, Wendy worked in
both the public and private sectors as
a Fellow Chartered Accountant (FCA),
specialising in risk management.

1. Project 2058

All the research and engagement initi-
atives undertaken by the Institute will
ultimately feed into its flagship project,
Project 2058, which seeks to propose
a National Sustainable Development
Strategy for New Zealand. The Insti-
tute aims to contribute to the ongo-
ing debate about how to progress this

MCGUINNESS INSTITUTE

nation through the production of
timely, comprehensive and evidence-
based research and the sharing of ideas.
This takes a number of forms, including
books, reports, working papers, think
pieces, workshops and videos. For a
full list of research publications visit
our website mcguinnessinstitute.org.

We have a large collection of books
relating to New Zealand history, con-
temporary global and local issues, as
well as a significant section relating
to strategic foresight. Broadly, the
collection is about hindsight, insight
and foresight. The Institute’s collec-
tion has reached 3,219 books and is
still growing.

The James Duncan Reference Library
is located at the office of the McGuin-
ness Institute and is named after the
former Chair of the Commission for
the Future, Professor James Duncan
(1921-2001). Project 2058 has been
greatly encouraged by the work of Pro-
fessor Duncan and his team, and Dun-
can’s book Options for New Zealand'’s
Future was a major inspiration in the
initial stages of Project 2058. The library

is open to the public on request. All
donations are most welcome.

Nation Dates: Significant
events that have shaped the
nation of New Zealand

‘the nation of
Naw Zoakard

NATION:===
DAT

Nation Dates presents a timeline of 525
significant events that have shaped
New Zealand as a nation. The second
edition includes 85 new dates, two new
chapters (‘Peace Support Operations’
and ‘Treaty Settlements’), and a fold-
out cover that includes a graphic vis-
ualisation of each of the book’s ‘His-
torical Threads’. There are 12 threads
that link related events and illus-
trate patterns that have formed over
time. More than just a record of the
past, Nation Dates provides invalu-
able context for the future at a time
when our society is facing major ques-
tions about the way forward. To pur-
chase a copy of Nation Dates visit
mcguinnessinstitute.org.
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2. Workshops

In addition to research and policy anal-
ysis, public engagement intiatives form
a large part of the McGuinness Insti-
tute’s work. We facilitate workshops
which focus on issues that are strate-
gic, complex, and long-term in nature.
Each workshop is centred around a key
output, which participants from all
over New Zealand work together to
create. We have found that workshops,
when combined with the use of media
and design skills, and focusing on the
production of one or two outputs in a
confined space of time, are more likely
than conferences to bring about the
development of new ideas and novel
solutions to complex issues.

StrategyNZ

StrategyNZ: Mapping our Future was
a course and workshop hosted by the
Institute in March 2011. This event
brought together 100 participants
between the ages of 15 and 75 from
around New Zealand and challenged
them to work in groups to develop
strategy maps that portrayed their
vision for New Zealand and how we

might get there. For more on this work-

shop see strategynz.org.

EmpowerNZ

In August 2012, fifty young people
between the ages of 16 and 28 came to
Parliament from throughout New Zea-
land to draft a constitution for the 21st
century. New Zealand is one of the few
countries in recent times to have invited
its citizens to review their nation’s con-
stitution. The August workshop aimed to
create a space in which young New Zeal-
anders could explore the future of this
country’s constitutional arrangements
and contribute to the current review of
constitutional issues. For more on this

workshop see empowernz.org.

LongTermNZ

LongTermNZ was a five-day workshop
where 27 participants between the ages
of 17 and 27 were brought together to
attend the Affording Our Future confer-
ence (hosted by the Treasury and Vic-
toria University of Wellington) then
spent three days workshopping the key
issues raised at the conference. Teamed
with three talented young designers,
the group published a 2012 Youth
Statement on New Zealand’s Long-term
Fiscal Position, which outlined what
they had learnt and what they thought
other youth in New Zealand needed to

know. For more on this workshop see

longtermnz.org.

3. YouTube channel

The McGuinness Institute YouTube
channel features over 150 presenta-
tions and interviews with leading
thinkers from New Zealand and around
the world. Two inspirational videos
that relate directly to this project are
outlined below.

