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Executive Summary 
 

The painting and decorating industry encompasses the surface preparation and application of 
decorative and protective finishes. The industry is an integral part of the building and 
construction industry which, in 2008, made up 4.5 percent of total New Zealand GDP.  

There are more than 11,000 people working in the industry across New Zealand. The 
average age of painting and decorating workers is 40 years, while the average age of 
business owners is 48 years. Around 10 per cent of business owners are over 60 years and 
14 per cent plan to retire over the next two to five years. 

Around 64 percent of the workforce has no formal or trade qualifications. Looking at business 
owners in particular, 32 percent have no relevant trade qualifications and 27 percent have not 
completed any other trade or business related training.  

There are an estimated 4,300 businesses operating in the industry. The majority of these 
businesses (around 2,800) are self employed individuals, either contracting solely or in 
partnership directly with clients or builders, or subcontracting to other painting and decorating 
businesses. Around 1,200 employ between one and five staff, with the remaining 300 
employing five or more staff.  

Infometrics Ltd, in their March 2010 Monitoring Report, described the New Zealand economy 
as having turned a corner, with business and consumer confidence returning and growth 
heading towards 4 per cent per annum.  

They note that growth in employment of construction related workers tends to lag slightly 
behind the growth in construction activity, however from 2010 onwards demand for building 
and construction workers, including painters and decorators, is expected to grow sharply. By 
2012, employment levels are expected to exceed the levels experienced at the peak of the 
construction boom in 2007.  

Business owners are showing a degree of optimism with 50 percent planning to grow their 
business over the next 12 months and 44 percent planning to continue that growth over the 
following two to five years. Overall, they estimate a 9 percent growth in staffing levels over the 
next 12 months. 

Creative Trades Industry Training Organisation currently has 639 apprentices enrolled in the 
National Certificate in Painting (Level 4), which equates to 5.7 per cent of the workforce. 
However, the number of new enrolments each year has been steadily dropping over the last 
two years.  

The five current and emerging workforce development issues facing the painting and 
decorating industry include: 

• Raising the level of professionalism within the industry 

• Raising management skill levels  
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• Qualifying the existing workforce 

• Impact of changing business demographics on training 

• Growing the industry to meet demand 

This Strategic Training Plan has been developed by industry to provide a clear set of actions 
for both the ITO and its industry to address these issues over the next five years. 

The scope of the Plan includes: 

• the entire training system, not just Creative Trades training, and 

• broad skills and labour market issues, not just training issues.  

Its value to Creative Trades and the painting and decorating industry will be realised through 
active participation in its implementation by all stakeholders, with each partner understanding 
their distinct roles and responsibilities in relation to the Plan, and its continual review and 
updating with industry to meet the changing needs of the economic and technological 
environments.  

The Action Plan at the end of the document sets out the industry agreed long and short term 
strategic objectives and key actions to be implemented over the next three to five years. It will 
provide the ITO with guidance on areas where it can make the biggest difference in:  

• supporting industry in upskilling the workforce, 

• assisting in increasing the industry’s productivity and competitiveness, and 

• achieving greater value for money from training. 

While Creative Trades will take the lead role in delivering many of the key actions in the 
Action Plan, a number clearly have joint industry responsibilities. These joint actions will 
require a good level of communication and commitment by all parties to ensure the vision that 
has informed this Strategic Training Plan - “To have a professional and highly valued 
trade” is achieved.  
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Introduction 
 

Creative Trades  
Creative Trades ITO is the industry training organisation (ITO) for the painting and decorating, 
brick and block laying, stone masonry, monumental masonry and signmaking industries. Like 
all ITOs, Creative Trades ITO must provide leadership for the industries it serves on matters 
relating to skills and training needs. This means identifying current and future skill needs, and 
developing strategies to assist in meeting those needs and promoting training. 

Creative Trades’ mission is to be recognised by its industries as the

Its vision is to lead and facilitate high quality qualifications and training, to improve the 
productivity and business potential within its industries. 

 Industry Training 
Organisation for the specialised trades and their respective industries. 

