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Abstract

Migrant workers are an important aspect of New Zealand life — whether working in horticulture
or business, they bring in new knowledge and skills that help to our country to grow — therefore,

we should be assisting in their growth in return.

Numerous studies and news articles reflect the negative experiences of migrant workers, often
referring to communication barriers. This study answers the research question of how
workplace communication ecology influences migrant workers in Hawkes Bay through
narrative qualitative research. From an organisational and intercultural lens, the researcher is
able to map the communication processes and tasks facing migrant workers through discourse,
technological, and social areas. Once identified, the participants gave deep insights into how
the processes throughout these aspects effect their workplace satisfaction through a Likert-style

questionnaire.

Workplace communicative ecology appears to effect migrant workers on numerous levels.
Themes uncovered in discourse related to employment processes, contracts and policy
documents, and the language used within these. Additionally, narratives uncovered specific
issues regarding paralinguistics and unique language features, indicating New Zealand
employers of migrant workers should be trained on how to adjust these to create better
understanding for migrant workers. In the social ecology, migrant workers expressed the
importance of connecting in and out of work through activities that enable them to better
understand one another. Additionally, migrant worker employers were able to give their
insights into the importance of knowing their workers on a social level, understanding their
situations and motivation to migrate, so they can better apply resources to increase the
satisfaction of these workers. In the technological aspect, it was uncovered that a lack or
abundance of technology heavily impacts migrant workers, so finding the right balance for

each worker and workplace context is important.
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1. Introduction

“People come here penniless but not cultureless. They bring us gifts. We can
synthesise the best of our traditions with the best of theirs. We can teach and learn
from each other” - (Pipher, 2003)

Each year, thousands of people disembark in Aotearoa seeking work — some here for merely a
short time, and others taking the first step in what they hope to be a long-lasting move, seeking

a better life for themselves and their families.

A leading goal of Government is improving competition and the international focus in the New
Zealand economy (New Zealand Immigration, 2015). Migration plays a vital role in both goals,
increasing a country’s labour force which then drives the economy and international
relationships. The Migrant Settlement and Integration Strategy’s aim is that migrants “Make
New Zealand their home, participate fully and contribute to all aspects of New Zealand life”
(New Zealand Immigration, 2015, p.5). The strategy outlines five outcomes — Employment,
Education and Training, Inclusion, English Language, and Health and Wellbeing. These
outcomes are strongly interconnected, and assistance to migrants in one area is likely to impact

another positively, and so on.

Although numerous migrant workers have good experiences, there has been increasing reports
concerning the negative experiences of migrant workers in Aotearoa. To be able to support this
vulnerable group, it is imperative to explore and understand their experiences in a qualitative

matter.

Communication has been identified as a primary barrier facing migrant workers in Aotearoa
(LewGor, 2017). With the literature review showing a gap in the exploration of communicative
ecology and its effects on the experiences of migrant workers, this study explores the workplace
communicative ecology across several key industries in Hawkes Bay, and connects this to their
job satisfaction. From social, technological, and discourse layers, we hope to uncover the
experiences, thoughts, and feelings of migrant workers to better understand their experiences,

what works for them, and what does not.
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1.1Research Focus, Scope, Aims, and Questions

This research aims to explore the workplace communication ecology of migrant workers and
its connection to job satisfaction, across several key industries in the Hawkes Bay, Aotearoa

New Zealand.

Looking through the lens of workplace communicative ecology, the primary research question

of this study is: How do migrant workers perceive workplace communication?
The subsidiary questions used to further explore this topic are:

What communication processes and tasks comprise the workplace communication

ecology for migrant workers in selected Hawkes Bay industries?.

Is there any link between the discourse, technical and social components of the

communication ecology and job satisfaction?

To answer these questions, four research aims have been developed to assist in mapping

communication ecology, and understanding its effects on job satisfaction for migrant workers:

This research aims to:
(1) explore the specific communication process and tasks migrant workers perform as
part of their job (such as meetings, client interaction, induction, health and safety
procedures and contracts), to understand the communication ecology of key industries
that employ migrant workers in HB.
(2) understand how the communication ecology and communicative acts within
workplace contexts affect employee performance and job satisfaction,
(3) make suggestions through findings for employers and employees to better their
practices to result in improved employee performance and job satisfaction (if the need
for this emerges).

Numerous studies exploring migrant worker experiences in New Zealand render similar
complications for the workers including racism and discrimination; community support;
government support; and many more (LewGor, 2017; Bi, 2016; Hoffman & Papoutsaki, 2019).
Yuan, Cain & Spoonley (2014) call for further research in this area, stating it as understudied.
With communication aspects as a primary factor affecting the lives of migrant worker
experiences in Aotearoa, this study hopes to explore this topic further from a communication

perspective.

11



1.2 Research Context

The specific context for this research is four key industries that employ migrant workers in the
Hawkes Bay, one of Aotearoa’s warmest and driest regions, located on the east coast of the
North Island. The main centres of Hawkes Bay consist of Napier, Hastings, and Wairoa, and
its climate ideal for horticulture. Hawkes Bay is a significant contributor to Aotearoa’s
horticulture sector and is the second-largest viticulture area in the country (New Zealand
Immigration, 2015).

Hawkes Bay represents 4% of Aotearoa’s overall population, with 150,000 people living in the
area, making it the ninth most populated region (New Zealand Immigration, 2015). Of these
150,000 people, 15%, or 22,500 are born overseas (New Zealand Immigration, 2015). In
2015/16, 2% (226 people) of New Zealand’s Skilled Migrant Category principal applicants
(permanent migrants) found employment in Hawkes Bay, with India, the Philippines, and the
United Kingdom as top sources countries (New Zealand Immigration, 2017).

The most common occupations of these migrants in Hawkes Bay included Registered Nurses
(12%), Retail Managers (8%) and Café and Restaurant Managers (6%) (New Zealand
Immigration, n.d). There was also an increase in Essential Skills temporary workers from 2015-
2016, where the Government approved 438 people for Essential Skills work visa in Hawkes
Bay, with similar source countries to that of the Skilled Migrant Category (New Zealand
Immigration, n.d). The most common occupations of Essential Skills workers in Hawkes Bay
were Chefs (13%), Livestock Farmers (7%) and Retail Managers (6%) (New Zealand
Immigration, n.d). policy, the Working Holiday Schemes, and the Family policy (New Zealand

Immigration, n.d).

In 2007, the Recognised Seasonal Employer (RSE) scheme came into effect, allowing the
horticulture and viticulture industries to recruit workers from overseas for seasonal work when
there are not enough local workers (New Zealand Immigration, 2020). The quota for approved
RSE places per year was set at 5,000 in 2009, but is now at 14,400 in 2019 (New Zealand
Immigration, 2020). Importantly, unless employers can show they have pre-established
relationships with workers from other countries, they may only recruit workers under the RSE
policy from the following Pacific countries: Fiji, Kiribati, Nauru, Papua New Guinea, Samoa,

Solomon Islands, Tonga, Tuvalu, and Vanuatu (New Zealand Immigration, 2020)

It is important to note that the above statistics do not include temporary migrant workers. Many

workers temporarily migrate to Hawkes Bay through the Recognised Seasonal Employer
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(RSE) scheme (described further in Appendix A). In 2016/17, New Zecaland’s RSE workers
came from Fiji (355), Samoa (1690), Solomon Islands (593), Tonga (1822), and Vanuatu
(4171) (Immigration New Zealand, n.d). Although there are no exact statistics on RSE workers
in Hawkes Bay, it is estimated that there is a need for 5400 RSE workers in the region in the
2019 season (NZ Herald, 2019). The RSE scheme recruit workers from overseas to work in
fruit and vegetable industries where extra work is needed, therefore the horticulture industry is

vital to this study (New Zealand Immigration, n.d)

For a broader overview of the broader statistics and policies of migration in NZ, see Appendix
A.

1.3 Research Significance

Data produced from this study will be used to extend the conversation around migrants and job
satisfaction in New Zealand. Little is known about the communicative ecology of these workers
and how it effects their job satisfaction. Through narrative research, this study captured lived
experiences of migrant workers and how they perceive their communication ecology and job
satisfaction using an intercultural and organisational lens.. Several studies focused on the
challenges of migrant workers, and other NZ-based studies of migrant worker experiences (see
section 2.7) primarily focus on a singular context. This study looks across a range of contexts

to explore similarities and differences.
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2. Literature Review

This literature review critically evaluates previous research in the area of communicative
ecology relevant to migrant workers in New Zealand Literature was compiled via the Massey
University online library and Google Scholar, using terms including but not limited to:
communicative ecology NZ; organisational communication and migrant workers; migrant

communicative channels; mapping communicative ecology for migrant workers.

The literature research revealed limited previous research in the area of communicative ecology
for migrant workers. Only one study fulfilling the requirements of a) NZ-based b) migrant-
based c) addresses communication, appeared throughout the search. Because of this, it is
evident that more exploratory research is needed in this area, which this study aims to partially
address.

The first part of this chapter explores the literature around communicative ecology as a whole,
then understanding how this applies in the workplace. It then explores the literature relevant to

culture and communication in the context of migrants in New Zealand.

2.1 Defining Communicative Ecology

Communicative ecology is a concept which integrates three dimensions of interpretation —
social, technical, and discursive. It can be defined as a process that involve a mix of media,
organised in specific ways, through which people connect with their social network (Foth &
Hearn, 2007; Tacchi, Slater & Hearn, 2003). The term derived from Altheid’s ecology of
communication where the concept assisted in understanding the relationships between the three
dimensions, within the context of people's social and physical environments (Altheid 1994;
1995).

In broad terms, communicative ecology refers to the context in which the communication
process occurs, where the ecology comprises of mediated and unmediated forms of
communication (Foth & Hearn, 2007). The technological layer consists of the devices and
connecting media that enables communication and interaction, the social layer consists of
people and social modes or organising those people, and the discourse layer consists of the
specific content that constitutes narratives (Foth & Hearn, 2007). Studies involving
communicative ecology might pose questions including: What communication resources are

available... how is understanding of these resources achieved... who is communicating, and
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why - once the bigger picture is built, the impacts and possibilities of a particular medium, and
how communications fit into the other things that people are doing can be determined (Tacchi
et al., 2007. Tacchi et al. metaphorically described the use of communicative ecology in
ethnographic action research, saying "If you are studying the ecology of a forest or desert, you
do not look at one or two animals or plants in isolation. You study how animals, plants, soil,
climate and so on are interrelated, and may have impacts on many things simultaneously. The
same applies to communications and information: there are many different people, media,

activities and relationships involved™ (Tacchi et al., 2007, para. 4).

2.1.1 Prior Exploration of Communicative Ecology
A special issue of the Electronic Journal of Communication showed an array of approaches in
utilising communicative ecology. Communicative ecology has been looked at from the
perspective of the individual and used to compare the ecologies of geo-ethnic communities
(Allison, 2007; Wilkin et al., 2007). In the same issue, the social activity of protesting is
explored (Peeples & Mitchell, 2007), as well as urban internet access (Powell, 2007), which
displays the array of contexts in which the model is utilised. Differing research approaches
adopted in communicative ecology studies include participatory action research (Reason &
Bradbury, 2001) and network action research (Foth, 2006), but it mostly comprises of
ethnographic action research by Tacchi and his colleagues (Tacchi, Hearn & Ninan, 2004;
Tacchi, Slater & Hearn., 2003; Tachhi et al., 2007). Methods adopted in these research

processes include:

Participant observation (Reason & Bradbury, 2001; Tacchi, Slater & Hearn., 2003)
Field notes (Tacchi, Slater & Hearn., 2003)
e In-depth interviews (Reason & Bradbury, 2008; Tacchi, Slater & Hearn., 2003)

e Focus groups and group interviews (Reason & Bradbury, 2008; Tacchi, Slater &
Hearn., 2003)

e Media-use diaries and documentation (Reason & Bradbury, 2008; Tacchi, Slater &
Hearn., 2003)

e Artefacts (Reason & Bradbury, 2008)

e Discourse (Reason & Bradbury, 2008; Tacchi, Slater & Hearn., 2003)

e Content analysis (Tacchi, Slater & Hearn., 2003)

e Questionnaires and surveys (Reason & Bradbury, 2008; Tacchi, Slater & Hearn., 2003)
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e Participant feedback (Tacchi, Slater & Hearn., 2003)

Surprisingly, the use of communicative ecology for migrants in the workplace is an area where
research is lacking. In New Zealand, only one study was identified was research by Hoffman
& Papoutsaki (2016) which focused on the narrative of Latin American migrant woman in New
Zealand, and the role communication networks play in their migrant experiences. The
successful aspects of the study primarily involved the data collection methods where interviews
and focus groups were a successful way to gather the information-rich data required (Hoffman
& Papoutsaki, 2016). Hoffman & Papoutsaki (2016) also adopted the use of visually “mapping”
the communicative ecology, as used in this study. Due to the similar nature of the research, this
study was used as a foundation to build upon when exploring the communicative ecology of

migrant workers in Hawkes Bay.

2.2 Organisational Communication & L oad

It has been argued that, without communication, organisations cannot function (De Nobile,
2017). Organisational communication occurs as the sharing of information among members
where interactions occur downward, from superior to subordinates, as well as upwards through
a variety of channels (De Nobile, 2017). Additionally, organisational communication is
experienced through its qualities, including load (Dwyer, 2016). Communication load is a term
which refers to the quantity and level of complexity of the information people receive (Dwyer,
2016). Too much information or over-complex messages are referred to as overload, while not
having enough information can be referred to as underload, while the right amount is referred
to as adequate (Dwyer, 2016; Scott 1999). De Nobile (2017) found that having insufficient
information (underload) is strongly associated with increased stressed, where if staff members
are not getting the information they need to operate effectively, it will follow with frustration,
while overload is also associated with three out of four occupational stressors. With
communication as a primary barrier for migrant workers, it is important that messages are
simple and clear. If migrant workers are overloaded with information, this may increase stress

at work.

This idea of communicated information has yet to be explored with migrant workers in NZ,

and this study hopes to fulfil this research gap.
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2.3 Impacts of Communication Channels

Although there are no studies directly linking migrant workers and communication channels,
several studies identify impacts of communication channels, particularly the value of face-to-
face interactions in the workplace. The strengths and weaknesses of workplace communication
tools were analysed in a small company located on the West Coast of the US by Turner et al.
(2010). After conducting two phases of interviews with company employees in 2008 and 2009,
the study explored the inherently collaborate nature of the modern workplaces and aimed to
understand the effectiveness of communication tools used. It found that face-to-face is the
preferred communication channel, which was deemed not surprising due to the abundance of
media selection theories suggesting so. The respondents commented that this allows for
relationship building, ideation, and problem-solving (Turner et al., 2010). The study also
showed that although respondents use the phone frequently, many seemed to dislike using it
for numerous reasons including the cause of interruption for the recipient, as well as the lack
of non-verbal feedback (Turner et al., 2010).

In a 2010 study of five Malaysian organisations, it was found that respondents within the
workplace preferred face-to-face communication in the way that it can be effective for
relationship building with managers and dissemination of work-related information to
employees (Ean, 2010). Additionally, Cameron & Webster (2005) concluded that instant
messaging is perceived to be much less rich than face-to-face communication in their study
across four separate organisations in Canada. Turners et al.’s (2010) study also found evidence
of the strengths of email, including a persistent record, non-intrusive, and the ability to delay

response. On the other hand, this delayed response can be a weakness.

It is important to note that these studies were conducted in America, Malaysia and Canada, and
the topic has not been explored in New Zealand, insights from these studies can be considered
as we explore the New Zealand context. This study hopes to be able to fill this gap in the
literature, particularly in New Zealand, to understand the experiences reflected from differing

communication channels within the social, technological and discourse topics.
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2.4 Impacts of Paralinguistics and Unique Language Features

Research suggests that migrants struggle with various accents of native English speakers,
where the New Zealand accent has shown to be problematic for a number of reasons. Skilled
Migrant Business Advisor Lisa Burdes (2016) outlines the biggest hurdle for anyone new to
New Zealand to be interpreting the spoken language. They describe the "different” accent,
where vowels sound flat and are "often swallowed", particularly troubling for those who leant
spoken English from teachers with a British or American accent (Burdes, 2016). New
Zealanders speak quickly, and rarely pause between words or sentences, and the rising
intonation can often make a statement sound like a sentence (Burdes, 2016). Spoken language
is identified as more problematic than written language for non-English speaking background

(NESB) trainees, coming from an American model of English (Heather & Twaite, 2011).

Another significant challenge Burdes (2016) identifies for new migrants is the frequently-used
colloquial language in New Zealand, where migrants are often caught out by unfamiliar phrases
like "no worries, mate™ and "bring a plate”. Kawi & Xu (2009) also confirmed a primary barrier
for Internationally Qualifies Nurses (IQN's) migrating to New Zealand to be able to
communication effectivelyis the differences in pronunciation, accents, terminologies and
colloquialisms, which can lead to misunderstandings and miscommunication. Particularly, it
can be difficult for some IQNs who have learnt very formal English, as New Zealanders can
use a lot of informal language at work, including acronyms, slang, and swear words (Kawi &
Xu, 2009). In their combined project, Heather & Thwaite (2011) identified kiwi humour and
colloquialisms as an issue faced by NESB migrant farmers in training. Burdes (2017) also
touches on the hurdle created for migrants in the frequently-used colloquial language, as well
as the New Zealand accent, and the way in which we adopt intonation, and speak "too quickly".
In fact, a news article in Rotorua called for New Zealanders to slow down when talking to
migrants, calling for patience as migrants familiarise themselves with the New Zealand accent.

While Rotorua people are friendly and welcoming, Kiwis, in general, tend
to speak with a lot of jargon and often quite fast. Many migrants are trying
to familiarise themselves with the Kiwi accent, so please be patient with
them and also take the time to listen. It's a two-way thing. (Kirk, 2012).

18



2.5 Impacts of Formal Discourse

According to the Employment Relations Act 2000, every employee must have a written
employment agreement, and every employee must retain a signed copy of their employee's
agreement — however, the literature shows this is not always the case (Employment Relations
Act, 2000). Poor contracting practices regarding employment agreements for migrant workers
in NZ was reported by Bi (2016), where many participants mentioned issued related to
employment agreements indicating there were not provided with any documents to sign

relating to contracts of tax concerns.

A Labour Inspectorate operation audited 62 labour companies and interviewed nearly 700
workers over three months in 2016, and found 53% of employers failing to meet minimum
standards through failing to provide employment contracts, or map the minimum wage, with
almost all employing migrant workers (Cook, 2017). Migrant Workers Association
spokeswoman Anu Kaloti said that the lack of "whistleblower protection™ is a major flaw in
the NZ system where "the change has to be that migrant workers are empowered to speak out"
(Foneska, (2020).

2.6 Impacts of Cultural Perceptions of Power and Authority

Relative to migrants feeling unable to speak out regarding employment practices, Mclntyre
(2008) found that migrant workers moving to New Zealand are unable to speak out in other
conditions due to the cultural perception of power and authority in the workplace where
migrants may feel unable to ask questions for clarity in their workplace tasks. Section 3.5.2
explains this in further detail from a cultural perspective. One participant in McIntyre’s study
from Kuala Lumpur described their years in Malaysia before migrating to New Zealand,
outlining the conditioning to absorb without question (Mcintyre, 2008). Similarly, in their
observations on migrant farming students adjusting to the NZ farming industry, Heather and
Thwaite (2011) noted these students do not ask questions to clarify the meaning of what is
being discussed, while may also relate to power distance and authority conditioning as outlined
above.
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2.7 Current Issues for New Zealand Migrants

Although this study is not driven by identifying negative experiences for migrant workers, it is
important to note that this is an area of concern for this group in New Zealand. Though many
migrant workers find satisfaction in their experience of employment in Aotearoa, recent studies
have shown the vulnerability of this workforce to be of concern. A literature review on
temporary migrants in vulnerable employment (based in the UK, US, Canada, Australia and
New Zealand) outlined vital factors increasing the vulnerability of migrant workers, including
spoken language, working in low-skilled jobs, or being from a low-income country (Yuan,
Cain & Spoonley, 2014). Questions have been raised concerning exploitation of international
students in Aotearoa within the horticulture sector, where a study found many being paid below
the minimum wage, receiving little training, and working in impoverished conditions
(Anderson, Jamieson & Naidu, 2012). In 2019, cases in the media have raised a series of
concerns around migrant worker exploitation, with cases highlighted by the media including
those outlined in Appendix C.