Sir Paul Callaghan - StrategyNZ:
Mapping Our Future
March 2011

Sustainable economic growth
for Mew Zealand:
An cptimistic myth-busting appreach

Sir Paul Callaghan was the keynote

speaker at the StrategyNZ workshop
in March 2011. In 20 minutes he pre-
sented a summary of his research and
analysis relating to the future for
New Zealand then, in seven words, he
proposed a fundamental mission state-
ment for this country: a place where
talent wants to live. The video of this
presentation has been widely shared,
and by October 2013 had been viewed
36,792 times.

A conversation with Sam Morgan
December 2012

——
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In December 2012 we invited Trade Me
founder Sam Morgan to meet the par-

ticipants of the LongTermNZ workshop.
In the resulting video series Sam dis-
cusses his experiences as an entrepre-
neur and philanthropist and answers
questions from the participants on
business, education and long-term
thinking.



UPCOMING

LivingStandardsNZ Workshop

In December 2013 the Institute will hold
aworkshop in collaboration with Treas-
ury. We will bring together 25 young
New Zealanders with diverse back-
grounds to resolve complex policy issues —
what we call policy knots — stress testing
Treasury’s Living Standards Framework.

TalentNZ Speaking Tour

In March 2014 we plan to travel New Zea-
land with some of the interviewees, dis-
cussing ideas on how we might move
towards a talent-based economy. Our
aim is to contribute to a conversation
about how New Zealand might grow,
attract, retain and connect talent.

AntifragileNZ Workshop:
Designing Our Future

Through Film

Following on from our earlier workshops,
we really want to take the opportunity
to explore how New Zealand could make
itself antifragile. We have been fasci-
nated by Nassim Nicholas Taleb’s book
Antifragile (see review on page 111), and
wonder what an antifragile New Zealand
might look like. How can we design a
New Zealand that is able to take advan-
tage of change, to be not only robust
but also flexible enough to respond to
changes positively? How can we make
New Zealand ‘antifragile’, so that we can
not only withstand shocks and uncertain-
ties, but benefit from them?

The AntifragileNZ workshop will use
scenario films and animation to explore
an ‘antifragile’ New Zealand focusing
on our long-term future. We are cur-
rently looking for parties interested in
supporting this initiative. As always the
Institute will put up the core funding,
but we are completely dependent on
the generosity of spirit of those people

and organisations that get what we are

on about and are happy to joinus on a
journey into the future. The workshop
is planned for 2014.

Nation Voices: 40 Premiers

and Prime Ministers

Speak to New Zealand

In our next book Nation Voices we will
use the lens of character and oratory to
examine our nation’s 40 premiers and
prime ministers. It is our hope that this
book will encourage New Zealanders to
learn more about our nation’s past and
identify with local historic figures. Nation
Voices will serve as a companion book to
Nation Dates: Significant events that have
shaped the nation of New Zealand. Learn
more about Nation Dates on page 112.

So far the most interesting research
development has been that we have
decided to include James Fitzgerald
and Thomas Spencer Forsaith in our
list as the first and second premiers
of New Zealand. While historians con-
ventionally consider Henry Sewell to be
the first premier of New Zealand, the
inclusion of Fitzgerald and Forsaith
allows for an interesting discussion
about the emergence of responsible
government. This will make John Key
the 40th prime minister in our list.

As we have worked on Nation Voices,
we have been collecting books on or by
New Zealand’s 40 premiers and prime
ministers. We now have a collection of
over 100 books. To learn more about
the upcoming book, contribute ideas
or offer suggestions for our growing
bibliography, visit the Nation Voices
website (nationvoicesnz.org).

To learn more about these initiatives
please contact Hannah Steiner at the
Institute on (04) 499 8888 or email
hs@mcguinnessinstitute.org

114



115

CREDITS

Issue 1 — Annual edition, 2013/14

Sponsors
Jasmine Social Investments,
Willis Bond & Co.

Editor
Wendy McGuinness

Contributing writers

Len Brown, David Cull, Lianne Dalziel,
Hayden Glass, Charlotte Greenfield
Shaun Hendy, Sam Morgan, John Trail,
Celia Wade-Brown, Grace White and
Darren Zhang

Project manager
Hannah Steiner

Publication designer
Ryan Gallagher

Copy editor

Susan Brierley

Web designer
Sophie Taylor

Contact

McGuinness Institute
Level 2, 5 Cable Street, PO Box 24-222
Wellington 6142

Phone: +64 4 499 8888

enquiries@mcguinnessinstitute.org

www.mcguinnessinstitute.org

Photographs

Provided by the individuals interviewed,
Architecture Van Brandenburg, Auckland
Tourism, Events and Economic Devel-
opment Ltd, Christchurch City Council,
Dunedin City Council, The ICEHOUSE,
Isabella Harrex, New Zealand Herald,
Kensington Swan, Magritek, The Mind
Lab, NBBJ, NZX, Pacific Edge Ltd, Alex-
andra Spirat, Viclink, Webb Henderson,
Willis Bond & Co., Xero, or taken by the
McGuinness Institute. Where photos have
been sourced we have made every effort
to trace copyright holders and obtain per-
mission for use of copyright material. We
apologise for any errors or omissions in
the attributions and would be grateful for
notification of any corrections for future
editions of this publication.