 

Strategic Training Plan 
This Strategic Training Plan relates specifically to the painting and decorating industry. It has 
been developed by industry to provide a clear set of actions for both Creative Trades ITO and 
the industry as a whole to address the identified workforce development issues..  

The industry’s vision for itself, which has informed this Strategic Training Plan, is:  

“To have a professional and highly valued trade” 

The Plan covers the five year period from 2010 to 2015 and has been written by Creative 
Trades ITO following extensive consultation with industry stakeholders. It has also been 
informed by: 

• the findings of several research projects, aimed at identifying both the key skills and 
training issues facing the painting and decorating industry, and possible strategies to 
address those issues, and 

• the Government’s Tertiary Education Strategy 2010 –2015.  

Consultation - Industry stakeholders represented in the consultation process included: the 
Master Painters Association, Resene Paints Limited, Dulux New Zealand Ltd, Wattyl (NZ) 
Limited, Haydn Brush Company, Grayco, Spraytec, Paintworx, Pacific Wallcoverings, and the 
New Zealand Building Trades Union. 

Research projects - The research projects were conducted by The Industry Training 
Federation (ITF), Infometrics Limited and the ITO and included a literature review, statistical 
analysis, a quantitative survey of employers and qualitative research through focus groups 
and interviews held with employers, apprentices, industry associations and tertiary education 
organisations. Research reports can be located on Creative Trades website www.creative 
tradesito.co.nz  
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Tertiary Education Strategy 2010–2015 - In a tight fiscal environment, the Government is 
seeking greater value from its training spend through increasing qualification completion rates 
and targeting priority groups.  

The resulting priorities for tertiary education over the next five years are: 

• Increasing the number of young people aged under 25 achieving qualifications at levels 
four and above, particularly degrees (as the return on investment for this age group and 
qualification type tends to be high) 

• Increasing the number of Māori and Pasifika students achieving success at higher levels 
(as progression to higher level qualifications and qualification completion rates have 
historically been relatively low for these groups) 

• Increasing the number of young people moving successfully from school into tertiary 
education  

• Improving literacy, language, and numeracy and skills outcomes from levels one to three 
study  

Specific areas of focus for ITOs include: 

• Enabling working New Zealanders to complete nationally recognised qualifications 

• Creating clear pathways toward advanced trade and higher level qualifications at level 
four and above 

• Building and maintaining strong support from the industries they serve 

Ensuring qualifications are fit for purpose in terms of content, structure and delivery is another 
area of focus for ITOs over the next few years, to ensure employers have access to 
appropriately qualified staff to meet the challenges faced by changes in technology, 
employment and skill demands. 

 

What this plan encompasses 

The scope of this Strategic Training Plan includes: 

• The entire training system, not just Creative Trades ITO training - including work-
based training arranged by the ITO, full-time courses at polytechnics, institutes of 
technology and private training establishments, short courses delivered by industry 
associations and suppliers, and programmes such as Gateway operating in secondary 
schools. Employers are also included as they play a vital role in the training system.  

• Broad skills and labour market issues, not just training issues - as Creative Trades’ 
ITO legislated role is to provide leadership in matters related to skills and training, TEC 
expects the ITO to influence current and future skills development at both an enterprise 
and industry level. 
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The breadth of scope enables the Tertiary Education Commission (TEC) to make an informed 
assessment of: 

• the economic value to New Zealand of the industry training managed by Creative 
Trades ITO, and 

• how well both the Strategic Training Plan and industry inform and influence training 
providers e.g. polytechnics (in terms of timing, value and training solutions). 

However, it also presents some challenges. In particular, many of the issues relating to the 
labour market and the wider training system are outside the ITO’s direct control. In addition, 
Creative Trades ITO is not the only ITO which covers sectors within the wider building and 
construction industry. Therefore, for issues which it cannot directly address, the ITO views 
itself as a key influencer and facilitator in engaging with other organisations.  

Partnership approach to implementation 
This Strategic Training Plan is a ‘living’ document. Its value to Creative Trades ITO and the 
painting and decorating industry will be realised through active participation in its 
implementation by all stakeholders, with each partner understanding their distinct roles and 
responsibilities in relation to the Plan, and its continual review and updating with industry to 
meet the changing needs of the economic and technological environments.  