2.8 Summary

Although there is an abundance of separate literature on communicative ecology, the impacts
of ecology selection, and migrant worker experiences in New Zealand, there is no research that
explores these three underlying topics as a whole. The literature review has uncovered the
definition of communicative ecology, where and how it can be utilised, as well as a broad
understanding of the impacts of specifically selected communicative ecology aspects.
Furthermore, the literature shows general experiences of migrant workers in New Zealand, with
an abundance of articles surrounding migrant worker exploitation. However, no study can
provide insights into the direct effects of communicative ecology for on migrant worker
satisfaction. This study explores the communicative ecology of migrant workers from in a

selected range of industries and how it affects their workplace performance and satisfaction.
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3. Methodology

This chapter outlines the qualitative narrative methodology adopted in this study. It then
describes the interpretive theoretical approach, viewed through a combination of organisational
and intercultural lenses. Following this, an in-depth description of the research process is
outlined, including data collection, sampling, participants, the interview, and analysis
description.

3.1 Narrative Inquiry

Narrative inquiry is a way of understanding lived experiences — a collaboration between
researcher and participant in which they seek ways of enriching and transforming experiences
for themselves and others (Clandinin, 2013). It highlights the importance of truly hearing the
stories of the participants, as this adds contexts and meaning behind the themes generated in
the qualitative nature of the research. Clandinin (2013) describes narrative inquiry as almost
anything that uses stories as data, narrative or story as a representational form, narrative as
content analysis, and narrative as structure. In this study, we use narrative as data, content

analysis, and structure.

Dewey's (1938) two criteria of experience — interaction and continuity enacted in situations —
is often cited as the philosophical underpinning of narrative inquiry (Clandinin & Connelly,
2000). Further works on the narrative inquiry have branches from that of Dewey, including
paradigmatic and narrative knowing (Bruner, 1986), narrative structure and coherence of lives
(Carr, 1986). Clandinin & Rosiek (2007) concluded, "framed within this view of experience,
the focus of the narrative inquiry is not only on individuals' experience but also on the social,
cultural and institutional narratives within each individual's experiences” (p.42). This is the
viewpoint in which this study takes — one that understands the power of context in
understanding themes behind an individual’s narrative, now looking at the institutional

communication ecology influences on the experiences of the participants.

The narrative inquiry as its own methodology, has developed important distinctions that have
become more well-recognised as guiding what fits within the field of narrative inquiry
(Clandinin, 2013). Many narrative inquiries begin with telling stories — a researcher engaged
in conversations with participants who tell stories of their experiences (Clandinin, 2013). Alheit
(1982) outlines key strategies for conducting effective narrative inquiry. This is treated as a

guide in these narrative interviews, where the researcher aims to not only listen to the narratives
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in the transcription phase but to also listen in to their own interview techniques to change and
develop as the interviews progress. Each strategy will be outlined along with a description of

how they were enacted in this study.

3.1.1 Prepare to Hear the Story
Alheit (1982) describes the importance of preparing to hear the story, that the researcher should
clear questions and intentions before the initial interview. In this study, the researcher
conversed with each participant before the interview to understand their background and an
outline of their workplace. This enables to researcher to understand the nature of the narrative
that would be uncovered in the interview, and also ensured a variety of participants from

different backgrounds working in varied positions.

3.1.2 Willingness to Participate
Alheit (1982) also outlines that "browbeating” and talking someone into participating has an
adverse effect on the readiness to tell the story, therefore the researcher should ensure there is
an initial willingness for the participant (Alheit, 1982). Additionally, recruiting the right
participants, those who genuinely interest the researcher, in order to create high interest is a
must (Alheit, 1982). Outlining the negative impacts of feigned interest, the interviews must be
engaging for the researcher.

3.1.3 Purpose of Interview
Alheit (1982) additionally outlines that the purpose of the interview must be openly stated; the
participant must know what is going to happen to the material they bring into the research
process. To collectively succeed in the above terms outlined by Alheit (1982) initial
communication with the researcher and the participant must be established well before the
intended interview. During this time, a rapport was created, questions answered, and
information supplied. In this study, information sheets, consent forms and supporting
documents were provided to the potential participant to enable them to gather a complete
understanding of the project. The information sheet and supporting documents, as well as back
and forth communication, can ensure that the goal is clear to the participant. The consent form
outlines the interview process (using notes and voice recording) and is further communicated
again in creating rapport, as well as before and during the interview. From an ethics perspective,
this cannot be repeated enough; the participants have the right to know every detail of what

they are contributing.
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3.1.4 Pre-Interview Conversation
Alheit (1982) additionally outlines the importance of the researcher talking about themselves
before the interview, who they are, what they do, and why you are so interested in the topic. In
preparation for this, the researcher created the following excerpt as an outline in introductions

with participants:

Having previously worked with migrants, | have always wondered if work is
more difficult for them, coming from a different country. The main thing | always
wondered about was communication. Is the communication barrier for migrant
workers in Hawkes Bay bigger, or smaller than | think? This thesis aims to
answer this question, and to explore the communication ecology for migrant
workers in Hawkes Bay - to create a better understanding of their story and

perspective. - Researcher

3.1.5 Interruptions Minimised
The next “rule” outlined by Alheit (1982) is understanding that the researcher should not be
dominated by a "secret guiding thread" in that could interrupt the interviewee from
communicating a vital aspect of their narrative. Alheit (1982) suggests arranging an open-end
date with the interviewee, talking about "obvious and everyday" things before the interview,
and switching the voice recorder on during this time. All of these strategies are implemented
in this study. As touched on above, a semi-structured interview provides the means for an

organically developed conversation, while still ensuring principle aspects are being covered.

To mitigate the possibility of interruption, the researcher aimed to first hear the narrative of the
participant, before asking further questions. Alheit (1982) touches on this, saying that when the
initial narrative has begun, the researcher should remain in the background to limit interruption.
Through creating ratified "rules” in the pre-interview conversation, the researcher can outline
the desired structure for the interview. In this case, the researcher described that they hope to
hear the narrative of their story, how they got to working in Hawkes Bay, and once the narrative
is told, then asking further questions particular to the workplace communicative ecology. The
researcher provided an outline (see Appendix D) of communicative ecology for both herself
and the participant to refer to during the interview. This way, if the participant may get lost or
stuck in their narrative, they can refer to the diagram to help stay focused without the need for
the researcher to interrupt. In the initial phases of the interview, Alheit (1982) suggests
refraining from questions such as "why" and "what for", where the participant may feel the
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need to justify themselves in triggering the mechanic of argumentation, smothering the
readiness to tell a story. Instead, asking questions such as “How did that happen” and What

happened then?”.

3.1.6 Follow-up Phase
Lastly, Alheit (1982) outlines the importance of postponing concrete questions to a “follow-up
phase”. It is only until the participant has finished their “initial story”, and give a clear signal,
such as “Well, that’s it really!” that follow up questions should be asked. An open-ended
question such as “You have just said something about your childhood in the village, can you
remember a few details?” can assist in drawing out more particular narrative memories. In this
study, the researcher ensured to listen to these queues, before posing direct questions.
Furthermore, the interviewer contacted participants after the interview to provide further

details, particularly regarding their employment contract and the nature of employment.

3.2 Qualitative Research

When examining the literature, qualitative research has an array of definitions. Aspers and
Corte (2019) examined 89 sources using the term qualitative, concluding the definition to be
“an iterative process in which improved understanding to the scientific communication is
achieved by making new significant distinctions resulting from getting closer to the

phenomenon studied" (p.17)

Researchers often adopt the qualitative approach in studies in which the researchers wished to
convey a research story that is meaningful to them and their readers (Levitt, 2020). Although
the term qualitative research has evolved to encompass a variety of meanings, Levitt (2020)

outlines a set of four central characteristics, summarised below:

1. The qualitative research involved examining natural language and other forms of
human expression rather than a data set of numbers used in statistical analysis. A verbal
description allows the capture of ambiguous and complex processes and experiences.
Additionally, the qualitative methods allow an analysis of the data to go beyond any
beliefs or assumptions held during the course of the research process.

2. Qualitative methods adopt a method in which meanings are generated from data
analysis. Once the initial awareness of the meaning is developed, this meaning can be
re-examined in the light of new data and further realised. This ongoing process allows
researchers to gradually develop findings that can relay central themes in the data being

analysed.
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3. Qualitative researchers pursue to highlight context in their findings. Additionally, this
ethic means that findings are presented transparently, emphasising the evolving nature
so consumers can apply the findings effectively to their situation.

4. Due to the interpretable nature of the qualitative method, questions can be asked about
the researcher's capability to enhance in this task. In response, researchers have a
tendency to engage their journalism in a rhetorical style that allows self-reflection in
the form of transparency through limitations and perceptions to understand how these
considerations might influence the research. In conclusion, researchers ensure to limit
the effects of their perception or are up-front about their perspectives so readers can

understand the findings as coming from a specific viewpoint.

3.3 Data Collection Methods

Three common methods of qualitative data collection include observation, interviewing, and

documentary analysis (Tacchi, Slater & Hearn, 2003). Due to the nature of this study, the desire
to create meaning through generated themes, the in-depth interview was chosen as a
methodological approach. The focus lies on a one-to-one, individual interviews. Furthermore,
a combination of semi-structured and narrative interview techniques is adopted in order to both

hear the story of the participant, while ensuring the relevant data is collected.

In a semi-structured interview, there is more of a conversation than a one-way process like a
structured interview (Croucher, 2016). It is essential to take this approach as we drawback to
our primary research goals which involved creating meaning from themes developed from the
conversation (or narrative). Additionally, the semi-structured interview is useful in this
research as the interviewer has developed an understanding of the setting or context through
the literature review, allowing the majority of the questions to be open-ended in nature
(Croucher, 2016). There is a range of considerations when conducting semi-structured narrative

interviews, including appearance, location, building rapport, questions, and recording data.

3.3.1 Appearance
Croucher (2016) highlighted appearance, stating the desire to appear professional but not too
formal, which could intimidate participants. The interviewer in this study felt the need to
incorporate these tactics to allow her participants to feel at ease — achieved through presentation

and language used.
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3.3.2 Location
Patton (2014) highlights the importance of an agreed-upon location (such as a public park or
café) for an interview, in that it makes participants feel more comfortable about the entire
process. This was another strategy adopted in this study, as it was important for the participants

to feel as relaxed as possible, and to share their most truthful and accurate narrative.

3.3.3 Building Rapport
Patton (2014) and Croucher (2016) highlight the importance of building rapport during the
interview process to show participants that there is interest in their stories. The interviewer did
this through using non-verbal and verbal strategies to encourage the speaker to keep going, and

to show interest in what they’re saying.

3.3.4 Questions
Qualitative research places an emphasis on the types of questions asked, stipulating that these
should be open-ended and characterised by terms such as “understand”, “explore” and
describe”, rather than quantifiable variables (Patton, 1987). Those researchers who conduct
semi-structured interviews combine techniques of structured and unstructured questioning, and
typically prepare a flexible interview guide to assist in prompting and guiding the conversation
(Croucher. 2016). Appendix E shows the question preparation for interviews in this study.

3.3.5 Recording Data
Croucher (2016) also noted that both in-depth note-taking and audio/voice recordings are
essential. The interviewer in this study attempted to take notes while recording, but in an
obvious manner that may cause participants might disengage from the conversation. Utilising
the semi-structured interview questions, making brief notes and “ticking off” completed topics

allowed for the researcher to take notes while still being an engaged listener.

3.4 Theoretical Approach

Different theoretical approaches and paradigms, including social scientific, critical, and
interpretive are used in communication research (Croucher, 2016). The interpretive theoretical
approach sets the scene for this study, in that we seek to define the individual meanings to
specific workplace communication ecology aspects. As both the context itself (i.e. the
organisation) and cultural considerations, these approaches are equally important and
considered in the research. Phenomenology is the basis for which the themes are generated in

this research. During the analysis, the researcher identifies key themes emerging from
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participants, which can be coined phenomena. This lens allows us to search for the conscious
and subconscious meanings behind each participants narrative. Rationalism and Subjectivity
allow the research to be open to findings, rather than to be confined by the literature. Adopting
an organisational lens allows understanding of the specific context in which we are studying,
while we also note the cultural considerations of the narratives in understanding the findings
as a whole. The following section explores the key concepts underpinning the theoretical

approach adopted for this study.

3.4.1 Interpretive
The interpretive research, sometimes called humanistic research, emphasises the significance
of subjectivity in constructing individual perceptions of reality, in that the interpretive
paradigm seeks to describe the specific meaning and social constructs of reality (Croucher,
2016). Due to the nature of this study, searching for meanings behind narratives, the

interpretive approach is adopted.

Croucher (2016) further states that for interpretive theorists, rationalism (or the idea that we
gain knowledge) and subjectivity (or that belief that they are inseparable from the research
context are critical outlooks to adopt. These are two fundamental perspectives that underpin
this study and are displayed through the methodology adopted.

3.4.2 Phenomenology
The second broad interpretive theoretical area Croucher (2016) outlines is pnenomenology (the
systematic explanation and study of conscious and subjective human experience). In short,
Hesserl (1970) describes phenomenology as the study of the meanings things have for us in
life. The purpose of this theory is to analyse the structure of experiences — in this case we are
exploring the relationship between workplace communicative ecology, and job satisfaction of
the workers.

Another relative theory Croucher (2016) outlines in phenomenology are symbolic
interactionism — emphasising the relationship between symbols, social interaction and social
work. He outlines three fundamental principles in guiding symbolic interactionism to

understand how people create images of themselves to then socialise within a community

1) meanings, - people act towards others according to the meanings given to those
people. In this study, we understand meanings by exploring workplace interactions and
hierarchy. The "social™ aspect of communication ecology can help us to understand the

meanings in specific circumstances.
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2) language - the meaning in which people communicate via symbols. In this study,
this is achieved through listening to the narratives of the participants, understanding
their background, and the language forces in which affect their workplace

communication ecology.

3) thoughts - the mental conversation people go through to interpret communication.
This is achieved in this study through prompted open-ended questions during the
interview, the researcher can understand the thoughts participants have in general or in

a specific context, to develop a deeper awareness.

It is through meaning, language, thought and interacting with others that we can then define

and understand ourselves and the context we are in (Croucher, 2016).

3.4.3 Rationalism
Rationalism means there must be no clear bias on behalf of the researcher - they are open to
unravelling new themes that may not have been apparent in the literature review (Croucher,
2016). Through keeping an open mind with no fixed agenda through the research process, the
idea of rationalism can be achieved. The current study opens pathways for further research
through being transparent about findings and limitations. In this way, the researcher can

communicate the need for further research by the gaps in this study.

Croucher describes the term hermeneutics, a theory of textual interpretation that was initially
used only for interpreting sacred texts such as the Bible and the Talmud, in which later
expanded to include of kinds of texts. The ideal of hermeneutics is described as the very essence
of the interpretive theory, where we search for individual meanings and social construction of
realities (Croucher, 2016). Gadamer (1973) concludes that with the theory of textual
interpretation, the researcher can reveal something about themselves, the social construct in
which the study takes place, other observers of the study, and finally shared experiences
between the creator and the reader. Through listening to insights from both migrant workers
and their managers, we can understand how the communication ecology is intended, perceived

and interpreted by the individual.

Through understanding and adopting the interpretive approaches above, the researcher can
describe individual meanings through understanding the significance of rationalism to deeply

understand the experiences of migrant workers in Hawkes Bay.
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3.5 Theoretical Lens

This study adopts the theoretical lenses of both organisational and intercultural communication,
where both the context in which the communication occurs and cultural considerations are
equally important in understanding the communication ecology and job satisfaction of the

participants.

3.5.1 Organisational Communication
The first critical lens applied in this study is an organisational communication perspective. The
field of organisational communication originated in the 1930s with studies of business and
management structures/organisation, and can be defined as 1) studying communication as
something that exists in organisations (Taylor, 1993); or 2) the study of communication as a
way to understand, describe, and explain organisational contexts and settings (Deetz, 1994).
This study adopts the first way of thinking, posing the question “what is communication and
how does it take place in the organisation” (Croucher, 2016). We can answer this question
through mapping the communicative ecology in the workplace of migrants in social, technical
and discourse areas. Within the field of organisational communication theory, a primary
interpretive lens is adopted as outlined above. Secondly, a critical lens is adopted to focus on
developing organisations that are “free from control, domination, and inequality; organisations

should be places that promotive diversity and growth for all members (Deetz, 2001).

3.5.2 Intercultural Communication
A second critical lens use in this study is the intercultural communication perspective, given
that we are studying migrant workers from an array of backgrounds. Croucher (2016) defines
the term intercultural communication as the study of communication that takes place between
unlike individuals (people from different cultures).Croucher outlines the cultural variability in
frameworks including Hall (1959, 1966, 1976) and Hofstede (1980) in understanding and

explaining differences in the national culture.

Halls framework of context, time and space divided culture into high context and low context,
where high context cultures use multiple contextual elements/aspects that help individuals to
understand the rules and norms of society (Hall, 1966). Additionally, Hall (1976) discussed
how cultures differ in how they use time — monochromatic (where individuals tend to do one
thing at a time) and polychronic (where individuals tend to multitask). Finally, Hall (1966)
uncovered the relationship between cultures and proxemics, describing how low-context

cultures have high territoriality and concern for ownership (Hall, 1966). Through
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understandings Halls framework, we can apply this intercultural knowledge when analysing
the interviews in this study, to take cultural aspects into account, rather than only focusing on

the organisation itself.

Hofstede's Cultural Dimensions (1980) can assist in understanding the narratives across
national cultures, and how their cultural identity affects their workplace satisfaction due to the
communicative ecology. Hofstede analyses cultural similarities and differences, through
understanding individualism and collectivism (the degree of interdependence in a society),
masculinity and femininity (where motivation is linked to the desire to be the best (masculine),
or liking what you do (feminine), low and high power distance (the extent to which less
powerful people accept that power is distributed unequally), uncertainty avoidance (the extent
in which member of a culture feel threatened by unknown situations), and long/short term
orientation (where some cultures prefer a traditional approach, and others open to modern
education) (Hofstede, 1980). Power distance particularly relates to section 2.6 of the literature
review, which found some cultures afraid to ask questions to their superiors due to cultural
perceptions of power and authority. Through taking both Hall and Hofstede’s national culture
differences into account throughout the study, we can understand how individual narratives

appear from a cultural point of view.

3.6 The Research Process

This section outlines the thought and meaning behind the processes of this research. It outlines
the initial drive to fill the gap in the literature, taking ethical considerations into account. It also

outlines the information provided to participants, and the data collection methodology.

3.6.1 Research Motivation
Having previously worked alongside migrant workers, the key driving force of the researcher
was understanding their perspective in the workplace. Through analysing existing literature,
the researcher understood that there was not only a lack of qualitative data in New Zealand but
also in her home city of Hawkes Bay. The term communicative ecology came up in the research
and was adopted as a basis for the study. The title “Exploring the communicative ecology of
migrant workers in Hawkes Bay” was created carefully, with consideration to the definitions

behind each aspect.
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3.6.2 Ethical Considerations

Several ethical considerations were evaluated for this study, given that migrants as a
vulnerable, and potentially over-researched, population.

3.6.2.1 Vulnerability
Non-English-speaking background migrants are considered to be vulnerable, therefore the
researcher submitted a full ethics application. To support this group, the researcher ensured to
use plain language in communications (consent form and information sheets) and provided
additional information in diagrams and other formats for participants to gain understanding.
Additionally, the researcher ensured all participants were able to bring a support person or
translator (if they wish) to the interview.

3.6.2.2 Autonomy
The first ethics principle outlined by Massey University (2017) is autonomy — the extent in
which the research enables potential participants to decide to participate in light of their
personal values and beliefs. Massey University (2017) outlines four main components in

autonomous decision-making:

1. Agency (the capacity to make decisions in light of personal beliefs). To meet this
condition, a minimum participant age of 18 years old was adopted in this study, the
legal “adult” age in New Zealand where individuals can legally make their own
decisions.