Fonts
Main Titles - GOVERNOR
Designed by Riley Cran

Headings and sub-titles - Aleo
Designed by Alessio Laiso
Feature text — Aller

Designed by Dalton Maag

Body text — Chaparral Pro
Designed by Carol Twombly

Printer
Landau Group Ltd

Publisher

McGuinness Institute

Publishing

This publication uses vegetable based
inks, and FSC® Certified papers produced
from responsible and Well Managed For-
ests, manufactured under ISO14001
Environmental management systems.

Data sources

Auckland City Council, Auckland Tour-
ism, Events and Economic Develop-
ment, Christchurch Central Devel-
opment Unit, Christchurch City
Council, Dunedin City Council, Edu-
cation Counts, Google Maps, Grow Wel-
lington, Ministry of Business, Innova-
tion & Employment, NIWA, National
Library of New Zealand, New Zealand
Educated, OECD, Oxford Dictionaries,
QV, Seek.co.nz, Statistics New Zea-
land, Tertiary Education Commission,
Treasury, UNICEF, University of Auck-
land, University of Canterbury, Univer-
sity of Otago, Wellington City Coun-
cil. For a full list of references visit the
McGuinness Institute website under
publications.

Disclaimer

The McGuinness Institute has taken
reasonable care in collecting and pre-
senting the information provided in
this publication. However, the Institute
makes no representation or endorse-
ment that this resource will be relevant
or appropriate for its readers purposes
and does not guarantee the accuracy of
the information at any particular time
for any particular purpose. The Insti-
tute is not liable for any adverse con-
sequences, whether they be direct or
indirect, arising from reliance on the
content of this publication. Where this
publication contains links to any web-
site or other source, such links are pro-
vided solely for information purposes
and the Institute is not liable for the
content of such website or other source.

Copyright © All rights reserved.

No part of this publication may be
reproduced, stored or transmitted in
any form without the prior written per-
mission of the McGuinness Institute.



Developing
spaces for
talent to

eat, sleep,
work and

play.




GROW TALENT

“If | could rewrite the school curriculum, | would say let’s forget French and let’s make
sure that programming is a core language, because it is the language of the 21st century.”
— Frances Valintine

“Honestly, school is so far removed from the actual skill sets you’re going to need, unless you want
to be an actual researcher or a teacher.” — Tim Nixon

"I would ask all of them [young New Zealanders] to broaden their education, to read widely, to get
the basic tools to analyse the world’s data rather than be at the mercy of it.”—Jim Flynn

ATTRACT TALENT

“Immigration policy is the key; we cannot build the scale ourselves because we don’t have enough
people.” — Raf Manji

“Talent does attract talent, and talent wants to live in places where it is exciting, where they are
challenged and stimulated in many different ways.”— Andrew Coy

“A big part of our acquisition is not just of customers, but of talent.”— Rod Drury

RETAIN TALENT

“I've personally thought about going home [to New Zealand] at times over the past ten years and
it is extremely difficult ... ”— Rachel Carrell

“In terms of retaining people, we try to do right by our staff, giving them the freedom to do their jobs
and satisfaction from ‘getting shit done’.” — Mike (MOD) O'Donnell

"I believe we have a window of five years maybe whilst New Zealand has this opportunity to ride
the crest of the wave of staying relevant in this digital age.” - Rik Athorne

CONNECT TALENT

“Part of the secret is knowing who to talk to when you have a problem, because a problem is an
opportunity.”— Graeme Wong

"I think we're relatively weak at leveraging the global network of New Zealanders. They're all out
there but they're not leveraged well.”— Tim Bennett

“Innovation happens when ideas have sex, and that only happens if you put a whole bunch of
different disciplines in the same place and let them bump into each other.”—Kaila Colbin

Follow the
conversation

talentnz.org
mcguinnessinstituteblog.org
facebook.com/McGuinnessinstitute
mcguinnessinstitute.org
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