The partners’ distinct roles and responsibilities can be identified as: 

For the ITO: 

• To design national qualifications and run moderation systems to ensure fair, valid and 
consistent assessment against national standards  

• To arrange for the delivery of industry training that enables trainees to attain these 
standards  

• To provide leadership to their industries on skill and training matters, identify current and 
future skill needs and work with employers and employees meet those needs  

The funding which ITOs receive from the Tertiary Education Commission is currently 
calculated based on the number of apprentices enrolled in national qualifications. In future, 
government funding will also be linked to qualification achievement rates. 

For industry and employers: 

• To promote qualifications and training as a pathway to being a professional painter and 
decorator 

• To develop and implement quality systems that promote qualified and skilled trades 
people 

• To promote the image of professionalism to clients and stakeholders  

• To assist the industry improve business management and practices through the 
promotion of continued training and up-skilling 

It is the ITO’s intention to review the strategies and key actions within this Plan with our 
industry stakeholders on no less than annual basis.   
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The wider building and construction industry profile 
 

Infometrics Ltd1, in their March 2010 Monitoring Report produced on behalf of the BETA2

They also reported that: 

 
group of ITOs, described the New Zealand economy as having turned a corner, with business 
and consumer confidence returning and growth heading towards 4 per cent per annum.  

• the residential construction sector was recovering, although this was being restrained by 
impending changes to the tax system, and  

• the number of dwellings being built was well under the number required to accommodate 
the growing population.  They considered this growing shortfall would underpin strong 
growth in residential construction over the next four years. 

Value of residential work put in place ($m, 95/96 prices) 

 
 

 

 

 

 
 

 

Source: Statistics New Zealand and Infometrics  

In relation to renovation work, Infometrics predict that rising house prices and recovering 
household incomes would be positive for additions and alterations in 2010, resulting in 4 per 
cent growth. However they also predict that in 2011, the negative effects of the government’s 
changes to the tax system will make people wary of overcapitalising when considering 
changes to their property, and drive a 5.1 per cent decline in work.   

As at March 2010, non-residential construction was being driven by government funded work 
(e.g. schools, stadiums, and hospitals), and this has prevented a severe downturn in non-
residential construction activity due to funding issues causing the postponement of numerous 
private projects.  Infometrics predict that improved private sector confidence and greater 
availability of funding will underpin a sharp increase in private projects from 2010. They 
expect financing conditions to continue to ease over the next year and forecast that by 2012 
total non-residential work will be above its 2005 peak. 

                                                 
1 Infometrics is a leading independent economic forecasting and consulting company, specialising in the building and 
construction sector. 
2 The Built Environment Training Alliance (BETA) group is a cluster of ITOs who represent the wider building and construction 
industry. The group comprises the following ITOs: Creative Trades; Joinery; Flooring; Building Services; Electrotechnology; 
Plumbing Gasfitting Drainlaying Roofing; Infratrain; and Building and Construction. 
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They further predict that this improvement will see work begin again on some projects that 
have been delayed over the last 18 months.  This will drive a 5.3 per cent increase in work 
put in place over the 2010 calendar year.  Government sector work will start to ease during 
2011 and 2012, but the increasingly robust economy will see further growth in private sector 
construction.  By 2012, total non-residential work is forecast to be above its 2005 peak. 

Value of non-residential work put in place ($m, 95/96 prices) 

 
 

 

 

 

 

 

 

 

Source: Statistics New Zealand and Infometrics 

 
In relation to employment, Infometrics forecast that the recovery of residential building from 
2011 onwards, together with strong growth in infrastructure and modest growth in non-
residential construction, will result in relatively strong employment growth to 2013.  More than 
15,000 construction jobs are expected to be added between 2010 and 2013. 