2. Information (on basing the decision) and comprehension (full understanding). To meet
this condition, the research provided extensive information regarding the intentions of
the study (as described in the above Purpose of Research section 3.6.1). Additionally,
the researcher had frequent conversations with each participant leading up to the
interview, where they were free to raise any questions of concerns.

3. Absence of pressure, coercion or manipulation (so the decision is that of the potential
participant). To meet this condition, the researcher ensured to use no language that
indicated pressure in recruiting participants. At the beginning of each interview, the
researcher outlined useful phrases for the participant to use if they were not comfortable
speaking on a particular subject, include “next please” and “is there anything else you

would like to know?”, ensuring they didn’t feel pressured throughout the interview.
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3.6.2.3 Avoidance of Harm
Although there was no risks in physical harm in this study, the researcher was aware that

narratives may bring up negative experiences for the participant. In light of this, the researcher
prepared a list of helpful resources if this situation was uncovered during the study.

3.6.2.4 Beneficence & Justice
The researcher communicated to each participant that they will receive a copy and summary of
the findings of the study, in that it may be beneficial to enhancing their experiences working in
Hawkes Bay. Additionally, the researcher aims to publish findings to be readily available to
employers of migrant workers, where the findings can assist them in enriching the experience
of workers.

3.6.2.5 Special Relationships
The researcher insured that no participants were previously known to them in that the
relationship could effect the results generated.

3.6.2.6 Research Adequacy
Massey University (2017) outlines that the study must have clear research goals, design, and
contribute to the advancement of knowledge. Additionally, the researcher and supervisor must
have appropriate qualifications, and should have discussed with colleagues the ethical issues
associated with the research. This study has had a clear goal from the research proposal, and
this was also communicated to each participant. Significant thought was put into the design of
the research, including methodology and analysis. The researcher identified a gap in the
literature, indicating originality and contribution to the advancement of knowledge. Both the
researcher and supervisor have qualifications related to the research field.

3.6.2.7 Accessing, Using, and Sharing Data
Massey University (2017) outlines the high ethical standards expected in obtaining and sharing
data. This includes consent, privacy, and confidentiality. Each participant gave either verbal or
written consent and were advised that only the researcher and supervisor were to know their
names. The use of pseudonyms was adopted in the study to protect the privacy of each
participant and the company they work for. Confidentiality will also be maintained when
reporting back to the involved organisations. In the case of gathering insights from James and
Mali, permission was sought by both parties to be identified to one another. Additionally, the
researcher stored all interviews and transcripts in an encrypted folder in which no other

individual had access to, further protecting the privacy of the participants.
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3.6.3 Research Providing Information to Participants
An information sheet (one for the manager, and one for the migrant with slightly adapted
outlines) was created to outline the purpose and details of the study, along with a consent form
as required by the ethics committee. To support this, examples of possible semi-structured
interview questions were constructed to assist in the preparing participants. The final
supporting document included a table of communicative ecology elements (social, technical,
and discourse) as a reference point for both the researcher and the participant during the

interview process (see Appendix D).

Once the above was developed, the researcher developed several posters (see Appendix F) to
assist in recruiting potential participants. These were then distributed in several ways, with
participants reaching out to the researcher with their interest in involvement. Once a rapport
was created between the researcher and the participant, it was ensured that understanding of
the purpose of the study was in-line, and any other questions from participants were provided.
Then, a time and place for the interview to be held was decided between the researcher and the

participant.

3.6.4 Data Collection & Interviews
As explained above, this study adopted the interpretive theoretical approach, with
considerations to organisational, cultural and phenomenological paradigms. As such, a
qualitative data collection method was required.
3.6.4.1 Narrative Interviews
Using the qualitative research method of one-on-one interviews, the data was collected over a
number of weeks. With a semi-structured interview guide in place, with supporting questions
relevant to answering the research question outlined as probes, when the interviews appear to

slow down.

The researcher began each interview with light-hearted conversation, followed by clear
instructions of the purpose. It was during these initial conversations that the recording began,
purposely in the moments where the body language and tone of the participant appeared
relaxed. The researcher then outlined communication ecology, with an easy-to-read document

to support this (see Appendix D).

The first three interviews with Kaikoa, Hoani and Atoni were in person, and the interviews to

follow with the remaining participants over phone and Skype. It is important to note that the
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phone and Skype data was not negatively impacted by the inability to converse in-person.
These were conducted following the same structure of an in-person interview — deciding on an

appropriate time for both parties to converse.

The researcher, although already providing participants with all documentation, brought copies
of these to each interview. Once the participants had signed the confidentiality agreement (or
voiced their confirmation for those on Skype), the idea of the narrative interview was then
introduced, and the researcher asked participants to tell their story of how they got to where

they are today, and their feelings and motivations behind it.

It was after the initial narratives, that the researcher asked each participant to shed light on their
workplace communicative ecology. The researcher used open-ended questions and phrases
commonly used in qualitative research such as “Can you tell me more about....” And “You
mentioned _, can you describe that to me”. Once the researcher heard the narratives and felt
they had enough supporting information following the guide, the interview was wrapped up
and further rapport was created with the participants. Each interview lasted slightly over 1 hour,
and participants were welcomed to bring a support person. . As the interviews went on, each
was transcribed and then notes provided back to the participants to review. This was to ensure
no miscommunication occurred, and if so, it could be rectified. Additional information, such
as confirmation of employment agreement contents were also communicated via email

following the interviews.

It is important to note that some participants were from a non-English-speaking background
(NESB) and these participants were welcomed to request a translator, or be accompanied by
one. For Hoani and Atoni and their NESB, Kaikoa volunteered to assist in translating, which
also enabled the men to feel more relaxed with a close-contact person taking part. These
interviews were conducted separately, with Kaikoa sitting alongside to assist with translation

when required.

3.6.5 Purposive Sampling
Collis & Hussey (2009) defined a sample as representing a population. In this case of
qualitative research, non-probability samples were considered — small in scale, and deliberately
selected individuals (Ritchie et all, 2003). O’Learly (2010) states that using non-random
samples can credibly represent populations (p. 109) and for this reason, purposive sampling
was adopted.
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In the call for recruitment, the researcher asked for migrant workers from both English-
speaking and non-English speaking backgrounds over the age of 18. While the age restriction
was aimed to satisfy ethical needs, the researcher understood from the literature review that a
comparison of NESB and Non-NESB may be helpful in analysing the experiences of migrant

workers.

3.6.6 Participants
While the researcher had an ambitious aim to interview a total of 20 participant across 4
different contexts in key industries in Hawkes Bay, the limitations placed through the country-
wide lock-down due to Covid-19 highly effected the ability to recruit participants. Still
retaining an optimistic view, the researcher was able to cover 5 differing contexts with a total

of 7 migrant worker participants, and 1 manager providing further insights.

Five different organisations were involved in the study, the first being an orchard management
company that managers multiple orchards and personnel across Hawkes Bay, the second being
a commercial cleaning company that often employs migrant workers, the third a wine company
where an orchard worker and cellar hand were recruited, the fifth a highly respected veterinary
clinic. Insights by the CEO (James) and supervisor (Mali) from a family-run orchard were also
utilized in the study. It is important to note the differences in practices from the larger

organisation that Hoani, Kaikoa and Atoni work in, to the family-run orchard.

From these five workplace contexts, a total of eight migrant workers participated in the study,
inclusive of Samoan migrant supervisor Mali. The first wave of interviews included Hoani
(NESB), Kaikoa, and Atoni (NESB), all from Santo in Vanuatu who all work on an apple
orchard. The next participants were Marie, from Germany, and Bella, from France, both
working at a winery. Juliana (NESB), a commercial cleaner from Brazil followed, and finally
Lesedi, a veterinarian from South Africa. Profiles or participants are outlined in Chapter 4,

alongside the mapping of their communicative ecology.

3.7 Thematic Analysis

Theme identification is one of the most fundamental tasks in qualitative research (Ryan &
Bernard, 2003). Guest, MacQueen and Namey (2012) describe the term thematic analysis as
moving beyond counting explicit words or phrases and focus on identifying and describing
implicit and explicit ideas within that data—i.e., generating themes. Once themes are generated,
codes are typically developed to represent the identified themes and linked to the data set for

later analysis. Given the interpretive nature of the research, thematic analysis is highly
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appropriate, due to the involvement of interpretation in defining the codes and themes (Guest,
MacQueen & Namey, 2012). Ryan & Bernard (2003) describe several processing techniques
in thematic analysis, from informal folder organisation to formal software to count words or

word co-occurrences.

3.7.1 Familiarisation and Theme Identification
Familiarisation with the data is the first step in the thematic analysis of this study. This includes
transcribing voice recordings into text, taking notes, and making comparisons between the data
sets (interview transcripts). Once the researcher is comfortably familiar (being able to recall
conversations as well as the general synopsis of each interview) with the data — note this is the
first step on Ryan & Bernard’s 2003 processing techniques — identification of possible themes

can commence.

3.7.2 Qualitative Coding
Once the transcripts have been organised, qualitative coding commences. This process involves
highlighting sections of transcripts, and coding these in short-hand labels, as shown in
Appendix G. Codes emerging throughout this study include workplace layout, seasonal worker
schemes and family, among others. Once each transcript has been coded, the data is then
collated into groups by code, allowing an overview of each code across different transcripts, as
shown in Appendix H. The use of Microsoft Excel is useful in the coding stage, as we can order
each column, allowing comparison in a multitude of ways. Due to the smaller scale of the
research, transcripts were manually coded by the researcher to assist in data familiarisation.
Methodology expert Adu (2015) outlined that manual coding should be used when there is a
small data set as electronic coding requires the need to familiarise with the software over a

period of time.

3.7.3 Generating Themes
Codes are then ordered into similarity, for example, codes such as family and money issues
can be labelled as a collective theme “motivation to migrate”. Particularly for this study, as we
look into the social, technological and discourse aspects of communicative ecology, codes such
as texting, software and email can be combined into the "technological” theme, and so on.
Then, thematic analysis of the data was undertaken to develop re-occurring themes throughout
the narratives, and a discussion of the key findings and implementations for workers and their

employers to follow.
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3.7.4 Generating Maps
When mapping communicative ecology in her study, Hoffman and Papoutsaki (2016) used
visual diagrams to aid in understanding the communicative ecology of each participant. A
similar approach is adopted in this study, where social, technological, and discourse elements
in the workplace of each participant can be clearly identified, with lines linking the network
specific elements operate in. These were created manually using Microsoft PowerPoint, to

visually identify communicative ecology elements in an easy-to-read format.

3.8 Measuring Job Satisfaction

An important aspect of this study is measuring job satisfaction, which cannot be measured from
the narratives alone. This study adapted Brayfield and Rothes’ 1951 Index of Job Satisfaction
(1JS), as a way for participants to outlines their experiences. The 1JS originally comprised of
eighteen questions that varied slightly in their wording. For example, one question “my job is
like a hobby to me” and “I enjoy work more than my leisure time” were very similar (Brayfield
& Rothe, 1951, pg. 309). To avoid language confusing, particularly for NESB participants, the
researcher condensed this to five questions that reflect the aim of the questionnaire. Five
questions from the Job Questionnaire were selected, and used in conjunction with the
commonly used Likert Scale (Brayfield & Rothes, 1951. Each participant was asked to
complete the small Likert-scale styled questionnaire, including the following questions, scoring
0 to 5. Note that 0 indicated negative feelings, while 5, the top score, indicated no complaints

from the participant.

There are no conditions concerning my job that could improve
My job is like a hobby to me
| never have to force myself to go to work

| feel real enjoyment in my work

o ~ W e

| am more interested in my job than my friends are

Utilizing the job satisfaction enables the researcher to compare participant satisfaction at work
with their communicative ecology, creating further understanding into the relationship between

these components.
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3.9 Summary

This chapter has outlined the methodology practices adopted in this research process, and
uncovered the research aim in answering the primary question “How does workplace
communication ecology influence migrant workers in Hawkes Bay?”. Once the research aim
was established the use of a qualitative and narrative approach in interviewing was explained
in this particular context. The researcher also noted the theoretical paradigms taken into
account. While the interpretive theoretical approach is a general view of the study itself, the
importance of organisational, intercultural and phenomenological lens considerations were also
outlined in understanding and analysing the interviews. The steps in the research process were
presented, from coming up with the topic idea, to publishing findings to participants. Finally,
a profile of each participant was developed before outlining coding and other activities
involved in the thematic analysis, to bring to light out findings in the following chapter.
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4. Participant Profiles and Communication Ecology Mapping

This chapter outlines the primary demographic, communicative ecology, and job satisfaction
findings from the data. Chapter 4 outlines the participant profiles and ecologies found, while

Chapter 5 discusses the three communication ecology components in more detail.

4.1 Profiling

The seven participants were a diverse group of people. While the three men had family and

financial motivations for migration, the three women communicated their desire for new
experiences. Lesedi was the only participant who moved to the country with her family, with
the motivation to migrate surrounding the desire to be in a stable environment to raise her
children. A profile of the seven participants was developed to achieve an overall understanding

of their motivations, as shown below in Figure i.

Figure i: Table of Participant Information

Name and Role Quote Age Home Language Employment Motivati
Country Experience Process on to
Migrate
Kaikoa — Apple Back in Vanuatu we really truly 31 Santo, Bislama, RSE To provide for
Thinning / Picking have to work work to make a Vanuatu French, family
living. But for maybe only $300 a English
month. It makes it very difficult.
That's why many Vanuatu we
come to
New Zealand.
Hoani — Apple Thinning I don't know. Compared to 28 Santo, Bislama, RSE To provide for
/ Picking Vanuatu, it's really good. Living, Vanuatu French, family
everything. English
We cannot complain.
Atoni — Apple Thinning | feel it's like a sacrifice but | am 36 Santo, Bislama, RSE To provide for
/ Picking thinking in about the longer term. Vanuatu French, family
English
Bella — Cellar Harvest I have been travelling for 2 years. 24 Nice, French, Migrant New
Hand | travelled around Australia in the France Dutch, worker experiences
van from like 2018, English websites
and came to New Zealand in
September last year
Marie — Vineyard 1t feels like a family, that’s why [ 26 Breman, German, Job search New
Worker don 't want to leave! Germany Dutch, websites experiences
English in
Germany
Juliana — Commercial I didn’t have a job when I got 23 Sau Portuguese, Job search New
Cleaner here, but | had some interviews. Paulo, little English websites experiences
| first got the cleaning job and | Brazil
was so happy so | said yes
straight away!
Lesedi — Veterinarian My husband and | came over here 34 Cape Afrikaans, Job search A safe place
in 2015, and we began to build Town, English websites tostarta
our life together. South family
Africa
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4.2 Mapping the Communicative Ecology

4.2.1 Kaikoa, Hoani, and Atoni

Kaikoa, Hoani and Atoni all worked for the same company, on different orchards throughout

Hawkes Bay. The men spend 7-11 months in Hawkes Bay thinning, picking, and packing

apples on various orchards. As this study focuses on the workplace, the pre-employment

processes for the RSE workers was not analysed in-depth, as their employment process began

in Vanuatu. Hoani and Atoni have worked in Hawkes Bay in previous seasons, while 2020 was

Kaikoas first experience in the region. The three men’s communicative ecology have been

summarised as a group, as they experience the same communicative ecology — however as

noted in the Methodology section 3.3, the interviews were carried out separately.

Figure ii: Kaikoa, Hoani & Atoni Communicative Ecology Map
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4.2.1.1 Discourse
The men’s primary source of communicative ecology was the discourse aspect, including daily

team meetings in the morning, outlining their goals and tasks, and allowing for questions and
related interactions. On occasions where it is required, their small orchard teams would come
together for a Hawkes Bay employee-wide meeting with whom they described the “big boss”.
Another significant aspect of their discourse ecology included an 8-hour long induction on their
first day. This group induction introduced the Health and Safety Policy, information about
relevant laws (such as road and traffic), and information about saving money, however there

were no social opportunities throughout the process.

4.2.1.2 Social
The social aspect of their ecology involved their workplace layout — working in the orchard,

closely alongside a small team (up to 20 people) with a supervisor involved. They described
their interactions on the orchard as friendly and involved, as further analysed in section 5.2.
They also described their fondness of group-related activities, such as eating lunch together or

cooking food together during a Friday social function.

4.2.1.3 Technological
It was interesting to find that the technological aspect of the workplace ecology was not utilised

in the workplace — the issues surrounding this, both positive and negative, are also analysed in

section 5.3.
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4.2.2 Marie
Marie works in a vineyard, picking and pruning grapes for a winery, similar to the Vanuatu
men. Unlike the RSE workers, she plans reside in Hawkes Bay over a long-term period, to

enhance her life experience.

Figure iii: Marie Communicative Ecology Map
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4.2.2.1 Discourse
Marie discussed a full-day induction, including Health & Safety, workplace culture, and other

activities such as icebreakers. Her induction was a social-based induction, with activities to
assist in connecting with other employees in the workplace. She too had a meeting every

morning, outlining the goals and tasks to be achieved that day.
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4.2.2.2 Social
Marie describes her workplace as social, where employees work in groups and partners, which

are often changed around to enable employees to get to know one another. She says that
listening to music is a major player in her social communication ecology and brings employees
together on the orchard every day. Additionally, her and her colleagues make an effort to
socially interact outside of work, as well as staff dinners and lunches organised through the
employers.
4.2.2.3 Technology

Regarding the technological aspect, Marie outlined the social media contact of her and her
team, allowing them to communicate outside work. Her mapped communicative ecology
showed an interconnectedness between the three aspects, where discourse and social met in the

induction process.

There is a direct link between social and technology (through connecting via social media
outside work), and social and discourse (with a full day induction largely based on social

activities) elements when mapping Marie’s communicative ecology.
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4.2.3 Juliana
Juliana is a commercial cleaner, where her primary role is to travel to different organisations
to provide them with cleaning services. She usually works in small groups, and for smaller

tasks may even work alone.

Figure iv: Juliana Communicative Ecology Map
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4.2.3.1 Discourse

Juliana described the use of human resource software BambooHR, which allows access to
employee information, as well as policies and documents. Juliana has a unique source of
discourse in her ecology. Though there are relevant policies such as Health and Safety, and the
Privacy Act, her primary source of discourse is the packaging of the cleaning products she uses.
Because English is not her native language, and this is the language in which product labels
are written, she describes the strategies used to overcome this, which is analysed in section 5.1.
4.2.3.2 Social
Juliana outlined that her line of work is not particularly social, that she works in small groups
of 2-3, and sometimes even alone. She indicted that sometimes there is customer interaction

while she is working, when somebody is still working in the office she is cleaning.
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4.2.3.3 Technological
Juliana’s communicative ecology map was slightly more complicated to those above, showing

higher usage of the technological aspect. The lack of social activities sees an increase in the
use of technology. There, again, is a link with social aspects, where the use of technology
(social media) enables connectivity on a social level. She also described the supply of phones

and work emails, which are utilised daily through calls, texts, and emails.

Once again, the map shows interconnectivity of the differing aspects of communicative
ecology. Discourse is connected through technology with adopting the use of BambooHR, and
technology is connected to the social aspect using social media, like that of Marie.

4.2.4 Bella
Bella works in the same organisation as Marie. However, the two rarely cross paths as Bella
is working in the cellar door office doing administrative work. She maps the most extensive
communication ecology of all the participants, which can be attributed to the complex and

demanding nature of her role.

Figure v: Bella Communicative Ecology Map
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4.2.4.1 Discourse
Bella’s discourse involved an induction pack which included Health and Safety procedures,

information about the firm and its goals, and assistance with the technological aspect of her
work. The primary discourse for Bella is daily team meetings with her department. She is also
often called to larger group meetings with the company manager. She described the strategy
employed by the company manager in sending out meeting notes, which is further analysed in
section 5.1.

4.2.4.2 Technology
Regarding technology, Bella and her co-workers are provided with phones and work emails,
allowing for professional contact both in and outside work. She notes the use of a shared
computer for her department, where they use 360 Winery. 360 Winery is the primary
technology aspect used for Bella; an integrated software package used for all aspects of the
wine procedures. For Bella, she utilises this resource for documenting and managing picking,
packing, and delivering procedures. She also outlines the frequent use of Facebook, where
employees can interact with one another outside work.