Total employment in core construction, 2000-2013 

 
 

 

 

 

 

 

 

 

Source: Statistics New Zealand and Infometrics 
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Profile of the Painting and Decorating Industry  
 
The painting and decorating industry encompasses the surface preparation and application of 
decorative and protective finishes. The industry is an integral part of the building and 
construction industry which, in 2008, made up 4.5 per cent of total New Zealand GDP3

Individual demographics  

.  

There are more than 11,000 people working in the industry across New Zealand. The 
average age of painting and decorating workers is 40 years, while the average age of 
business owners is 48 years. Around 10 per cent of business owners are over 60 years and 
14 per cent plan to retire over the next two to five years. 

While the 2006 Census reported that 13 per cent of workers at that time were female, women 
currently make up just 3 per cent of the industry’s business owners and 6 per cent of its 
apprentices.  

The 2006 Census also reported that 13.9 per cent of workers at that time were Māori and 5.5 
per cent were Pasifika. Current statistics show that 14.9 per cent of the industry’s apprentices 
are Māori and 3.4 per cent Pasifika, with the percentages for Māori and Pasifika business 
owners being 6.4 per cent and 0.5 per cent respectively.  

Around 64 percent of the workforce has no formal or trade qualifications4

Business demographics  

. Looking at 
business owners in particular, 32 percent have no relevant trade qualifications and 27 percent 
have not completed any other trade or business related training.  

There are an estimated 4,300 businesses operating in the painting and decorating industry. 
The majority of these businesses (around 2,800) are self employed individuals, either 
contracting solely or in partnership directly with clients or builders, or subcontracting to other 
painting and decorating businesses. Around 1,200 businesses employ between one and five 
staff, with the remaining 300 employing five or more staff5

Workforce Supply and Demand 

.  

Infometric Ltd’s Monitoring Report (March 2010) confirms that demand for building and 
construction workers diminished over the past two years due to the fall in construction activity, 
particularly residential construction. However, this reduction looks to have bottomed out and 
demand is expected to gain momentum in 2010, especially in the second part of the year as 
the availability of finance for developers improves significantly. 

 

                                                 
3 Gross Domestic Profit - The total market value of all the goods and services produced within a country during a specified period 

4 No qualifications gained post secondary school. 
5 These percentages vary across the country, for example large urban areas such as Auckland have a higher percentage of 
large companies employing more than five staff.  
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Despite the increase in residential building in 2010, the number of houses built will still be 
lower than the growth in underlying demand and, as a result, a substantial shortfall in housing 
is expected to build up.  Residential building activity will continue to grow rapidly over the 
following years to overcome this housing shortage.  Accompanying the rapid growth in 
residential construction will be modest growth in non-residential construction. 

The growth in employment of construction related workers tends to lag slightly behind the 
growth in construction activity. However from 2010 onwards, the demand for building and 
construction workers (including painters and decorators) will grow sharply and by 2012 
employment levels are expected to exceed the levels experienced at the peak of the 
construction boom in 2007.   

The following table applies a projected growth in employment of 2.5 per cent to the painting 
and decorating industry, to illustrate the industry’s recruitment needs over the next five years: 

Employment of Painting and Decorating Occupation, 2009 and 2013 

Source: Statistics New Zealand and Infometrics 

 
Business owners are showing a degree of optimism with 50 percent planning to grow their 
business over the next 12 months and 44 percent planning to continue that growth over the 
following two to five years. Overall, they estimate a 9 percent growth in staffing levels over the 
next 12 months. 

For those who reduced their staffing levels during the recession, this growth will be in the 
form of returning to 2007 staffing levels. However for others whose levels remained constant 
over the recession, growth will involve exceeding 2007 staffing levels and increasing their 
overall business size. Around 30 per cent of business owners are currently short of staff. In 
particular, 21 percent of these owners are short of supervisors and 35 percent are short of 
apprentices.   