4.2.4.3 Social
Bella described a more complex social ecology, particularly surrounding proxemics. She
uncovers the positive aspects of working in close proximity to other departments and the impact
that this has on the social ecology in the workplace. She also outlines the use of Facebook, and

a Social Club that organises multiple staff events every year.

Again, Bella’s three communicative ecology aspects are all interconnected. Discourse is
directly linked to technology, through enhancing providing meeting minutes and summaries
through follow-up emails. Discourse is also directly linked with social aspects, through the
socially driven group induction, where workers starting at similar times have an opportunity to
socialise with one another. Social and technology are directly linked through the use of social

media platform Facebook.
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4.2.5 Lesedi
Lesedi works as a Vet, where she applied for her role through Seek, as was offered the job
instantly. She was aware she was applying for a role in which she would be trained to be the
primary carer in the business and embarked on a two-year journey to train her into her current

role.

Figure vi: Lesedi Communicative Ecology Map
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4.2.5.1 Discourse
Lesedi’s first week comprised creating an understanding of the functions of the business, from

surface level aspects such as meeting her teammates, understanding the physical workplace
and so on, followed by extensive learning of policies. Lesedi described her contract as
extensive given the serious nature of her role, and outlined policies including hazards, health
and safety, privacy, and consumers rights, stating this was detrimental as laws differ between
her home country in which she has been practising her role for years. She often touches on the
ease of language, coming from an English-speaking tourist city, with a similar accent to that of

New Zealand, though she touches on the use of colloquialisms as a communication barrier in
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the workplace. She also outlines how their clinic strategises to refrain from technical jargon for

customers, ensuring families have as much information as they need.

4.2.5.2 Technology
Lesedi describes their primary workplace communication as email and phone-based and

outlines their “perfect” database in which they can create bookings without the need to further
communication. Her workplace uses this database as their primary form of communication,

which is also supported by phone calls and emails.

4.2.5.3 Social
Lesedi repeatedly highlights the importance of social communication in her workplace, stating

they have many in-person and social media-driven communications outside work in which
allows employees to better understand each other and how they work best. This once again

displays a connection between technology and social aspects in the communicative ecology.

4.2.6 Summary
This chapter has mapped the communicative ecology of the participants in this study working
in five key Hawkes Bay industries. In has given clear insights to the ecology and
commuinication channels each participant engages in, and the similarities and differences
across industries. The connection between the workplace communicative ecology and job

satisfaction is discussed in Chapter 5.
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5. Results and Discussion

Chapter 5 brings together the insights from the individual mapping in Chapter 4, presenting
more in-depth understanding of each of the components mapped in Chapter 4. These are then
discussed with supporting data, results from the job satisfaction scale and in relation to the

literature.

5.1 Discourse

As shown in section 2.5 discourse plays a vital role in the experiences of migrant workers and

is a primary element in the analysis of communicative ecology.

Key themes relating to discourse came to light throughout the qualitative research, with notable
mentions including contracts, policy documents, IRD forms, timesheets and payment

documents, meetings, inductions, reports and interviews.

5.1.1 The Employment Process
Each participant outlined differing employment processes, ranging from the use of employment
schemes to migrant worker websites. The three Vanuatu orchard workers migrated to New
Zealand through the RSE scheme, in which multiple agents participate. Atoni, Hoani, and

Kaikoa all outlined the process, which begins in Vanuatu.

We use to come in the RSE scheme through an agent, yeah RSE scheme.
We have to send a contract, have an interview, they give you the
information. An in-person interview in Vanuatu. They said yes you will be
a great part to New Zealand — Atoni
Atoni also described the further assistance the scheme offers, including work placement,

housing and accommodation, and setting up bank accounts.

Everything is done through the RSE. Work placement, accommodation,
helping with bank accounts, paying rent- Atoni
The RSE scheme appeared to give the three men a place to start, a network for advice and

assistance, bringing peace of mind through immigration and employment processes.

The RSE are very nice. They are not scary. - Hoani
James, CEO of a reputable family-run Hawkes Bay orchard was able to give direct insight into

the pre-employment processes the migrant workers face through the RSE. He explains that his
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migrant worker manager goes over to the host country to supply documents, which are checked
over by the labour department. Once they arrive into New Zealand, the contracts are already in

place for the workers.

Yes, we send the contracts over with Mali, [Samoan orchard supervisor]
he goes over there and explains everything to them. They re checked by the
labour department. The contract they have is through the NZ immigration
driven and it’s them implemented in Samoa, then it’s up to us from here on.
- James
Marie, from Germany, outlined her simple employment process, communicating her surprise

through intonation, raised eyebrows and body language.

| had already applied for the job when | was back home in Germany. It was

really easy, | just needed an English CV and then they sent me a contract

and said OK when do you want to start... it was through email, they

couldn’t call but they said they didn’t need to- Marie
Working for the same winery in a different department, Bella went through a more vigorous
process for her role. This may be due to the nature of the role, with Marie working in the
orchard, and Bella on the “front line” as Cellar Harvest Hand.

I sent in my CV and cover letter, and then they called the next day - Bella
It is interesting to note that both women appeared pleasantly surprised with the ease of the
employment process in New Zealand.

| applied [for the job] when | was in Auckland. | applied on a backpacker

website and they called my mobile phone the next day. - Marie
Brazilian, Juliana, working as a commercial cleaner, also outlined her simple employment
process, although she was the only participant to have a face-to-face (Skype in this case)
interview directly with the company. While the men from Vanuatu had interviews with the

RSE, Juliana has an interview directly with the employer.
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I didn’t have a job when I got here, but I had some interviews. I first got

the cleaning job and | was so happy so I said yes straight away... I did a

skype interview, it’s a commercial cleaning brand, and they hire employees

so 1 go to lots of different places for different jobs... They said OK you will

come to meet us at our offices, and then I went the next day to sign all the

paper work. — Juliana
Lesedi is another participant who applied for her role while she was in New Zealand, stating
her and her partner had planned to be in the financial position to do so.

We made sure we had enough finances that we didn’t need to worry about
getting jobs as soon as possible. For me this took a little longer but | was
employed as a vet assistant in Napier, and | am now the primary vet in our

clinic... - Lesedi

It appears that the varying processes of employment is ideal for the participating migrant
workers. For the men from Vanuatu, as two of them are frequent seasonal workers in New
Zealand, and the other wishing this for his future. Being able to meet with the RSE in Vanuatu
provides security and peace of mind, knowing they have security in employment. The desire
to take this process may be due to their motivation to migrate - with all three men supporting
families back home, this style of employment provides the highest security in both employment
and other aspects of migration such as accommodation and banking. Marie also applied for her
role while abroad from New Zealand, again provides security and peace of mind upon arrival
to Hawkes Bay. It appears that being able to apply for a job in New Zealand while still in their
home country is important to some migrant workers, which is also crucial in sustaining New

Zealand’s migration goals as outlined in Appendix A.

On the other hand, both Bella and Juliana applied for jobs when they were in New Zealand,
which is common among travellers. Bella is a traveller, living in her van. With her motivation
to migrant being new experiences, there was not the high amount of pressure that there was on
the men in Vanuatu (who are here to provide for their families) to obtain job security, and that
she had less stress in securing a job. Juliana sits somewhere in between the men and Bella,
wanting to secure a job but with less pressure from family to provide. Applying from Auckland

meant she was able to secure a job before traveling to Hawkes Bay. Lesedi outwardly described
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her intention of not applying for her role until she was settled into the country, due to the

financial situation of her and her partner.

The differing employment processes across participants shows that migrant workers coming to
Hawkes Bay cannot be put into one category, and that their desired processes and motivation
to migrate play an impact on the types of roles they are applying for. These findings suggest
Hawkes Bay employers providing differing employment processes is vital in attracting an array

of migrants from all over the globe.

5.1.2 Contracts and Policy Documents
Contracts and policy documents are the primary discourse in the ecology of the seven migrant
workers participating. While some workers, such as Lesedi and Bella, have an abundance of
documentation, all four orchard and vineyard workers had little engagement with employment

documents in their workplace discourse.

For the three men from Vanuatu, all contracts were organised through the RSE, therefore
contracts were identified, but not prominent in their workplace discourse. In fact, the only
documents the men dealt with while working in Hawkes Bay was confirmation of the number

of hours worked that week.

Access to contracts was not possible due to privacy concerns, however participants were able

to share insights into key components of contracts and how they engage with them

It was only just the brief at the start. No documents. — Hoani

The lack of formal discourse for migrant workers in New Zealand was identified in literature
review section 2.5, however being employed through the RSE scheme means the participants
in this study are supplied with all legal and relevant documentation prior to entering New
Zealand. The literature review section 2.3 also identified the impacts of communication
channels, where face-to-face was the preferred method. This can explain the minimal discourse
identified in the mapping for the NESB men from Vanuatu, in that verbal communication is
more effective for this group with English language difficulties. James was able to give insight

into documents provided to RSE workers, and verbal and written communication channels.

52



A lot of people who are in our industries... they don’t spend time reading
books, they want to see things happen with their hands... If we can get it
simply across to them, sign this piece of paper, really straight forward. In
terms of discourse, we don’t give them a lot of it because we know they
aren’t going to read it... |f you write it down, half of them will read it, half
of them wont, and to be fair if you get the right communication going on

it’s better to show and tell them and things... It is what it is.” - James

Contrastingly, Bella and had a variety of discourse, beginning with the initial contracts,

communicated via email.

They seemed really happy and offered me the job on the phone. Right away
they sent me my contract... - Bella

Extending the ease of getting a contract (see 5.2), Bella noted the technicality of its contents.

[It] was like really long. Because there’s so many different procedures and
then like what do you call them “trade secrets” there was more papers than
I thought. Like some things we so easy. Like my payment, hours and things
was all really easy. There were some parts that were so technical- Bella
Lesedi also outlined her complex contract, due to the nature of her work. This involved hazards,

health and safety, privacy, and consumer rights.

My contract is rather extensive it has a lot of separate parts to it... The

main thing was understanding NZ law really. - Lesedi
As access to individual employment contracts is limited, Bella outlined the contents which
included a description of the company, a privacy policy, emailing and applications, and tax

information.

Confirmation of the contents of the contract were confirmed via email following the interview;
however, the contents appeared to be different to that originally outlined by Bella in the above

paragraph.
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Figure vii: Table of Contract Contents - Bella
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The perceived versus actual contents of the contract is concerning, particularly with Bella

stating she didn’t fully understand.

1 just didn’t know so I just signed it so I could get the job. - Bella

Bella provided an employee contract template found online that was said to be very similar to
her own (See Appendix J). The contract uses frequent the technical language, which likely

causes migrants to struggle with the content.

The literature review showed a theme in migrant workers being afraid to ask questions, often
attributed to authority. Hofstede Insights (n.d) shows France as a high power distance country
(68/100) compared to New Zealand (22/100), where power is centralised in companies. This
may be a cause of Bella’s unwillingness to ask further questions. Section 2.6 and 3.5.2 of both

provide support for this claim.

When comparing Bellas contract language to the IRD Tax Code Declaration )with clear
instructions in an easy-to-navigate format) (Appendix K), it was clear to see why she
specifically mentioned the IRD form was more simple for her to understand than her employee

contract.
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Then we have things for the Inland Revenue, that’s actually like part of the
contract. It’s got your tax code and everything on it. I had no idea what it

was about but the paper was really simple toad and understand. - Bella

This relates to organisational communication and load, outlined section 2.2 It is possible that
that the overload in information has created unease for Bella, as it is associated with
occupational stressors. Referring to the inventions sections of her contract, similar to the
excerpt above, Bella outlined the following:

If you invent something at work, then it belongs to them... I hope I don't

invent anything too good - Bella

Bella refers to the value and challenge of translation, which can often be an issue across
languages, particularly French and English. With the English language having 7 times more
words than in French, it is highly probable that translation issues may occur .She suggested
having a translator look into the document, allowing it to be translated across different

languages, particularly to ensure that specific English words also hold meaning across cultures.

Some things you can’t always translate back to French, so it’s meaningless
to me! Maybe... making it more simple wording for other cultures. English
is super difficult. - Bella

While expressions and colloquialisms were mentioned in the literature as a significant

challenge for migrant workers, there was no mention of accurate translation issues.
Marie also received her contract in advance online, in which also covered a vast array of topics.

Following the interview, she confirmed (via email) the contents of the employment agreement

below.
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Figure viii: Table of Contract Contents - Marie
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For Marie, “everything was really straight forward the hard part was the flight!”. This may be
attributed to her English language experience, where she learned the language at school, and
when travelling to America later in life.

Being here, it [the English language] has gotten a lot better too because

not many people know German, so you just have to keep trying. - Marie

Juliana had a different experience with her contract. Although she was able to read it

beforehand, she signed this in person with her employers.

They said OK you will come to meet us at our offices, and then | went the

next day to sign all the paperwork — Juliana
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Juliana easily understood her contract, attributing it to the similar work she has done in the
past. In Juliana’s line of work, commercial cleaning, it is understandable why there would many
components of the contract. She outlines how it is useful to be able to take the time to
understand the contract, through utilizing programmes such as Google Translate to help better
her understanding. Section 2.3 outlined that written language is often easier for migrant

workers (especially those learning from an American model) than verbal language.

Understanding privacy, products, and those sorts of things. When you get
to sit down and read it, especially with google translate, you can

understand it a lot.

Health and Safety was another vital piece of discourse mentioned throughout the interviews.
While the three Vanuatu orchard workers received an eight-hour long Health and Safety
induction (touched on later in this chapter), no participant was provided with a personal Health
and Safety policy. Orchard CEO James outlined possible reasons for this in section 5.2, which
also relates to information load, where it is likely the men are not provided these to mitigate

stressors associated with information overload.

Oh yes for the induction they have the health and safety talk, but it is not in
our documents and things. If we need those, we can go to ask the office. -

Hoani

5.1.3 Accent, Pronunciation and Speed
Meetings are a common source of discourse communication ecology, where participants had
varying experiences in the workplace. For the Vanuatu orchard workers with minimal
documents (as identified in section 4.2.1), meetings and verbal communication overpowered
their discourse communicative ecology. The literature showed verbal communication as the
most effect means of understanding in the workplace, and it appears the orchard utilizes this

strategy.
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So we wake up like 6 and have breakfast and make like a sandwich. We will
go to work, and talk with maybe the QC if he is there, or the supervisor.
They will say like 15 minutes, what we need to do. We can ask questions
and things. - Kaikoa

It is clear that this style of communication (verbal) is due to the nature of hands-on outdoor

role. James was able to confirm this is common practice in the horticulture industry.

Well we run a tool box meeting every morning with our teams and Mali will
go there, talk through the jobs for the day, the hazards on that particular
day. If you tell someone you can’t do something over and over they’ll
eventually stop listening you know? So if we do this every day like this it’s
better. That’s another issue. What we are trying to do is remind them and
make sure they’re aware. And then in the orchard we have them every
morning too, where everyone is going to be etc etc. This all happens every
morning. The Samoans are getting used to the fact that every morning
they 're being talked to. Mali introduces it, then he goes back and checks

they 're doing it right before we leave them to it. - James

The orchard workers do not have access to computers during their time at work, and while the
supervisors communicate in other ways, the only way the workers are communicated is to
verbally. During all three separate interviews, the men touched on their perspectives with

verbal communication and the issues they have.

When important things are happening, we will have a big group meeting
with the big boss. That's when it's harder to understand. Talking quickly,
more people. - Kaikoa

The literature review section 2.4 showed accent, pronunciation and speed as a primary barrier
for migrant workers in New Zealand. The further along the interview process, it became
apparent that all three participants felt this way, and that understanding verbal communication
was an issue they faced daily. Additionally, when these participants were facing difficulties, it

was up to themselves to alleviate this.
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“So then, the others from Vanuatu will take me through slowly so |
understand. it doesn't happen often only a few times. It's more about the

technical things we don't understand.” - Hoani

It can be said that the employer has made an effort through obtaining a migrant supervisor, it
is clear that the three men feel comfortable asking him questions, alongside their other close
co-workers. However, the men do confirm that they do not all always work together, and that
sometimes the supervisor isn’t there to assist in language difficulties. This may cause anxieties
with being at work without a support system. James was able to shed light on this situation,

stating this is common in the industry.

1 see a lot of other businesses going through those situations, and I'm going
my god how do these poor guys understand what they 're meant to be doing.
1t’s an interesting thing for us. We have one of oUr gang leaders who isn’t
quite up there with their English and then they go uhhhh and do half of the
job, they aren’t sure whether it’s exactly right or not. I've had guys who 1
asked to lay some posts out, thinking they were going to lay them flat on
the ground, but then we get there and he’s already put them in the ground.

Just those fine little points. - James

On numerous occasions, with and without prompt, all three Vanuatu orchard workers
described issues with verbal communication, often referring to the monotonous New Zealand
accent, and the speed in which their superiors speak during inductions and meetings,
particularly referring to males. Hoani stated that if there was one thing he could change to help
with communication at work, it would be for others to slow down when they speak. This relates
to the unique language features discussed in section 2.4, where Kirk (2012) urged New

Zealanders to slow down when talking to migrants.

We didn't understand. He wasn't clear... He speaks not very clear. Like a

mumble..... It's all together, the words are all together - Hoani

Contrastingly, Lesedi spoke about her ease with this, due to her country of origin.

59



| think there is a big difference in your accent with your country of origin
and other languages you have grown up with... my partner lived in the UK
and picked up an accent, so people struggle talking to him more than me,

because my SA accent is so similar to kiwi. - Lesedi

Additionally, Atoni spoke specifically about non-verbal communication, particularly body
language, stating that this is a style of communication he is good at understanding. It is possible
that this relates to the high-context culture theory of Hall (1996), where high context cultures
use multiple contextual elements in communication, rather than low context cultures who rely

heavily on the spoken word (see section 3.5.2).

Yes | have to use this all the time. | think that you can know a lot from
looking you don't just have to listen. This is how | understand. | will see the
supervisor go (come here hand motion) and | know. Maybe if we are

moving along the rows of trees, he will tell us with his hands. - Atoni

Marie, also working in the labour-intensive area of horticulture, described similar experiences

with daily meetings at work.

We have a supervisor he’s a kiwi man I think like a relative of the owners
or something. We will have a meeting every morning, the time for working
will change depending on the weather. He will say like okay today we are
doing this and this. Maybe for like 5 minutes we will talk and ask questions

and things. - Marie

Bella’s employers had a meeting system in which she perceived as highly successful. When
there is a need for a meeting (which may happen numerous times a day for specific events),
her and her colleagues will meet face to face, allowing time for questions, with her superior
sending out a follow up email outlining important points — this seemed to work to her

advantage.
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The manager will hold the meeting, and yeah we all kind of gather around
the tables and listen. He will always send an email telling is like okay we
talked about this, it’s good as a reminder ... I think both are really good! |
think that having the meeting is important because we know like if he is
stressed and we will have to work hard, or maybe it’s just small. You can 't
really tell over email with him. Like sometimes it will be something crazy
like a contamination and there’s a big difference between labels not
arriving and contamination. The notes are really good because sometimes
if there’s lots of information, we can’t remember it all from the meeting.
Maybe there will be new dates for arrivals or something, and they will have

it on the [work] emails - Bella

5.1.3 Importance of Written Communication
Bella describes the benefits of both verbal and written communication, where verbal
communication is important in understanding the emotion, importance, and impact behind the
meeting, written communication (via email, which is then pinned to a noticeboard) is important
for memory retention and reference. This is too supported by the literature (Turner et al., 2010;
Heather & Twaite, 2011).

In her communication ecology, Juliana also refers to the importance of written communication

in retention and as a reference point.

Oh and with emails that when we had instructions for the app we use. I still
use it now like I just look at it when | can’t remember something.... When
you get to sit down and read it, especially with google translate, you can
understand it a lot. - Juliana

Kaikoa outlined that he believes written communication may help in Atoni and Hoani’s

situations with limited English language experiences, once again reiterating the importance of

written communication as a reference.

61



Sometimes, it's good to have paper for learning. For the Vanuatu that don't
have good English, I know paper is good. They can look again and again
and ask friends to understand. With the talking, you can't always remember,
and then it gets lost. - Kaikoa

Hoani agreed, saying:
Maybe if we had like paper instructions, I could have and look at all the

time, we can learn more language and understand better.