Creative Trades currently has 639 apprentices enrolled in the National Certificate in Painting 
(Level 4), which equates to 5.7 per cent of the workforce. However, the number of new 
enrolments each year has been steadily dropping over the last two years.  
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Workforce development issues facing the industry 

The current and emerging workforce development issues facing the painting and decorating 
industry over the next five years include: 

• Raising the level of professionalism within the industry 

• Raising management skill levels  

• Qualifying the existing workforce 

• Impact of changing business demographics on training 

• Growing the industry to meet demand 

 

Raising the level of professionalism within the industry 
While the Government is introducing mandatory licensing to a number of building and 
construction industry sectors over the next few years, the Department of Building and 
Housing has confirmed that the painting and decorating sector will not included under this 
Licensed Building Practitioner Scheme. 

There is concern across the industry that the general public and other trades’ no longer 
perceive the painting and decorating industry to be a skilled trade. The factors contributing to 
this change in perception include:  

• The increase in businesses operating at below cost pricing levels 

• The practice of rate setting by group building companies 

• A lack of self worth within the industry  

• A growing lack of commitment to training and the industry’s future 

Industry stakeholders are calling for a form of benchmark or national standard, by which the 
trade can measure itself and for the general public to use to make informed decisions. 

Raising management skill levels  
A strong vibrant industry that promotes high standards and professionalism is built upon 
having successful well run businesses. The future will require business owners to be more 
skilled and trained in business practice, financial control and technology to ensure they 
remain competitive.  

While around 20 to 25 percent of the industry’s business owners have come from other 
sectors (have not been painting and decorating tradesmen), and often bring a business 
management skill base within them, many business owners face skill gaps that limit their 
ability to run productive and successful businesses.  

For example, less than 40 per cent of owners have business plans in place, with many of 
these being informal and day-to-day focussed, and just around 25 percent of businesses 
have sales or marketing plans and business websites.  



PAINTING AND DECORATING INDUSTRY STRATEGIC TRAINING PLAN 2010-2015 P a g e  | 12 

Productivity across the wider building and construction sector is recognised as being low 
when compared to the wider economy and similar industries around the world. While more 
than 75 per cent of painting and decorating business owners measure productivity in some 
way or another, for many it is not a planned process and is often limited to back costing each 
job and/or looking to streamline the way their workers do their job.   

Improving productivity levels is a key driver for the current Government and industry. This will 
only happen when business owners and workers understand what productivity is, how to 
measure it, and how to set and meet increased productivity targets.  

While there are pockets of training occurring in these areas across the industry, e.g. 
Paintercraft Trust, Auckland Painting Contractors seminars, supplier upskilling programmes, 
etc there is no national standard in terms of course content or delivery.  

Of concern going into the future is the lack of management training available for young people 
preparing to enter business ownership. As their employers do not typically involve them in the 
running of their businesses, young people have no idea of what is involved, and tend to focus 
solely on the perceived earning power of being self employed.  

Equipping these and other potential business owners with the knowledge required to 
establish and operate a successful business must be seen as a priority, and could be 
achieved by ensuring appropriate and timely training and mentoring services are in place.  

Qualifying the existing workforce 
While the current national qualification covers the practical and theory skills required for a 
tradesman, there are a number of other skills and abilities an employee needs to do their job 
effectively. Some of the primary skills gaps identified by employers include: lack of 
communication skills, literacy and numeracy, problem solving, and supervisory skills.  

The quality of supervision can impact greatly on the productivity and quality of workmanship. 
In order to enable better quality supervision and therefore raise productivity and financial 
outcomes for businesses, there is a need for a career structure and training pathway within 
the industry that recognises supervisory skills as a step from tradesman. 

There is a need to ensure that both the quality and relevance of training for the existing 
workforce is keeping up with rapidly changing skill needs and that the workforce are regularly 
seeking to upgrade their skills once initial qualifications have been attained. 

Business owners and workers are generally unfamiliar with what training opportunities are 
available and how to access these within their local community and sector. Many employers 
are unaware of how formal training takes place in the current environment and have not had 
access to high quality advice to support their business and training development needs. 

Impact of changing business demographics on training 
The recent recession has highlighted another contributing factor to the increase in self 
employed individual businesses in this and other construction related industries. While some 
businesses will continue to operate with permanent employees during periods of low 
workloads, choosing to reduce hours and profit rather than letting skilled staff go, others let 
their employees go, choosing to meet workload volumes through subcontracting.  