This notion of lost verbal communication is a clear concern among all seven participants. It is
unfortunate that it appears to be up to the participants to rely on themselves and their colleagues
(rather than superiors) to overcome this communication barrier in their ecology. It can be said
that if employers were to adopt strategies and training to overcome these barriers, that their
employees can have a better understanding, and they may see an increase in productivity, as
outlined by Hoani. This aligns with the literature which shows written communication to be

less of a barrier for migrant workers than verbal communication.

Well, as we said sometimes i¢’s a barrier. We can always get past it though.
If my friends are there, it's easier. | wouldn't say it's big issues, but it can

slow us down. You know like productivity. - Hoani
Juliana outlined her workplace written communication, which comprises of an array of

cleaning products including important instructions and safety precautions (see Appendix L for

an example of a common commercial cleaner).
The only things was learning the names of products and things... We will
bring our kit with us. Mine, | have put writing on tape on the labels, so |

understand the things - Juliana

This once again outlines the strategies used to overcome the language communication barrier.
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5.1.4 Expressions and Colloquialisms
Bella and Lesedi both specifically mention the use of local colloquialisms as a barrier in their
workplace ecology. Bella makes light of this as a learning curve and an opportunity to immerse
herself more into local culture. She outlines that the context in which the conversation happens
assists her in understanding, another example that communication occurs not only at the verbal

level, but that the context plays a vital role.

| was supposed to bring the ‘chilly bin’ upstairs last week and I didn’t know
what the chilly bin was | have learnt like cooler or wine cooler. One of the
guys said it and it was so quick I couldn’t even remember what he meant. 1
had to send him a text after being like ok what’s that thing again so I could

know the word. - Bella

Again, this excerpt shows the extend in which Bella went to understand what was being asked
of her. Not only did she use contexts to assist in understanding, again she outlined the use of

follow up written communication to reassure her what has been asked.

Lesedi had a similar experience; however, this was more with workplace customers and the
“local language” used. She states that communicating with colleagues is much easier, as they
tend to use “universal” language. This aligns with the literature, where a primary barrier for
migrants in New Zealand is interpreting the spoken language — particularly surrounding

swallowed vowels, and intonation (Burdes, 2017).

There were some certain local terms that take me a while to understand. | think
when it comes to verbal communication, the main thing is with day to day
conversation with customers. That’s when more colloquialisms, even Hawkes Bay
language comes through. When I am in what we call “work mode” with my

colleagues, we use a lot more technical language that is universal. — Lesedi
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5.1.5 Summary
Clear themes relating to discourse in answering the research questions have emerged from the
seven participants in their differing industries. The theme that occurred the most throughout
the six narratives was participants outlining their individual strategies that have been adopted
to overcome barriers in communicative ecology. All six participants mentioned this theme, a
total of 34 different un-prompted mentions occurred throughout the interviews. Additionally,
the second most frequent theme, emerging 12 times through the narratives without prompt
included articulation, and local colloquialisms, occurring 4 times. Less frequent themes
emerging included policy documents; timesheets and payments; employee agreements;

meetings; inductions; visual communication; and instructions.

While the willingness of participants to overcome workplace communication barriers is
through self-teaching and similar strategies is commendable, Kaikoa also outlined that he
believes this effects productivity. It appears that more initiative could be made on the part of
the employer, where it appears in all situations participants were made to overcome issues by
themselves, such as Juliana labelling her own cleaning products, or with Hoani and Atoni
relying on their team mates to understand instructions given, when their supervisor or Kaikoa
cannot be around. Although the participants outlined that having copies of policy documents
allowed them to study and use these as a reference point, it appears that not all participants
fully understand the contents of their documents. It was suggested that plain English and
translation issues should be investigated on the part of the employer, to allow employees the

best chance in understanding and comprehension.

5.2 Social

Social aspects of employment play a large role in the lives of migrant workers, particularly in
creating connections with locals and other migrant workers and is a typical aspect of work in
New Zealand. Themes emerging in the analysis of social workplace communication ecology
included: organised activities, workplace layout, cultural separation, colleagues, and networks.
While all participants undergo some sort of social activity in their workplace, not all mentioned

planned social activities.
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5.2.1 Social Activities Enhancing Performance and Satisfaction
Bella and Lesedi were the participants who mentioned the most social activity in their
communicative ecology. For Bella, not only does her employers facilitate arranged social
activities, but the physical layout of the establishments assists in enhancing social aspects in
the workplace. Lesedi communicated more emphasis on the importance of social
communication in and outside the workplace, giving examples of the importance of this in
workplace performance and satisfaction. Although the social aspect of communication ecology
is explained in the literature review, this has not been previously explored within the workplace

context.

Well when I first started, we didn’t really have any social things for a while.
And then I had my first dinner and | noticed such a difference at work. We
were able to laugh together, have jokes and things like that. After having
lots of social activities, we have learned more about how we work. So for
me I like to do things one at a time, I don'’t like overlapping tasks, | have to
finish before we start. Because of that, my colleagues know what kind of
work load | like. They know I need reflection time from one job before |
move onto the next. But then there are others here who like a big workload
that overlaps, they can handle that I can’t, so now we can have a more

productive workplace understanding each other better. - Lesedi

So, we have everything on site, except for things like labelling and things
that get delivered to us. So we have the cellar, the restaurant, and the events
areas. Attached to that it looks like maybe a house, but it is where the offices
are. We have senior management and they all have their own rooms
upstairs, and then we are the only one ’s downstairs because we need access
to everything | think. Then we have showers and bathrooms and the
kitchen... No, everyone is always moving around and visiting each others’

offices. It’s very relaxed. - Bella

The excerpts highlight the positive impact both organised activities and social layout have on

employees, allowing connections, as Marie states “it’s cool to like know more people there”.
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Marie also outlined the way social activities were intertwined into the induction process,

meaning employees going through similar processes were able to bond.

The induction was actually so much fun. It was a whole day. We do it in
groups so there were 5 other people in my group. They were from cellar
and front of house and then 3 interns. We went and met all the departments
and had like a smoko. Then we went through how | was saying like the
health and safety, we all practices on the app on the computer, and then we
did like quizzes about wine and the company that was so fun. The best part
was we all got to help make a bottle of wine all together and make a label

and stuff it was just so much fun. - Marie

It may be due to the nature of casual and fixed term employment that there are no employer

initiatives for social and team building activities on the orchards the Vanuatu men work on.

Team building? No, we don't do that so much. We will still learn about each
other. When the new person starts, we will just help him. You're our friend

now. Have a break with him. If he goes slow, we will help him. - Hoani

However, Kaikoa outlined that the social aspect of his ecology naturally develops, as he works
alongside his co-workers going up and down the rows of trees.

We all talk, maybe all together if it's good. Sometimes it's quiet but
sometimes there's like funny things happening. Maybe we will go back to
work and play music if someone has a speaker - Kaikoa

Atoni also spoke about this, working in the same orchard environment.

It is really easy. Some people will have like music in their ears, but my
friends and | will have joking and laughing and singing. Kaikoa is a good

singer. - Atoni

Kaikoa also described an employee initiative of cooking together on Fridays.
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Yes, but we all talk to each other. | have 20 boys in my group. Sometimes
as a team, we will cook together on a Friday. It's fun. We will talk and

laugh. - Kaikoa

This allows the group to further experience working together in a different context and allows
the development of social aspects and connections. Kaikoa appeared to be very fond of the

social aspect of his work, adding: “Yesterday, we all ate together at smoko. It's so cool yeah. .

James was able to give insights into the social interaction strategies that are commonly adopted
for RSE workers. It is clear that social interactions are particularly important for RSE workers,

and this is too perceived by their management.

Normally we would do a Christmas function, an end of harvest function, a
going home function. They do a dance and sing us a song and we do one
too. That’s the way it is. I've been to Samoa maybe 12 times now, so |
understand what’s important., They ask you to dance, you dance. It’s weird
to us, men dancing with men, but that’s just the way it is. A few of my guys
find it difficult but it is what it is, they work alongside them all year and
they want to respect their culture. They do Christmas carols for us, they
sing to us Which is quite cool. It’s what we do and we encourage it as much

as we can. We want them to feel comfortable. - James

Marie touched on reoccurring social events, such as BBQs, “Friday drinks” and such, organised
by her place of work. The social layout of her workplace means even the vineyard workers
have access to a larger range of workplace facilities, as all aspects of the winery operation
happen on the same sight, whereas the Vanuatu workers spent the majority of the time on the
orchard (with even their bathroom facilities restricted to portoloo on the orchard).

Maybe we will stay around for ‘staffies’ifit’s a Friday. Sometimes we have
Friday BBQ so it’s like extra-long lunch with people from the office and
things. Just whoever can be there. If we are celebrating it will be like

catering, maybe subway or something, it’s so cool! - Marie
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She also described similar working situations to that of the Vanuatu orchard workers, listening
to music with co-workers on the vineyard, and talking amongst one another. She also noted
that they tend to work in pairs along the vines, but that these pairs change every day, allowing

the workers to interact across a wider range.

For me | have a speaker so sometimes we will listen to music, or maybe we
will talk too, it just depends.... we work in partner on like opposites of the
rows... it’s different every day so we can all get a chance to know each

other. - Marie

In a country with low hierarchical separation, it is not surprising that Hoani described the social
aspect of being “friendly” with superiors. This shows his awareness of hierarchy across
cultures, and that he understands New Zealand is a low power distance culture, where workers

of all levels are made equal.

Maybe in a different country, but in NZ we are friendly with our manager
and those things. We just feel at home eh. It's laid back. So friendly. We're

friendly, you're friendly. It works. I like it. - Hoani

Marie continued to touch on the more social aspects of her ecology, describing a similar
hierarchy situation to that of Hoani above, noting her understanding of power distance in New

Zealand (see section 3.5.2)

Yeah. They do really care for us and things like that. They will do lunches
and dinners for us everyone is so nice, even in the office they don’t like 100k
down to us or anything it feels like a family, that’s why I don’t want to

leave! - Marie

Juliana described quite a different social ecology in her workplace. Given the nature of her role

as a cleaner, it is not surprising the narrative involving social activities was limited.
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No like we will only work for maybe 3 hours in one place maximum. So we
eat before or after. Maybe | have 3 jobs on Monday, so I will eat and rest

in between. - Juliana

She is the only participant to report having extremely limited social interaction during her work.
This is not only due to the nature of her work (working alone or in small groups travelling to
different offices), but the social layout too. Juliana is the only participant whose place of work
changes daily, being a cleaner. For a migrant in this type of employment, this highly limits

social interactions with other employees.

Okay so we don’t really have an office because we are usually in other
people’s offices haha. We have our small one in Onekawa with the carpark
and vans. There will be reception there may be like 9-5 so it’s ok. We have

a drop box for the van keys and things, they have a good system. - Juliana

She also describes regular changes in the social surroundings depends on the type of job.
Sometimes she may be working alongside a team, however she describes her distaste when she

works alone on a job.

It just depends really. We have an office in Whakatu that we go to, and that
needs 3 of us because they want it to be done in 1 hour. But maybe other
places only 1 person will go. Yes. I don’t really like it when it’s just me it’s

more boring. - Juliana

5.2.2 Separation at Work
An underlying tone when listening to the narratives of all three Vanuatu men was the cultural

separation that sometimes appears in their workplace.

Yes. We are all together all the time. It's hard to join in English
conversations sometimes, if my friends are not at work that day too. Maybe
half the time we are at lunch together, we will all talk. If we are at work,
it's kind of in groups 2 groups us and the kiwi. - Atoni
Although English language proficiency is pointed to be reasoning behind this, we understand

all employees in immediate contact with the workers can communicate and bond through
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different means, such as music and cooking. James was able to shed light on why there is

segregation between workers.

They don 't work with Europeans; the cultural mix is too hard at times. But

we do have local Samoans and imported RSE working together at times.

They’re local kiwis, but they're originally from Samoa. It’s easier for

communication with them. The primary reason is the language barrier.

People feel uncomfortable. Really there are some who absolutely love

mixing and it really works, but then there are others who just freak out you

know? So it’s really up to us to manage it so it’s best to just keep it separate.

— James
Office layout relates to separation and inclusion at work and has a major impact on the social
aspects of communication, as mentioned by Bella in section 4.2.4. Bella outlined the layout at
her office, where employees work in Not only does this assist in connecting employees from
differing ranks and departments, but it allows for a more at-ease work environment. Juliana,
working in small group or alone, helps to overcome the notion of limited social interaction
through technology, allowing her and her colleagues to connect on a social level although there

is a physical distance — these technological initiatives are outlined in the section 5.3.

Juliana has different verbal communication experiences to the other migrant workers.
Many of the other works face verbal communication difficulties in a discourse setting,
particularly meetings. Juliana’s workplace ecology does not include meetings; however,
she has similar verbal communication experiences in a social setting. Although she is
often working in unoccupied spaces (therefore verbal communication with non-
colleagues is limited), she stated that there are communication difficulties during

conversation if there may be an occupant in the workspace she is cleaning.

This is a communication challenge... they are talking | will not understand
if they are too fast or unclear. It’s just too quick to know what you are

saying, and lots of words sound the same in English. - Juliana
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There are several components to Juliana’s statement, the first being the speed in which words
are spoken. Secondly, the tone of voice, or “mumble” as other participants referred, and lastly,

confusion of English words.

5.2.3 The Importance of a Supervisor for NESB migrants
Following Mali’s narrative, it is clear that migrant workers rely heavily on their supervisors,
not only as a source of information and translation, but companionship and guidance. Mali
describes working closely with the migrant workers he supervises, highlighting the importance
of his role. In his narrative, Mali outlined the difficulties of his position, and that at times he
considers leaving his role; however, he knows that he is important to these workers in enabling

them to succeed.

I’m thinking of the boys. Who is going to look after them? It makes me think
“I can’t do this”. I've got to look after them. I need to help them feed their

families and pay rent — Mali

As suggested in the quote above, Mali communicates the importance of his role, in that it is not
only to support his migrant workers in their roles, but outside of work too. When he began his
role as a supervisor, he called a first-ever meeting with the entire team of 100 migrant workers.
He stated to James that he felt it was important for the group to be together, and to learn more
about each other’s backgrounds.

It was really hard actually; I didn 't realise my people were out here like
this. A lot of prejudice going on at school, at the doctors. And | was like
shit, my job just got a whole lot bigger. I said to James, I've taken on a
whole new level. You told me to become a leader — I think these families

are struggling — Mali

Mali also describes his relationship with James, where he states that James “saw something in
me ”. It appears that early in their 16-year relationship, that James played the role that Mali
does now as a migrant worker supervisor. Listening to Mali’s narrative, it is clear there is an
importance of knowing migrant workers on a personal level, knowing their struggles, their

motivations, and their goals.
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When James picked me up [hired me], he’s not just my boss. He’s my
brother. He’s taught me a lot of things... Put me through all my courses at
EIT [Eastern Institute of Technology], basically fed me all the knowledge |

know. — Mali

The pair (James and Mali) take this approach with their migrant workers, going over to Samoa
every year, taking the time to get to know the families and lives of each and every worker.

Without understanding their experiences, they cannot help them where it is needed.

When James and | went to Samoa two years ago we went to the back
country. They 're hard working men. We had never actually saw where they
lived. We are looking around like “man, is this really how they live? \We
have to do something better”. Then I look at James and he’s crying, if ['m
crying and he’s crying, we must feel something... It makes us think “we are

going to look after these people. — Mali

He also touched on the importance of the supervisor’s motivations as a leader. He states that
he wanted to be a police officer, to be able to help his community, however an injury stopped
his training at Police College. He says that in this role, he can still help people, but that not all
migrant worker supervisors are in their roles for the right reasons. From his experiences, it is

clear that supervisor selection plays a crucial role for migrant workers in Hawkes Bay.

He has previous leaders... I know it’s bad saying things about my own
people, but some of them, the older guys, they're not good hearted. I
remember they 're poor at communicating. And the corruption is really bad.

When money and power is given, you know? - Mali

Mali makes it clear that these migrant workers depend in him for a source of translation and
understanding, honesty, guidance and knowledge. He ended his narrative stating the
importance of this “guardianship role”, where James “saw something” in him, which led him

down the path his is on today.
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| thought | was going to end up like everyone else, outside KFC with a

sign... Now look at me - Mali

It is clear that the men from Vanuatu, working in the large-scale orchard, are not understood
as deeply as in the family-run orchard Mali and James operate. It is likely that if the men from
Vanuatu were experiencing the same amount of care provided by Mali, that their satisfaction

will increase.

5.2.4 Summary
It appears that social connections across roles, departments and hierarchies are important to
migrant workers. Although there is cultural segregation for the men from Vanuatu, no negative
connotation appears to be connected to this. It is possible that these social interactions are a
major contributor to the satisfaction of workers. For those migrant workers in highly social
environments, their reported satisfaction appears to be higher than that of Juliana, with limited
social interaction in the workplace. All participants made clear positive comments throughout
their narrative when involving social aspects, such as the Vanuatu men cooking together, and
Marie’s positive response to organised social events. Mali was able to provide insights into the
importance of the supervisor role, and how this effects ever individual migrant worker. It
appears that if other orchards were to adopt similar practices that Mali and James do in social

interactions, that their workers have an opportunity to increase their workplace satisfaction.

5.3 Technology

All seven participants reported an array of technology experiences throughout their workplace
ecology. The Vanuatu men described the lack of technology used both inside and outside of
the workplace. Marie, working in a similar context describing the use of social media
technology outside work to stay connected. Bella, Lesedi, and Juliana have reported higher
frequencies in the use of technology, both in and out of work. Technology in the form of phones
and computers, workplace portals, human resource management and social media were
reported, describing an array of technology experiences, and the impact these communication

tools make.

5.3.1 Lack of Technology

Hoani begins by describing the lack of technology for all three of the VVanuatu orchard workers.
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No. We don't have technology. We get to see each other every day. Anything

can wait for work, then we will talk about it. - Hoani
Atoni talks about the specific effect the lack of technology has for him, both positive and
negative. Because the migrant workers are not trained in technology and programs, it makes

sense this isn’t present in their role.

Sometimes it's good like really simple and easy. We don't have to worry

about having computers. We just go to work. - Atoni

Although this is positive and allows them to have a simple and easy to understand workplace
communicative ecology, it does create barriers in communication Atoni explains that although
it seldom happens, particularly in the 2020 season (where it did occur more frequently in past
years), the migrant workers will still prepare for work, make the 15 minute drive, and will
possibly be told to go home, while being unpaid. This was raised by all three Vanuatu workers.

Sometimes it is raining, we will go to work, and they will say no please go

home today we cannot work. - Hoani
Understanding the lack of technology in the ecology of the Vanuatu migrant workers has
exposed the underlying theme of uncertainty. This can be attributed to communication load, as
outlined in the literature review, where and overload or underload of information can result in

frustration explained in section 2.2.

5.3.2 Technology Increasing Satisfaction
Marie, in her similar role, describes a similar situation, however she describes texting as a
means for overcoming barriers that the Vanuatu men face. This also relates to information load

and satisfaction.

1 think it’s good it’s really simple because we just work the same hours

every week, they will just send us a text if it ’s a different time or maybe they

need cover” - Marie
She also outlines a Facebook Messenger “group chat” with her colleagues and supervisor,
which is the primary communication tools, as she reports some co-workers being limited to

communication through the internet, rather than a local phone number.
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Yeah, or like Facebook messenger. We have group chats and if someone is

sick, they can ask for help to cover their hours. - Marie
Additionally, she also touches on the improvements her workplace is looking to make in
communication through technology.

It’s good! I think they are going to look at posting them on the Facebook
group too because we can’t always remember the technical things. Last
time it happened, our grapes did not grow fast enough, so they did a re
structure of what we needed to pick. Not everyone could remember, and we
didn’t have offices or things. So, | think now they are going to try to get the
things in writing so we know. - Marie

This shows an example of employers and employees working together to create initiatives to
overcome communication barriers.

Juliana describes a similar experience, with limited social interactions with other employees at
work, they are able to connect via a Facebook page set up by employers. She describes the
formal and informal channels used, with “really important” information shared via work email,

on a phone provided by the employers, and the ability to interact informally via Facebook.

We have a Facebook group page with all the employees. We will get send

things there. Like maybe a customer was not satisfied, and they will post it

on the group to tell us. If it is really important, they will email us. Oh. That’s

another thing. They will give us a phone and set up with a work email, and

this app called Bamboo. That’s where everything is stored. So my contract

is on bamboo and all the other things. - Juliana
The human resource tool BambooHR (see Appendix M) Juliana mentions, where Juliana and
other employees can find useful information, as well as to store documents such as employment
agreements for ease of access. She also describes the reports that BambooHR provides, using

visual (rather than written) techniques that are easy for her and other migrant workers to
understand.
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Like all the employees and things with all their information. Even like
address and things like that. We can see reports like satisfaction when
customers give feedback. Well reports are all just numbers and graphs with
colours so anyone can read them. The documents, like I said | can look at
them and translate what I need to so that’s fine also. - Juliana
She summarises the technology in the workplace below, where they appear to utilize social

media and other platforms to counteract the socially deficient nature of the role.

So important documents will be on email. Same with rosters, payslips and
other small announcements. This will mostly get posted to FB too so they
know everyone can see. FB is more things like funny and asking questions.
Maybe someone is sick. Maybe they have a question about like NZ or
something. It’s good because email is important things, and FB is like a
support group haha. The phone we have bamboo on which is good. And
then we just call and text and email on it really. Maybe the building code
didn’t work, so I will need to make calls. Really anything on the phone. -

Juliana

Bella describes a deeper use of technology in her narrative, describing similar formal and
informal purposes to Juliana above. She describes a work provided phone for each employee,
as well as computers spread over departments — in her department this is a shared desktop
computer where they receive emails and announcements, as well as using their primary

software, 360 Winery (see Appendix N).

We all have our own ones in my department... a shared computer for the

department... We have an app that we can use on the phone and computer,

it’s like the inventory kind of things. We might have a pick list we need to

get, and we get all the numbers from the app. So maybe there will be an

order for a supermarket. We will get notified on the app, pick the items,

give them a scan on the barcode and then someone will organize them into

boxes for delivery. - Bella
She describes 360 Winery training in their induction, and that there are instructions for the
software in their induction pack. This once again ties back to the use of reference for migrant

workers, who may find it more difficult to retain verbal instructions and information as shown
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in the literature. It appears Bella is experiencing the appropriate amount of information load,

where she can understand the aspects of her work without being overwhelmed.

Yeah, it’s in our induction package and when you 're training you will do it
Maybe like 5 times or however long until you understand like practicing....
And then we have information’s on like emails and how the account is set
up with passwords and things, maybe you will be given a device like a
phone or tablet so that’s on there too — Bella
Similarly, Lesedi has high dependence on technology in her role, too utilizing a primary

database.

Okay well we mostly communicate using email and databases. We have a
booking system that we all have access to on our laptops. Maybe I will get
an email from a customer for a booking, there is no need to communicate
this verbally, I simply find a time for them in the system. This also has other
information like the history of the animal, and everything else we need to
know. Before the appointment, we will make sure we have read up on all
the history and the possibilities of what mighz come that day... without that
system we wouldn’t have anything. Access to this type of information is the
most important part of the job. - Lesedi
As both Juliana and Marie touched on, Bella and Lesedi also describe the use of social media

in the communicative ecology of the workplace.

We have a group chat and a page that everyone is on from all the
departments. It’s good because you can like add each other and talk and
things if you don’'t really do much at work. - Bella

Again, it has been mentioned how social media can play a pivotal role in connecting employees

on a personal level, where there may not be the opportunity to do so in the workplace.

We have like a group chat on Viber that we all use to communicate outside
of work. We sometimes talk about work on here but it’s mainly for social
things or just to chat... being able t0 connect outside of work through
technology helps so much, 1 remember when we weren’t able to do this,

especially in South Africa — Lesedi
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5.3.3 Technological Difficulties

Juliana mentioned difficulties communicating vie telephone, due to the “crackle” but
reassured that this is common, and that a follow up text usually comes with this. With
other migrant workers employed, this may be a strategy they have adopted amongst
themselves to overcome this issue — similar to the Vanuatu migrants overcoming issues
outlined in section 5.1 and 5.2. The literature showed issues when talking over the phone
in the workplace, due to interruptions, and the lack of verbal feedback (Turner et al.,
2010).

Sometimes I don’t understand on the phone because it’s so crackly and things. But
I can always text after and say like “ok you said this no?” Yes. There are lots of

travellers and immigrants working with us so writing down is really good. - Juliana

5.3.4 Summary
The technological aspect of communicative ecology can have a major impact on migrant
workers in a number of ways. Foremostly, the lack of social tools used by the workplace of the
Vanuatu migrant workers creates a clear disconnect, which has developed uncertainty in certain
situations. Although Marie is working in a similar environment, her the use of technology
aspects (texting) can allow her and her fellow employees to overcome this uncertainty, utilizing
the communication tool. Technology appears to aid in effecting information load for migrant
workers, where they are able to access the information they need. Additionally, the technical
aspect of communication ecology has a major impact on satisfaction in the workplace. With
Juliana explaining the negative impact minimum technology-driven social contact has on her
work satisfaction. When comparing to Bella and Lesedi, with a large array of technology tools
in their communication ecology, she has a positive outlook on connecting with their co-workers

in a range of technology-driven social means.

5.4 Links Between Communicative Ecology and Job Satisfaction

The following graphs appear to show a link between communication ecology and job
satisfaction. The reported job satisfaction and the reported communicative ecology aspects
were outlined, shown in Figure ix. These are derived from the Likert-styled questionnaire, and
frequency in which communicative ecology aspects appears in participant mapping The

Questionnaire graph ix shows the 0-5 rating of the five questionnaire components (which are
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summarised in code of the theme of the question, e.g. enjoyment and interest), where this is

summarised in the Totals graph in Figure Xi as an overall rating of job satisfaction out of 25.

Figure ix: Ecology vs Satisfaction Table

Ecology Frequency Total Satisfaction

Kaikoa 7 17

Hoani 7 16

Atoni 7 17

Bella 12 24

Marie 6 18
Juliana 9 12

Lesedi 17 25

Figure x then visually displays table ix, showing the relationship between the communication

ecology frequency (derived from participant maps) and total satisfaction. An in-depth overview

of the questionnaire can be found in Appendix I.

Figure x: Participant Reported

Questionnaire
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Figure xi: Participant Reported

Totals

Kaikoa Hoani

Atoni

Bella

Lesedi

Marie Juliana

Figure xii shows Bella and Lesedi’s high job satisfaction rating positively correlating to the

reported communicative ecology frequency, derived from the mapped ecology in the above

section. It is clear that the other participants, Kaikoa, Hoani, Atoni, Marie and Juliana have a
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smaller ecology in their workplaces, and also report a lower satisfaction. Although the chart
shows no definite relationship between the two, findings in this study support the possibility of
a relationship between communicative ecology and job satisfaction. It appears that lack of
social interactions (described in section 5.2.2) for Juliana impacts her overall satisfaction, as
well as verbal communication barriers due to linguistics and unique language features,
described in section 5.1. For Kaikoa, Hoani and Atoni, their minimal communication ecology

is directly linked to information load as outlined in 2.2.

Figure xii: Ecology vs Satisfaction
Communication Ecology and Job Satisfaction Comparison
30
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o
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In section 5.1 James outlined the reasons migrant workers are not provided with an array of
information. The three VVanuatu men raised concerns regarding verbal communication, where
it is possible written communications strategies (such as meeting notes) may assist in
understanding as Rochelle described her and her colleagues do through text (see section 5.1),
and Bella described her employers do with providing meeting minutes (see section 5.1). Marie
reports a similar communication ecology in her workplace as the Vanuatu workers, however
social aspects of her communicative ecology (described in section 5.2.1) appear to enhance her

satisfaction at work.
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5.4.1 Summary of Analysis
The goal of this analysis was to break down the findings found in the prior section and to
identify themes within the technological, discourse, and social aspects of communication
ecology. A theme found in the discourse component of communication ecology includes the
employment process, and how varied ways of migration to New Zealand cater for a variety of
people. Contracts and policy documents were also discussed across participants, where it was
found that understanding the ideal communication load for migrant workers is important. Issues
regarding accent, pronunciation, expressions, and other unique language features were
mentioned in both the discourse and social ecologies, where migrant workers struggle to
understand in meetings and social interactions. A variety of technological aspect were
described, and it appears the use of technology in (such as databases) and out (such as social,
or being able to connect with employers casually) of work enhances the satisfaction of migrant
workers. These findings have resulted the following conclusions, in which recommended

implications are outlined in the following chapter.

6. Conclusion

This research explored the workplace communicative ecology to understand how migrant
workers perceive workplace communication and its connection to job satisfaction across key

industries in Hawkes Bay.

First, the subsidiary research question “what communication processes and tasks comprise the
workplace communication ecology for migrant workers?” was answered through listening to
narratives to form a map of communication ecology processes in the discourse, social and
technological areas. Once these processes and tasks were identified, the researcher was able to
explore stories and narratives behind each of the three aspects, to understand how they affect
satisfaction (as reported) at work for each participant. Workplace communication ecology
appears to effect migrant workers in their performance and satisfaction at work in a number of
ways. Themes in discourse relate to employment processes, contracts and policy documents,
paralinguistic and unique language features, and highlights the importance of written
communication. Social themes relate to separation at work, and social activities enhancing
performance and satisfaction, while technological themes analysed the impacts of a lack or
abundance of technology. Implications and specific recommendations for employers are

outlined in the below section 6.1.
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6.1 Implications

The points summarise the key findings in this study and outline key recommendations to help

employers create an effective communication ecology to enhance migrant worker satisfaction.

6.1.1 Discourse
Differing pre-employment process is successful in attracting an array of migrants from across
the world, and their motivation to migrate highly effects this. There is a gap between perceived
information and actual information surrounding the contents of employment agreements. Using
step-by-step and similar strategies (as in the IRD Tax Code Declaration) creates ease of

understanding for migrants.

Translation across languages is also an issue, as the meaning of English words cannot be easily
translated into other languages. Translated documents do not appear to be supplied to migrant

workers as standard practice.

Verbal language, particularly accents, intonation, speed of talking and the use of colloquialisms
are a major barrier for migrant workers. Migrant workers often work with each other or alone
to mitigate verbal and written communication barriers. They also state this affects their

productivity.

To overcome this challenge, having access to written communication is an asset, as migrant
workers are able to refer to this for future understanding, without the pressure of verbal
communication such as in meetings. For example. providing minutes or key points of meetings

and other verbal communication enhances migrant workers performance and satisfaction.

It is important for NESB migrant workers who struggle with key communitive tasks to have a
supervisor with a similar migrant or ethnic background present. if possible, at all times.

6.1.2 Social
Outside of work social interactions highly effect the performance and satisfaction of migrant
workers. In the horticulture industry, migrant workers are often separated from local workers,
due to language barriers; however, there appears to be no negative connotation towards this.
The findings of this study suggest limited social interaction in the workplace negatively effects

of satisfaction for migrant workers.
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It is important for migrant worker employers to understand the lives of their migrant workers,
so that they can understand where to target specific help and assistance. Understanding their
workers also heightens the drive to help the minority group in Hawkes Bay, which can help in

decreasing exploitation on behalf of employers and supervisors.

6.1.3 Technology
Limited use of technology in work can be advantageous for NESB migrants. However, the lack
of technology in assisting in out-of-work communication can have negative impacts for
migrant workers. Phone calls alone are not an effective means of communication for migrant
workers with lower English language competence, and follow-up written instructions were

seen as a valuable resource.

Technology-driven social connections create satisfaction for migrant workers. Utilizing
technology allows for appropriate information load, where migrant workers can access the

information they need.

6.2 Limitations

Although a variety of efforts were made to ensure genuine, in-depth understanding, limitations
were faced during this research. Firstly, the researcher initially aimed to include a larger sample
size; however lock down restrictions due to Covid-19 meant not only that in-person interviews
were unable to be conducted, but that potential participants were going through negative
experiences in employment. Another limitation in the study was the language in which the
interviews were carried out. Although the common language among participants was English,
and they were able to bring a translator, it is still possible misunderstandings occurred. To
mitigate this, participants were provided with a summary of their interview, which was checked
over before the analysis phase. Despite these limitations, this study was able to provide a deeper

understanding into the how communication effects migrant workers in Hawkes Bay.
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6.3 Recommendations for Future Research

There is a multitude of statistics on migrant worker experiences in New Zealand, however there
is a need for more qualitative data to develop a deeper understanding of why these experiences
are being reported. Although this study has begun to address the gap in knowledge regarding
communicative ecology and migrant worker satisfaction, similar studies across wider New
Zealand need to be addressed. Future research should focus on looking at each industry
separately to create a deeper understanding of strategies in a specific context. It is also
recommended future research looks at language and discourse used in contracts for migrant
workers, and the training that employers and employees receive in terms of communicating

with migrant workers.
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Appendix A Background to Migration in Aotearoa, New Zealand

To understand the communication experiences of migrant workers in Hawkes Bay, it is useful
to first understand the broader policies of migration in NZ and some of the identified challenges

migrants may face.

Aotearoa’s population reached an estimation 4, 272, 000 in October 2016, and the same year
migration gains were estimated to be over 60, 000 people (Statistics New Zealand, n.d). These
60,000 migrants come from every corner of the globe, but the primary source countries are
India, China, Philippines, United Kingdom, and South Africa (Statistics New Zealand, 2017).

There are two ways to migrate into Aotearoa, where the key difference is for permanent, or
temporary migration. Permanent residence provides a person with the right to live in Aotearoa,
and to gain access to all the work, business, education, property, and health privileges available
to citizens (New Zealand Immigration, 2017). Those wishing to migrate permanently to New
Zealand must enter through one of the three residence streams of the New Zealand Residence
Programme (NZRP): Skilled/Business Stream; Family Stream; and International/Humanitarian
Stream (New Zealand Immigration, 2017). The temporary work policy allows people to enter
New Zealand for a variety of work-related purposes. Work visas allow employers to recruit
temporary workers from overseas to fill skill shortages while still protecting employment

opportunities for local workers (New Zealand Immigration, 2017).

Several policies govern migrant work opportunities, with the three primary work policies being
the Essential Skills. RSE workers can temporarily migrate to New Zealand if they meet health
and character requirements and provide evidence of arrangement to leave the country at the
end of their stay (New Zealand Immigration, 2020). They can stay in the country for seven
months during any 11 months (there are exceptions for those from Tuvalu and Kiribati due to

distance and the cost of travel) (New Zealand Immigration, 2020).

Businesses were asked in a 2019 questionnaire to identify where they had employed workers
from in the last 12 months. It was identified this was official RSE’s employed from the local
community (93%), Pacific seasonal workers through the RSE scheme (91%), Working Holiday
Scheme (80%), Work and Income (79%), Non-Pacific workers through the RSE scheme (16%)
and “other” (14%) as shown in Appendix B (Ministry of Business, Innovation & Employment,
2019).

93



The surge in public and media attention concerning cases of migrant worker exploitation has
instigated several changes to government policy and government agency practice (Bi, 2016).
In 2013, The Ministry of Business, Innovation and Employment (MBIE) began a programme
of research on vulnerable temporary migrants studying at those in the hospitality industry and
the Canterbury construction industry (Searle, McLeod & Stitchbury, 2015 Following the
findings of the report, several initiatives to protect migrant workers in Canterbury, including
making Aotearoa a ‘no placement fee’ country, meaning there is no charge for workers placed
from the Philippines (Searle, McLeod, & Sitichbury, 2015). In 2015, the Budget increased
funding for labour inspectors, and the employment Standards Legislation Bill included
messages to strengthen the enforcement of employment standards by labour inspectors,
including a new framework for information sharing across government agencies (Bi, 2016).
Tougher sanctions for cases of exploitation heard at the Employment Court have been put in
place, where maximum penalties of $50, 000 for individuals, and more for companies, were
put in place (Bi, 2016).

Furthermore, in cases of extreme or persistent labour exploitation, individuals potentially could
be banned from being a manager (Ministry of Business, Innovation and Employment, 2015).
Alongside these changes, the Immigration Amendment Act 2015 introduced fines up to
$100,000 or a jail term of up to seven years (New Zealand Immigration, 2015). A final issue
commonly raised surrounding compliance is the lack of monitoring and enforcement capability
due to low finding and investment (Anderson, Naidu & Jamieson, 2012). In 2013, there were
35 labour inspectors, which has increased to 55 in 2016 (Fenton, 2013). While the increase is
positive, the number is still below the International Labour Organisation’s recommendations
for developed countries of one labour inspector per 10,000 workers, where currently Aotearoa
is operating at approximately one inspector per 43,000 workers (International Labour Office,
2006; Statistics New Zealand, 2016). Contrastingly, in 2013, the RSE scheme had eight labour
inspectors per 8,000-9,000 workers, however, workers still experience difficulties (Bi, 2016;
Department of Labour, 2009).
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Appendix B 2019 RSE Employer Survey (Ministry of Business, Innovation
& Employment, 2019)

! ’;@ MINISTRY OF BUSINESS,
: INNOVATION & EMPLOYMENT
HIKINA WHAKATUTUKI

All respondents were asked to identify
from which sources they had

employed workers i te lat 12 I
Local community

months. 71%

The key findings are as follows:

. . 91%
+ By definition, almost all ‘official Pacific seasonal workers under the RSE scheme _

RSEs' employed Pacific seasonal
workers under the RSE Scheme

1%) I
Working Holiday Scheme

+ In addition, significant percentages 42%
of ‘official RSEs’ also employed
workers from the local community _ 79%
(93%), workers on the WHS (80%), Work and Income
and workers from Work and
Income (79%).

+  While 71% of ‘non-RSEs’ Non-Pacific workers under the RSE scheme
employed workers from the
community and 42% employed
workers on the WHS, 26%
employed Pacific seasonal workers
under the RSE Scheme.

Other

m Official RSEs  mNon-RSEs

Q4. How many of the following different types of workers did you employ or manage during the last 12 months?
Official RSEs n=102, Non-RSEs n=86

‘ Research New Zealand | June 2019 12
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Appendix C: Media Concerns Regarding Migrant Worker Exploitation

- More needs to be done to stop migrant exploitation, NZ Herald (Lynch, 2020).

- Concerns over migrant exploitation ahead of trade expo in Dubai, Newshub (Fleming, 2020).
- Is New Zealand exploiting migrants or giving them a chance? Stuff (Stuff, 2019).

- Migrant exploitation review: Govt “chasing its tail”, Newsroom (Foneska, 2019).

- Migrant workers exploited by other migrants in New Zealand, Stuff (Sharpe, 2019).

- Holiday park and owner fined for gross worker exploitation, Scoop (Scoop, 2019).

- Workers felt like they were living in a ‘prison’, Human Resources Director (Hilton, 2019).

- Employer exploitation workers via a sham business is fined again, Stuff (Cropp, 2020).

- Death of a migrant: Under the table workers building Auckland’s multi-million-dollar homes,
Stuff (Christian, 2019).

- Shameful exploitation of vulnerable migrant workers, Stuff (Cropp, 2020).

- Migrant worker turned away from NZ call centre job because of his visa, Stuff (Nadkarni,
2020).

- Super Liquor franchisee Nekita Enterprises ‘exploited staff’, Stuff (Ensor, 2020).

- Top Christchurch restaurant Coriander’s faces worker exploitation charges, Stuff (Broughton,
2020).

- Migrant worker speaks out against exploitation at rural Reporoa holiday park, Stuff (Shand,
2019).

- Chorus blacklists sub-contracting companies after scathing report into migrant exploitation,
Stuff (Foxcraft, 2019).
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Appendix D: Communicative Ecology Outline Provided to Participants

Communication Ecology

+ Communicative (or communication) ecology is a conceptual model used in the field of media and communications research.
= This model analyses and represents the relationships between social interactions, discourse, and communication media and technologies.

= Communication ecology can be defined as “the context in which communication processes occur”.