PAINTING AND DECORATING INDUSTRY STRATEGIC TRAINING PLAN 2010-2015 P a g e  | 13 

While this practice may have economical merit in the short term, it does nothing to maintain 
and improve the long term skill levels of the industry and ensure quality workmanship. 
Particularly when the environment once again becomes buoyant and businesses find 
themselves short of skilled staff and forced to employ less than satisfactory workers to meet 
high workload volumes.  

Business demographics have changed significantly over the last 20 years, in response to 
market forces and the changing nature of contracting. In the past national and multinational 
companies offering long term contracts, provided a level of security that enabled painting and 
decorating businesses to be large scale operations, employing high numbers of full time staff 
on wages and often groups of apprentices.  

The nature of contracting now has removed the long term security of the past. Large jobs are 
now broken into multiple contracts and let to different contractors, e.g. commercial building 
companies subcontracting out one floor at a time, staged construction on a school using 
multiple contracts. Smaller companies now take on bigger work, relying on subcontracting to 
meet their additional labour needs.  

These market forces have contributed to a change in the size and nature of businesses with a 
marked decrease in large businesses and an increase in self employed individuals. While 
there are currently around 4,300 businesses operating in the industry, just 34 per cent (or 
1,460) employ staff and are therefore potentially capable of taking on and training 
apprentices.  

The pool of potential employers of apprentices is further diminished when we consider that 
around 25 per cent of employers have never employed apprentices and do not intend to do 
so in the near future. The underlying reasons being: lack of job security, the direct and 
indirect cost of training apprentices, and not seeing training as an investment in their business 
and /or industry development. 

For the industry to be sustainable and promote the image of professionalism to its clients, it is 
important that steps are taken to promote training as an investment, to all business owners. 
Businesses that train at all levels are often the successful ones. They have planned to grow 
and employ and train their staff to the productivity and quality levels necessary to ensure a 
sustainable and profitable business.  

Such business owners know the value of training and qualifying their staff, and see this as a 
key investment in their business future. 

Growing the industry to meet demand 
As noted earlier in this Plan, business owners are showing a degree of optimism with 50 
percent planning to grow their business over the next 12 months and 44 percent planning to 
continue that growth over the following two to five years, Around 30 per cent of business 
owners are currently short of staff. In particular, 35 percent of these owners are short of 
apprentices.   

The average age of business owners is 48 years, with 10 per cent aged 60 years or older.  
Around 42 per cent have been in the industry for more than 30 years, the majority 
progressing from the tools to business ownership. Around 14 per cent are planning to retire in 
the next two to five years.  
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Turnover in terms of volume is sufficient to replace those retiring, however the quality and 
calibre of people coming into the industry is not commensurate with the level of skill, 
knowledge, and business acumen being lost. Employers have expressed concern with the 
difficulty they are having finding skilled and qualified tradesmen and potential apprentices with 
the right attitude. This is supported by the apparent move by employers away from employing 
school leavers as apprentices with around 44 percent expressing a preference for people 
aged between 19 and 21 years. Reasons given often relate to a lack of work and life skills 
and attitude.  

The construction industry has traditionally recruited new entrants from a pool of 
predominantly male school leavers, with recruitment volumes balancing the number of 
workers leaving the industry, e.g. retiring. However this arrangement will soon be 
unsustainable.  The Department of Labour reports that the working-age population will be 
significantly affected as the baby-boomer generation ages - the workforce will become older 
and, as these people retire, the labour supply will decline.  

This change will drive the need to recruit from a wider variety of labour sources, such as 
women, adult entrants and ethnic minorities. The painting and decorating industry is a valid 
option for any of these groups with many of the traditional barriers for women in particular, not 
evident in this trade. In fact, employers have noted finishing skills, attention to detail and 
attitude as areas where women outperform male workers. 

There is a need to work with schools to both raise awareness of the career options available 
in the painting and decorating industry and to address the issues behind employer’s growing 
reluctance to take on young people, through introducing training opportunities and access to 
the industry.   
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Action Plan for Implementation  

The Action Plan which follows, sets out the industry agreed long and short term strategic 
objectives and key actions to be implemented over the next three to five years, to address the 
issues and barriers to training identified in this Strategic Training Plan.  