Social

Office layout

Break rooms

Morning tea/smoko room

Team building

Out of work activities (social club)
Rumpus room (pool table,
foosball)

Technical

Workplace portals (online)
Emailing

Social media (Facebook,
Instagram)

Texting

Radio/walkie talkie

ﬂ

Discourse N

Interviews

Inductions

Group meetings

One on one meetings

Reports

Employee reviews

Policies (Health and Safety etc)
Timesheets

Contracts
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Appendix E: Semi-Structured Interview Guide

Interview Guide & Tick List - Migrants
Opening:

e Hellos and how are you?’s

e Introduction to who | am and the purpose of the interview

e Explaining the interview guide and my “tick list”

e Asking if they have any questions

e Letting them know they can stop, ask questions, or any thing else during the interview

e Explain the recording and what will be done with it

Asking them to narrate their story:

e  Where they’re from

e Why they migrated to NZ

e Who they came here with

e What the process was like

e How long they’ve been here

e How long they plan on being here

Getting more into the communication ecology:

e Verbal communication
o English language
o Reoccurring meetings
o lonls
o Manager relationships
o Boss relationships
o Senior staff relationships
o Employee relationships

o Confidence with certain relationships
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o How they find the above — troubling, easy
e Non-verbal communication
o Documents

= Contracts

= H&S
= Other
o Emails
o Texts

o Social Media
Tick List

o Assistance from NESB or other organisation

o Their ease of understanding the different comms acts outlined above
o What they struggle with the most

o What can be improved on in the workplace

o What advice they would give to themselves before moving

o The biggest struggle in communication

o What they weren’t prepared for in communication

e There are no conditions concerning my job that could improve
e My jobis like a hobby to me

e | never have to force myself to go to work

o | feel real enjoyment in my work

e | am more interested in my job than my friends are

Interview tips:

1. Start with a broad question “tell me about your experiences in the workplace” this will
make the interviewee feel valued and at ease because you have listened to them

2. Use probes to build on the respondants previous answer “you said you have morning
meetings ever day — can you tell me more about these meetings?”

3. Repeat until you have all questions answered
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4.

Then conclude through clarification from past literature “many studies say that migrant
workers benefit from having assistance in the workplace (language, the NZ life etc) —

is this something you have experienced in the workplace?”

How Do People Change their Lives? The Role of the Narrative Interview and the Biographical

Trajectory for Social Work and Pastoral Care in the United States

1.
2.

1.

First ask a general question about the story of the interviewees life
Add various follow-up questions related to a specific theme — askng them to revisit
certain parts of their biography and to reflect on them in a more abstract way. This can

last up to 2 hours.

Interview Guide — Managers

Introduction to the research purpose, ensuring they understand all aspects

| am exploring the communication ecology (activities) that migrant workers face in their daily

working life in Hawkes Bay. The primary research question this study aims to answer is

“How does workplace communication ecology influence migrant workers performance

and satisfaction in engaging with work-related communication processes in 4 key

industries in Hawkes Bay?”

2.

Find out about the manager — how long they have been in the role for, what inspired
them to be where they are today

Defining communication ecology — what communication activities do you have in your
workplace?

How does your workplace go about employing migrant workers? Is this a different
process to NZ citizen workers? (i.e induction process)

What kind of roles do migrant workers fill in the organisation?

What are the things that you notice about your migrant workers characteristics and
engagement? (((((Studies have shown that they can sometimes recluse, have difficulty
with language, relationships))))) — don’t say that until they’ve answers

What is the relationship like between migrant and non-migrant workers? ((((process to

support relationship building, welcome morning tea, buddy system, celebrations or
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10.
11.

12.

activities that recognise the cultural differences — Ramadan, mass, prayer space, kai at
meetings - sharing))))

What processes do you put in place to ensure language and business practice aren’t a
barrier? (((((this could draw on manager relationships, having a support person or
organisation)))))

Could you tell me about any difficult or smooth communication situations with your
migrant workers?

Can you tell me about migrant worker engagement/contribution in meetings?

What kind of documents do migrant workers engage with to do their job?— that aren’t
confidential — are any of these documents adapted for migrant workers (((((in plain
English, proved in migrants languages))))) (((((request to see)))))

How do you personally feel about the process in place to support migrant workers and
communication with them — is there anything you would change? Anything you think

is great and a benchmark for other organisations? Initiatives in the pipeline?

13. Any other information you think may be helpful to me

101



Appendix F: Poster Used in Recruitment

*Images were modified to match the context of where each poster was distributed.

Are you a migrant
worker living in Hawke
Bay?

Are you over 18 years

We zre looking for participants from English and
non-English speaking backgrounds to be a partof a
study!

We want to hear

your story!

We want to hear your stories about migrating to This study will be a 1-2 hour fully
New Zezland, and to understand the different confidential interview at a local
communication activities you engage in at your café.

workplace.

This could be:

- Meetings
- Inductions
- Documents {Health and Safety etc)

If this is an opportunity you do not want to miss, or you want to find out more about the
study, please contact Sharni Wakeman via email, phone call, or text

021 159 8112 — hbmigrantstudy@gmail.com
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Appendix G: Transcript Coding Example

Talking slow!

No it's good.

Sometimes the boss, he doesn't talk clear, he tries to explain everything and then run always. We don't unc
It's like, what did the boss say? haha haha.

Like in New Zealand, the man will talk to low and slow. It's all together, the words are all together.
Sometimes, like stop, take it slow, one by one. If they have pictures, it makes it so easy!

Maybe ever morning, we will do ah QC what is it, quality control. Or maybe quality manager will tell us
things. | don't know how they communicate, but we just go every morning Face to face. Will like update
for the day. Do this, do this. All that things.

No no, nothing like this social media.

Only the supervisor, | can just give him a call. He can then tell the project manager. We will never really
text. We don't talk to the bosses. The team leader or supervisor will help and pass on the information's.
Maybe for payment and things.

No we don't have technology. We get to see each other every day. Anything can wait for work, then we will

No, only the QC will come and tell us how to do. Where we can do things. We write down the hours,
the number of trees. Maybe if we are slow, he will be like hello speed up. Or maybe oh you forgo this
one. It's ok though. You are not in like trouble or anything. He will say it throughout the day, it's not like
every week or month review.

Yes we will just write them down with the supervisor every day. We all have NZ bank account, the money ¢

Yes, they will only give to us on a piece of paper every week. Not on email or anything, just a paper so
we have to look after it. Then we know it will be in the bank tomorrow.

Maybe in a different country, butin NZ we are friendly with our manager and those things.

We just feel at home eh. It's laid back. So friendly. We're friendly, you're friendly. It works. | like it.

I don't know. Compared to Vanuatu, it's really good. Living, everything. We cannot complain.
We have good team mates. We have RSE. | think it's just English communication. Small things you know
. I think it's like the talking and talking, sometimes we don't know.

Maybe if we had like paper instructions, | could have and look at all the time, we can learn more language
and understand better.

| just feel at home, yeah.

Well, as we said sometimes it s a barrier. We can always get past it though. If my friends are there, it's
easier. | wouldn't say it's big issues, but it can slow us down. You know like productivity.

English Language Difficulties

NZ Accent
NZ Accent

NZ Accent

Verbal Communication

Social

Hierarchy
Verbal Communication

Technology - Lack

Verbal Communication
Performance

Discourse

Discourse
Perception
Perception

English Language

Verbal Communication

Discourse
Verbal Communication

Perception

English Language Difficulties
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Appendix H: Code Grouping

Meetings

Meetings

Meetings

Meetings

Meetings

Meetings

Meetings

Meetings

Meetings

Meetings

Meetings

Meetings

So we wake up like 6 and have breakfast and make like a sandwich. We will go to work, and talk with
maybe the QCif he is there, or the supervisor. They will say like 15 minutes, what we need to do. We can
ask questions and things. Maybe these guys won't understand, | will help after. Then we will work for hours,
we will communicate all the time though. If you have a partner on the tree, you will communicate lots like
slow, quick and things. The supervisor will always talk, make sure it's ok. We all talk, maybe all together if
it's good. Maybe like the Kiwis will talk together and we will talk to us. Then we have smoko for 15 minutes,
we sit and talk. Sometimes it's quiet but sometimes there's like funny things happening. Maybe we will go
back to work and play music if someone has a speaker. The afternoon is more quite, | think because we are
tired. We have another smoko which is the same. When we are finished, we will write down our timing,
and number of trees. Maybe it was good or bad, the supervisor will tell us but it's OK. Sometimes you can't
control it you aren'tin trouble. That's it really. Maybe when important things are happening, we will have
a big group meeting with the big boss. That's when it's harder to understand. Talking quickly, more people.
We will usually have a friend there that's like OK it means this.

No no performance reviews or anything. Maybe like something has happen, maybe some grapes

were spoiled or something we will have a meeting.

Yeah just with the supervisor and the team if we need to have one

Okay so we arrive at 7.30in the morning, and we have a meeting in this area by the car park and we

just wait for everyone. We will get in the vans and drive to where we need to be on the yard. We

know what rows we are to be on so we just go. We have a break at 10.30 maybe to use the bathroom,

eat some food. Then we work until 1pm and then we have lunch, and working again until 3.30. It’s so

good to finish early. Maybe we will stay around for staffies if it’s a Friday. Sometimes we have Friday

BBQ so it’s like extra long lunch with people from the office and things. Just whoever can be there. If

we are celebrating it will be like catering, maybe subway or something, it’s so cool! And yeah | think

that’s the usual day. We will go back in the vans to the offices to go home.

Not really for documents. The supervisor will have the graphs and things of what rows we need to be

on. He just has that and if we need to see we can ask, but we don’t realty need to.

The manager will hold the meeting, and yeah we all kind of gather around the tables and listen. He will always
send an email telling

us like okay we talked about this, and it’s good as a reminder.

No we don’t need to use things like they do in the offices, we use more like verbal communications.

We have a supervisor he’s a kiwi man | think like a relative of the owners or something. We will have a
meeting every morning, the time for working will change depending on the weather. He will say like
okay today we are doing this and this. Maybe for like 5 minutes we will talk and ask questions and things.
No, only the QC will come and tell us how to do. Where we can do things. We write down the hours,

the number of trees. Maybe if we are slow, he will be like hello speed up. Or maybe oh you forgo this
one. It's ok though. You are not in like trouble or anything. He will say it throughout the day, it's not like
every week or month review.

Yeah, a team meeting every morning before we start.

They will tell us about the yesterday. Maybe we missed some trees or maybe we were slow. And then they will
say OK today we are going to do this. It will be for maybe 15 minutes.

So we wake up like 6 and have breakfast and make like a sandwich. We will go to work, and talk with

maybe the QCif he is there, or the supervisor. They will say like 15 minutes, what we need to do. We can
ask questions and things. Maybe these guys won't understand, | will help after. Then we will work for hours,
we will communicate all the time though. If you have a partner on the tree, you will communicate lots like
slow, quick and things. The supervisor will always talk, make sure it's ok. We all talk, maybe all together if
it's good. Maybe like the Kiwis will talk together and we will talk to us. Then we have smoko for 15 minutes,
we sit and talk. Sometimes it's quiet but sometimes there's like funny things happening. Maybe we will go
back to work and play music if someone has a speaker. The afternoon is more quite, | think because we are
tired. We have another smoko which is the same. When we are finished, we will write down our timing,
and number of trees. Maybe it was good or bad, the supervisor will tell us but it's OK. Sometimes you can't
control it you aren'tin trouble. That's it really. Maybe when important things are happening, we will have

a big group meeting with the big boss. That's when it's harder to understand. Talking quickly, more people.
We will usually have a friend there that's like OK it means this.
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Appendix |: Participant Workplace Satisfaction Questionnaire

Pariticpant
Point Count
Jason

Bohick

Gabrielle

Natalia

Sophia

Rochelle

Lisa

Questions

there are no conditions concerning my job that could improve
my job is like a hobby to me

I never have to force myself to go to work

| feel real enjoyment in my work

| am more interested in my job than my friends are

there are no conditions concerning my job that could improve
my job is like a hobby to me

I never have to force myself to go to work

| feel real enjoyment in my work

| am more interested in my job than my friends are

there are no conditions concerning my job that could improve
my job is like a hobby to me

I never have to force myself to go to work

| feel real enjoyment in my work

| am more interested in my job than my friends are

there are no conditions concerning my job that could improve
my job is like a hobby to me

I never have to force myself to go to work

| feel real enjoyment in my work

| am more interested in my job than my friends are

there are no conditions concerning my job that could improve
my job is like a hobby to me

I never have to force myself to go to work

| feel real enjoyment in my work

| am more interested in my job than my friends are

there are no conditions concerning my job that could improve
my job is like a hobby to me

I never have to force myself to go to work

| feel real enjoyment in my work

| am more interested in my job than my friends are

there are no conditions concerning my job that could improve
my job is like a hobby to me

I never have to force myself to go to work

| feel real enjoyment in my work

| am more interested in my job than my friends are

strongly disagree
1.00

1.00

1.00

disagree
2.00
2.00

2.00

2.00
2.00

undecided

3.00

3.00

3.00

3.00

3.00

agree
4.00

4.00

4.00

4.00
4.00
4.00
4.00

4.00
4.00

4.00

4.00

4.00
4.00
4.00
4.00

4.00

strongly agree

5.00

5.00

5.00

5.00

5.00
5.00
5.00
5.00
5.00
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Appendix J: Example Employment Contracts

Retrieved from Employers Assistance Ltd (n.d)

Individual Employment Agreement

DATE :
BETWEEN :JK Ltd (The Emplayer)
AMD:  (The Eagloyee)

1. Team of agenemant

1.1 The temm of employment commences an __{__ J_

4.2 Prodatianey Pandd [ using, deite 30 Dey Trial Peiod Bakiw)

120

Tha Employas achnowlsdges thal there wil b a thae momlh paniod of assessmant al the commenoemeant of
1hia amploy@eant, kdan 33 the Probatiaran Perod

124

Duning the Pmbatiorany panod the Employes's padormance wil be rmaswsd nowoeks 2, 4 6 Sand 10 or
(such ofber timas a5 may Be naguinad). The Empliyer will prosdce tha Emgloyas vih

raazonable raning and support to aseisl the Employes in achisang the axpacied perdormance requremant s

122

Intha gl of pararmance below axpeciation or misconduct during this prodationany pariod, the Emplayer
shall instigaba a Tormal imssiigation pocass. (0 accordance with 1ha procadurs 591 oul balow)h and the
Emplorger may issue o lormal waming about the consequence of continued pafonmance or misconduct

123

Hiha Erngd cpae racakns b Tomnal wamings within the posetonery perod, ard ther paformance o condoc
fals tg meet the raquimd standand, the Employer thall be anidled [afer following the formal imeetigation
procadurd) b lermnals the Employed’s employment by geng e wedks naticd in witing, or payment in fau
ol ngtica, Tha Employar shall b antided tatarmingle [akar follewing the frmal irs stgation procedun)
withawt matice if the Employee commits an ect of seripgs misconduct

124

Tha Employar may sodand tha probatianay panad 3¢ 2 fsthar senod of one manth in the avent that the
Employas recaves a second domal waming wihin the 3 manth probebiorary penod. or in the svent thai the
Employae i abaant fom work: for panods which togather axnead two waslcs

1.3 W) Oay Tral Penod [F using. dalebs Probstioran: Penod abovs]

Tha paniks agraa That Chis emgayment is subpci 10 8 50 Dy Trid Peiod. pursusml 0 section 674 and B ol
the Empleyment Relations Act 200, staring when the Emplayes commences work. The Emplayes

ackinowd echges that dusing 1his 50 Day Trid Parod, the Emphiyer may damis tha Emplayes by giing eng
wrsk of notice [or pary in liey of notice} prior to the erd of the B0 Cay Tnal Panod and in the sseni of
dismissal, thal the Empliyes (s nol antitled to bing 3 personal grvmance of ather kgal procacdings in
raepac of thal dismizeal

2. Tk and Detias
2.1 The Employes’s bile and dulies are descrised in the Job Descnpbion in Scheduls 7 of this agrasmani

2.2 Tha Employae agraes to Al ather tufies thal, atkaugh not sgaciliad, may be reguiad by tha Emglogar
fiom bme {0 bme, providad {het such raquiramentis am lawful and eals

2.3 Tha Emgloyar may. after consuliation with the Empliyea, amend dutias fram 1 10 1ima. O wesk of
nobice n wrting will b= green by tha Employar ba the Employes of any albaration io the Employess dubies
following consuliation in good fath

3 Places of Wark
31 Places of Wark
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and anywhera the Emgoyar might s anatily raguast.

3.2 The Employee agrmes to work at gther branchas throughout Hew Zealand (on a temporany bazis) a3
raguined or anywhers tha Ermglogar might rassanaishy raquasl.

3.5 The Employes agrees o work at gther branchas throughout New Zealand (on a temporary bamis) a3
raguined

34 The Employee agrees to work throughout Hew Zealand o oesrseas as requirad {o parform the duties
contarsd n the b dascriplion.

4, Timmers ped Hours of Work

41 Tha Employae's nommal hours of wark shal be
Daga " D ol W)
Hours: * Howrs of Wark)

4.2 ey b necageany, bo meat the nesde of the Dugness, W aduet opening howrs. o the working hours of
wirk af the Emplaye=. Before makng any changes, the Employer will cansut with affected Employess in
goad Lath. Fihe Emglayer concludas hat 1 howrs nesd 10 be adjsted. b Ergloyar wil gee ane waaks
notice i witing of the changes

43 ks ecogrised than e imes whira tha baurs of wirk an Theibk and the Emglogas may bi requiad
10 make themsslves sl for wark oubside normel work: houes.

A4 Whara an Employes wirks mear and abos 40 how's, tha Employas will ba paid & raba of *
[specify raie) as owtime maymenl for aciual hours worksd n excess of 400 hours,

45 Whara economic o gther condtions anm Such thal axsting hours of work cannat Ba susianed By the
Emgloyar, the Emgloyer will provide the Employeas with nformation and an opgoriunity 1o commeni on any
propasal 1o reduce hours By consuting in good fath with tha Employ es b eek mutually 8o o phakic
anmangemenis i eveicomes the prablem. Whars the problam cannok b reeohed by commulation in gaod fith
1he Emgloyer mary reduce 1ha hows of work otbar sewn days of noice in witing has baan gran 1o the
Emglogas.

4.6 Purzuant b1 sechion G475 of tha Emplayssand Relations fict 2000, the Emplayea agreas that rest Bracies
and map ntaivals will ba 1akan Be folies:

T miniia Rl Braaks:

Flieald Inbarvals:

Tha Employas sgraas thal tha st agrod fims may be vanad whena il is nol practcabla by slop wark: ard
inthage clroumelances the break or manal ghal be 1akan &3 aoon sleman 3 easomably piactcalks

4.7 Tha Employas will accuralidy comphata fime shesals eeordng working hors for each day of work, and
will gubmit thosa time sheets o the Emgloyer by ech waak. or immediaialy Lupon
request.

48 The Empdoyes vall comgly with he Employers raguast 1o recond houre of wirk

4.9 Whara the Emplryer is obligad 1o temporenky cosse opandtion by reason of amergancy (@xcluding
chswe under paregraph 5.1} o extreme weglher condiions, the Emplryes wil recais peyment for the bouk
1he Employe= would hewe warked during the first day amy such pes=ation. Thereafier the Empioyer shall not
b oeliged b pay tha Employacs wagas, bt tha Employas tan akicl 1o ba paid out annual haliday
enirtiemnant {0 cover the ramandar pancd of tha closra.

410 The Emphiyes agieas that, in the evant wark i rainad off tor tha day (2y rezson of ey asather

ign that makes i of work uneafe, or mgeachicasde]. the Employsr shall bs antitied bo and e
working day carky, providing abvays that the Employer shall pay the Emgliyes (an condition that the
Employas attended for wark] for time actually worked, or thras hgurs whichessr iz {hs graster forthe day in
quastion.

411 Kthe Employar in recuired by lam rot br apen the shap for irading o Eastar Sunday. the paries sgree
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THEL EaElal Sunaay iS5 exdChioe] T Ma g rpd s Wonang aays. (evan i s Empoyss usialy Wi o
Sunday] The Employes wil not tharelore be entitled for paymant for Easter Sunday

442 Whane an Emgloyas woks oar and above 41 hours, the Ermgloyes s slowed tima off in Tk soqubakin
10 the rumber of daye the Em;l:ry!u actualy worked in excess of Al houre. Such time of may be 1aken miy
in corsubation with tha Employass ine . arsd within one month of the snitlament ansng. Thar shal
be ro obligation on the EITI[lI:lg.'E”II gy For fime of in ligu thek has Becnued, bu is unigken & ihe and of ihe

employment relmanship

5, Fandemic [ Iidstions Dissase

£.1 Tha Emplryes agrees thal f the premisae / businass is chesd due @ a Ministry af Heath Drectie ar
oiher Govaimerant niliate, inendead b isolabe of corbnal o inkictious disaass, tha Employae wil net ba
enbtied by wages o salany for fhe penod of the enforced dosure. The Employer wil consider requests b be
pad eocued anrael hobdays, o enual holdays in edence. badng nagarnd o b lengih of ek chse down
ihe impact of the closedown on the business, and on the indidusl, but is not wnder an obligation b agres 1o
a equast, o 1o ajree bo a reguasl i ful.

5.2 Fihe Emghyyes or the Employee’s spouse or depandant has contracied an infections disease the
Emplryae will be entitked 1o usa sick ks amitieman, and in the aent that the Employes has no socued
gk kaw o has axhaused gick kae the Empliyes may meguest accusd amua holdaye. or sl
holidays in achance

5.3 Fihe Emglyyess has Baen in comact with @ infectious dissasa, and in accondancs with Minigin of
Health guidance, the Employer directs the Employee 1o stary awayy from work until i is known whether the
Emgliyas b Infectad or carmying the infeciiois disease, T Employes il bi antitled bo his ¢ barwagas §
salany during the pancd af absence uniil adber the Employes is clared a5 § 1o work. ar unil the Employes
Becamis (1 and at that paint tha Employas will Ba regquined b uss sick e amitkment

6.4 Fihe Emplayess ig mqured 1o {aks bme away from wark {0 core for 3 dapandan] who is onable 1o attend
sehaod ! day eara b sica Thisy v bean i contact with an inkielous dsease of tha schaol or dey can
Taciity is cloeed, the Employes will not be antitled bo be psid wages | =abiry, or ues sick laaes arfilemeni
but miay raguask 1o b paid accmed anmusl hoidays, o ennual kalidays in shance

5.5 The Employes agmes o comnphy with amy drective fom the Emplayer {or on behaF ofthe Employsr) to
atiend a heakh facility, ai the Enployers cost, for bagting ta detarmire whather the Employea has
contracied. or ie & canter of an inkClguEs dissags

5.6 Tha Employae agraes ta comeky wilh amy easonabla draciva ssued by tha Employar (ar an bahalf of
he Employer | decigned by isolabe the Emploee o other Emgloyees fom the rek of intection Jor examgple
change of wark place. wearng of protectnes equipment, us= of antibacienal praducts).

b, Eemuseration Deails

6.1 Al wages ar salany shal b2 paid by dlirect credit to the Employee’s bank accaunt. na laber
than *

6.2 Detais ofthe Employee's wage ¢ salary calculations can be found in the attached schedule 3 to this
amploymant ayraeram headed Remwnenation Dalails

6.3 Whare smployment ands for any reasan the Employes shal recenes thar fnal pay on the frst pay day
atar tarmination.

6.4 The mmuneration wil Be reviewed annualy on ar about the anvesany date of the cammencement of the
Emgloyas’s ampRiymant. Inna s wil tha Emgplogar Be odliged bo incraass the remunsration as a el of
such e

BE.5 Tha Ermplogas saihonizes tha Ergloyario meke o deduction from the Employes’s pay o less or
darage to the Empleyers, or a customers premises, pland, siock or equipment. wherm such ioss or damage
his Been comsed by he Empliyed s misisa of mackivery ¢ aguipran, filing o folow insbrsstion, ar
rackle=s actions, ar for any fene the Ermplorres ie abs ent from work without authorisation o good eason. or
for tima bzt thrwgh the Emplayes s fauk

6.6 In the sent of an over paymeant ufmneq1u1hh_ ployres the Emp horis e the Employerio
deduct the ererpaymant fom ary nt payment dus ba ta ElTplng,rnn miided tha Emplyae & gran
wiiten notifcation of tha Emgloyers l'ﬂl!l'l:l]fl 10 recmaar the poaimayment and 1ha amount 10 be deducied
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6.7 Tha Employee authonses the Employerio make a deduction from paymants due 1o the Employes, in
rasEac of monies owing 1o the Empliyer (ar axamplk the Emgioyes’s punchiss aocount of el acooun).

6.6 Lipan fermination of employment (for what awer reason) the Employes authonses the Employar 1o deduct
Trom tha Emglogree’s final pay [nclding holiday pay) whalear monias tha Employar may B owad under the
emplrpmant relmianehip (or sthermiss] noldng snual beldays or sick lae ke in stence

E.S Tha Employas ajrass thal the Empliyer & not requinad 10 daduct union ks fam the Emplyas pay.

6.10 Paymen for penods of amual holidays wil be made during the pariod of snual holdays an the uswal
ey day and ral in advance of tha anmual Foldeys commencing, unlass tha Esngloyer has spachcaly agaad
10 pay before the hobdsye commence

T. Expanses

7.1 The Employer shall reimiburse the Employee for all authonssd travel, oxdation ard
ikt sinpan s that the Emplayes progary incurs 0 the eacie of dutkis. i respaect of ravel costs irmabing
the Employea's car. the Emplayer shall use the current RO ecale of motor vehicle raies. The Emplayer
raquires claims far such expenses bo ba suppoted by receips.

7.2 Ertartanment sxpenses may anky be noumed with the prior approeal of the Manager and wherns it is fr
the kgitimata antertainmant of company cliamts Full supporting documantation shall ba supeiad by
El'l'ﬂrlig"'ﬂ'i- staling the rame of the Clisml. the nabure of the entaranment and 1ha rsasons o the
mzendire.

B, Jury Senvice

8.1 Where an Emplayes is abiged to urderaks jury aurm:rl:!rls wh-pmnmdw qipﬂ.rhﬂhmmr caurl az a
winass, e dfRMNCE Betwaan tha feds of wilniss g paymnLs) pak By tha
court and tha Employas s nomal dady pry shal hn'ndnl.lphyth Emplmr proaded;

i, That the Emngloyes produces the Coult SXpRnsss wouchar o the Emgloyar,

i That {h= Employss miuns b work immedosbeby on oy day they are not actually sarmng on 3 pryor
raquired a5 2 Winess;

i Fuch payments shall be made up be 3 maximum of 5 d8ys in respect of sach s2perats peiod of ury
LT

3, Holicksys and kave

8.1 To avoid doubt. the holiday amd |eave eniikements provided urder this agr niti the
raguirermanis of the Halidays Act 2003, end ore nat in addlion o the ebikemares prodded By tha Ac.

10, Amnual Holidays

101 Employeas ws aniblad 1o 4 waeks paid snnual holidays per annwm cakulaied n accomdance with tha
prowizanns al the Act on compdetion of one years” serdoe with the Employar

02 Annual Holideys shall Ba lakan of @ tima 1o ba agread by tha Emgloyar and tha Esngloyee and, failing
agreament_as dracied by the Employer. The Employes myst gree at lsast * wesske: of nohice That
hi of ahia washas 1o fake arnual holidays. Tha Ervgdoyar will andedeir b accamsmodabe rague ad haliday
dabes, but mowy ot be able {0 do so. Holday requests will ba consdermsd in {he arder n which {hay are
racermd and raguasis may be rafuzed bacause ather Employees wil be absant, 10 ersure that hoidays ae
aaailabik 10 tover g down Eeriads. to ansim that the Emplayes s abk b benall e @ propar Bk from
1he emplaymeni, ar by mest the oparational requirements of the busmese. The Ermployer may drect that thes
Ergloryai 1oka annual holldays, whan i panks have baan unable io ey whon hobdeys should be tekan
but shal provide not lese than 14 days of notice of the raquiremant 1o {ake holidays

03 The Emgliyer may oparale a closatown o dising which the Empkoyess ane i 1o
discontinue works, and e required bo bake all or some of their anmual hobidays. Fihe Employer dacdes to
oparale & closadown at this time, the Emglopar wdl proade @t kast 14 days nolice in wting balora the
ChEploen Beging

04 Payoart of anrual halidays can anby be made for up bo 1 wessi oo amtHament years that bagn aber 1
April 2011,

11. Pablic Halidays
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Appendix K: IRD Tax Declaration Form

Retrieved from Inland Revenue (2019).

Use this form if you're receiving salary or wages as an employee.
If you're a contractor or use a WT tax code, you'll need to use the Tax rate notification
for contractors (IR330C) form.

Onee completed:
Employee Give this form to your employer.
If you receive a payment such as a benefit or superannuation, return this form to Work and Income.
Employer Do notsend this form to Inland Revenue. You must keep this completed IR330 with your business records for seven years

following the last wage payment you make to the
When an employee gives you this form you must change their tax code, even if you have received different advice in the past

1 Your details
First marme/s (i full) Family name
IRD number (& digit numbers start in the sscondbox. 72 2 F S5 67 4 | I |

2 Your tax code

You must complete a separate Tax code declaration (IR330) for each source of income Tax cexcle
Choose only ONE tax code  Refer to the flowchart on page 2 and then enter a tax code here. oy

IF you're & casual agrieultural worker, shearer, shearing shed-hand, recognised seasonal worker, election day worker or have 2 1
railored rax eode refer to “Other rax code oprions” at the bottom of page 2, choose pour tax code and enter itin the rax code cirdle. \ ./'

3 Declaration
Skgnagure

I 20 ]

Day  Momth Yuar

Give this campleted form o your employer. If you don't complete Questions 1, 2 and 3, your employer must deduwct tax from your pay at the
non-notified race of 45 cents (plus earners’ levy).

Privacy

Meeting your tax obligations means giving us accurate information so we can assess your liabilities or your entitlements under the Acts we
administer. We may charge penalties if you don'c.

‘We rmay abo exchange information about you withe

S o
= another country, if we have an information supply agreement with them

+  Suaristics New Zealand (for statistical purposes anly).
If you ask o see the personal information we hold about you, we'll show you and correct any e inkew we have a lawful reason not to.
Contact us on 0800 377 774 for more information. For full decails of our privacy policy go oo www.ird govenz (keyword: privacy].
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Salary and wages — main or highest source of income

Choose your tax code here if you receive salary or wages. See secondary income and other tax code options below for secondary jobs or income
from other sources

Is your annual income likely
to be between $24,000 and
$48,0007 - see note 4

Y:s / foan? NL

* Yes
Are you or your partner entitled
to Working for Families Tax

Credits or an overseas equivalent
or do you receive NZ Super,
M veteran's pension of an averseas
i ¥
Read 1 equivalent? - see note 5
on page 3

Secondary income
Use this flow chart for your secondary income source

Is your annual Do you Yo Other tax code optiOI'lS:
income from al havea g - Use the tax code shown if you receive any of the

likelytobe [~YeS®  stident
m;','f;wk:':,? ’:mn.? fol:ﬁ::ypsofﬁmeormlmunw
tax

No
* Casual agricultural workers,
Isyourannual Do you shearers or shed-hands
income from all havea (seenote7)
sourceslikefytobe [ YES®  ciidery

between $14,001
and $48,0007

e
=) e
(e —@

Do you
havea
LYespe student
b loan"?

Do you
havea

No & student
loan™?
No—>

* Refares to New Zealand scudenc loans only
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Important: You may need to change your tax code if your circumstances change during the year. For example:
- you take out a student loan or pay it off

- startorstop being eligible to use ME or ME SL (see note 5 below)

- you have a second job and your income decreases or increases, changing the code you should be using.

1. If you receive a benefit from Work and Income (other than a student allowance, NZ Super or Veteran's Pension) you must use the
“M" tax code for this income. You must use the secondary income section on page 2 to work out your tax code for any other
taxable income.

If you choose a secondary tax code of *S" or *S SL™ and you'll earn more from your secondary job than your benefit, you may pay
more tax than you're required to for that job. You can apply for a tailored tax code so that the right amount of tax is deducted
- see note 9 for more information about tailored tax codes.

2. Source of income means income such as salary, wages, weekly accident compensation payments, NZ Super, Veteran's weekly
compensation, Veteran's Pension or student allowance.

3. You are a New Zealand tax resident in any of these situations:

+ You've been in New Zealand for more than 183 days in any 12-month period and haven't become a non-resident.
+ You have a permanent place of abode in New Zealand
+ You're away from New Zealand in the service of the New Zealand Government.

4. Your annual income is your total income (before tax is deducted) from all sources, from 1 April to 31 March, excluding losses carried
forward from a previous year.

S. If you or your partner are entitled to receive Working for Families Tax Credits (WfFTC) or an overseas equivalent, or if you receive
NZ Super, Veteran's Pension or an overseas equivalent of any of these, your tax code is "M" (or "M SL” if you have a student loan).
You're not eligible to use "ME" or "ME SL"
For more information about WFFTC go to www.ird.govt.nz

6. You may be eligible for a repayment deduction exemption on your salary and wage income if you:
+ have a student loan
« are studying full-time in New Zealand
+ expect to earn below the annual repayment threshold from all sources
+ eam above the pay-period repayment threshold.
If you have a student loan and you choose “SB SL™ or S SL” for your tax code, you may pay more towards your student loan than
you need to. If you eamn under the pay period repayment threshold from your main job, you can apply for a special deduction rate
to reduce your student loan repayment deductions on your secondary earnings.
For more information about repayment deduction exemptions and special deduction rates go to www.ird. govt.nz/studentloans
If you already have a repayment deduction exemption or special deduction rate for your student loan but your circumstances have
changed, you'll need to update your details so we can check you're still eligible. You can do this at www.ird.govt.nz or by calling
0800 227 774.

7. Casual agricultural workers are people engaged in casual seasonal work on a day-to-day basis, for up to three months. This includes
shearers and shearing shed-hands.

8. If youare a recognised seasonal worker or hold a work visa as foreign crew of a vessel fishing New Zealand waters, you will use the
"NSW" code. Recognised seasonal workers must be employed by a registered employer under the Recognised Seasonal Employers'
Scheme and are employed in the horticulture or viticulture industries. You must have a Recognised Seasonal Employer Limited
Visa/Permit. See www.immigration.gove.nz (search keyword: seasonal).

9. Ifyou have a current tailored tax code certificate, enter "STC” as your tax code on page 1 and show your original tailored tax code
certificate to your employer.
A tailored tax code is a tax deduction rate worked out to suit your individual circumstances. You may want one if the regular
rax codes will result in you not paying enough tax or paying too much. For more informartion go to www.ird.govt.nz or contact
us on 0800 227 774. You can apply for a tailored tax code in mylR or complete a Talored tax code application (IR23BS) form.
Go to www.ird.gove.nz (search keyword: IR238S).

10. If you need help choosing your tax code go to www.ird.govt.nz or contact us on 0800 227 774.
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Appendix L: Commercial Cleaner Packaging Example

Retrieved from Haro (n.d).

HARO

Quality Flooring

CLEANING INSTRUCTIONS FOR HARO DISANO FLOORS
1. Simplyuse abroomorvacuumcleanertoremove dust and dry dirt.

2. Then use a microfibre mop to clean sticky spots or tougher dirt. Add % teaspoon of “Clean & Green Natural” to 1 itre of
COLD water and wring out the mop head well so the microfibre pad is ONLY DAMP. DO NOT use a SOAKING WET mop.
Then simply damp-mop the floor. You should get approximately 40x cleans per bottle. Clean & Green Natural is
environmentally friendly and adds a protective film to your floor.

3. Everynow and again (say once a month) give your floor a more intensive clean and for thiswe recommend “Clean &
Green Active". Apply this in the same way as the Natural cleaner. Afterwards, mop again with Clean & Green Natural
which adds that protective layer to your floor.

Bl » (MO »

4. To maintain your timber floor, we recommend that once a year you apply Clean & Green Aqua Shield. This will give your
floor a new lease of life, be more durable and also better protected against moisture penetrating from above. Simply
mop onto your floor and leave to dry for 2 hours before walking on it. Please note that these products are applied ‘neat’
i.e. not diluted in water. It is best to clean your floor with Clean & Green Active just prior to this protection treatment.

.
I}

PLEASE TAKE NOTE - For Disano floors:
« DO NOT USE HOT/WARM WATER (COLD WATER ONLY)
+ DO NOT USE A WET MOP (JUST DAMP)
« DO NOT USE A STEAM CLEANER - steam is not good for wooden floors,
it expands the grain/fibers and allows dirt and moisture to penetrate and stay put.
AVOID LETTING WATER STAND ON YOUR FLOOR - pets’ water bowls or plant pots could hide water underneath
Always mop in the direction of the grain
Do not drag heavy furniture along the floor
Use felt pads under fumiture eg bar stools, chairs, tables, and the like.
Use mats for entry points - small stones caught up under shoe soles could scratch your floor.

Formore information or to purchase products go to: www.haro.co.nz

113



Appendix M: BambooHR
Retrieved from Marvin (2019).

A Home

‘E) Brian Horowitz

K
-

e © ] »

0.0 DAYS USED (YTD)

0.0 days scheduled @'il

@ Request e Off

0.0 HOURS USED (YTD)
0.0 hours scheduled

Request Time Off
Request time off and check your
balances.
Who's Out
ToDAY

Nobody requested time off Today

TOMORROW ‘

Nobody requested time off Tomorrow

Reporting
\WEDNESDAY, JAN 2 View and create the reports you
Nobody requested time off for Wednesday need.

THURSDAY. JAN 3

BambooHR

Vacation Bereavement Comp/In Lieu Tirr
0 HOURS USED (YTD) 0 DAYS USED (YTD) 0 HOURS USED (YTI

(' REQUEST TIME OFF

L3 Inbox Requests (1)
& Brian Horowitz
Jan 17,2018

% 8 hours of Vacation

Out Today (0)

Welcome, Brian!

Company Directory
Search for coworkers and their
contact info.

€

Training
Stay on top of your trainings
and certifications.

You're looking at BambooHR, your new tool for work. Here's a quick
look at some of the things you can do with BambooHR.

B

Job Openings and Hiring
Manage your job postings and
applicants.

0

Mobile Apps
BambooHR goes with you on
i0S and Android.
Learn how »
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DuRrRANGO.

MOUNTAIN RESORT : Oo Q

Dashboard My Info Employees Job Openings

Reports

27 Employees (109

James Lee ( Founder and CEO ) v levels |1 = k3 Zoom | = | + B fi
James Lee
Founder and CEO
Simon Glenn Cassandra Salson Darrell Richardson Eric Pasture Aaron King Ashiey Mazerolle Adam Michaelson
€00 Director of Marketing Director of Sales CFO Director of Marketing, VP of Product
Europe
+ - + + + “

Home

Add a New Report
Report Name *

2013 BC Report

Choose Fields

Search Fields

Browse Fields

Selected
US Health Insurance - FSA Eligible - Eligibilit... Full-Time Student
US Health Insurance - FSA Eligible - Employe...
e 401(k) - Status
US Health Insurance - FSA Eligible - Compan...
401(k) - Employee pays
Dental Insurance - Status () YRR RS
401(k) - Company pays
Dental Insurance - Effective date | « pany.pay;

by *bambooHR
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Appendix N: 360 Winery

Retrieved from Capterra (n.d).

o+
».

o0 5 ” . v
e 00 )Winery 261JUL/2017 12:51 ‘I‘)Wlhel_‘y <, 1.877.397 6750 WELCOME ADMIN

Viticulture

Point of Sales

I

Warehouse Costing Wineclub

Powered by 360Growers Inc Privacy Policy | Help

- HOME - SETTNGS REPORTS COSTING  ssuwen TR ADvan
Stock Receive
*Suppior Nane JobSheat Boesing Dute

Quantity

Warshouse Wo.of Bottles 113333
Tax Amount :$4,456.99
Sotding Cost :$13,59.65
Total Cost:$53,426.84
COGS :54.01
Provious COGS :$3.73
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REPORTS »

Manage Shipment

Ianage Shipment

Sales Type : Shipment Status : Invoice No. : Invoice Date From : Invoice Date To :

Al .

Add

I TS T T ro e S
¥ 9 7 17 ul 20 “n A

Due For Shipment

Sam Philp

Sam Mathew MIP 240 Scart Due For Shipmant

L-10104

L-10103 Sam Mathew MIP 240 Scarborough

13042017

i 13 Ju 2017 John Jacod Sydney So

-10102 1 0 2017 1 12017 arborough

10167 ah Pain Lome
Sarah Palin Lome Due For Shpment
Sa Scarborough Due For S
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