The four long term objectives are: 

• To have the ITO clearly recognised by the painting and decorating industry as its training 
organisation 

• To have qualifications and training that meets the future needs of the industry 

• To have employers understanding the benefits and value of training 

• To have the industry recognised as a professional and highly valued trade 

The Action Plan will provide the ITO with guidance on areas where it can make the biggest 
difference in:  

• Supporting industry in upskilling the workforce 

• Assist in increasing the industry’s productivity and competitiveness 

• Achieving greater value for money from training 

While Creative Trades will take the lead role in delivering many of the key actions in the 
Action Plan, a number clearly have joint industry responsibilities. These joint actions will 
require a good level of communication and commitment by all parties to ensure the vision of 
this Strategic Training Plan - “To have a professional and highly valued trade” is 
achieved.  
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Action Plan for Implementation 
Long term objectives Short term objectives Key Actions Who 

To have the ITO clearly 
recognised by the 
painting and decorating 
industry as its training 
organisation  
 
 

• To increase the profile of the ITO and the 
image of training within the industry 

• Maintain lines of communication between all 
• Develop an electronic information portal for stakeholder s to access – for publishing 

research results & skill and training information 

stakeholders ITO 
ITO 

• To establish, and gain industry 
endorsement for, a clear learning 
pathway for industry 

• Map all training currently being delivered in the industry 
• Develop learning pathways for industry and gain industry endorsement 

ITO 
ITO 

• To create opportunities for training in all 
parts of the industry through 
development of functional qualifications  

• Develop training packages in: 
• Introductory skills, eg. Gateway Programme 
• Supervisory 
• Specialisation 
• Business Development 
• How to train  
• Retail and Trade 
• Estimating 

ITO 
 
 

• To ensure quality of qualifications and 
training 

• Ensure training is relevant, up to-date and accurate (model, assessment, providers, 
resources) 

• Ensure consistency and conformity of training delivery, e.g. pre-trade 

ITO 
 

ITO 

To have qualifications 
and training that meet 
the future needs of the 
industry 

• To ensure qualifications and training 
keep pace with industry and 
technological changes 

• Embed literacy and numeracy into qualifications and training at all levels 
• Investigate the availability of suitable trainers for new programmes and increased trainee 

volumes  
• Investigate technological learning opportunities, eg. e-learning 

ITO 
ITO 

 
ITO 

• To increase awareness of environmental 
and sustainability best practice  

• Build environmental and sustainable best practice into qualifications and training at all 
levels 

ITO 

To have employers 
understanding the 
benefits and value of 
training 

• To train/empower people to be 
successful in business, leading to 
personal and consumer satisfaction and 
increased productivity 

• Develop programmes to facilitate, support or train business owners in: 
• Mentoring/training 
• Working successfully with employees 
• Business management 
• Communication with staff and customers 
• Managing compliance issues, eg. drug and alcohol, employment relations, etc 

ITO 
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Long term objectives Short term objectives Key Actions Who 

To have employers 
understanding the 
benefits and value of 
training 

• To add value to existing workers by 
assisting them to improve skills, 
increase productivity and achieve 
national qualifications 

• Develop and implement  industry specific skills recognition package  
• Develop  a mechanism for recognising other training within the industry 
• Develop on job learning arrangements to enable current workforce to train to 

national qualifications 
• Develop approaches for the participation and achievement of under 

represented groups in the industry 

ITO 
ITO 
ITO 

 
ITO 

• To promote the value of the 
qualifications and training to 
employers and employees  

• Implement a communication plan to promote the value of qualifications and 
training and their benefits to individual business owners and employees 

ITO 

The have the industry 
recognised as a 
professional and highly 
valued trade 

• To encourage professional standards 
and accountability within the industry 
 

• Establish a benchmark for quality workmanship/presentation 
• Promote the qualification as a professional standard 
 

Master Painters 
Master Painters/ 

ITO / Industry 

• To have the government and the 
consumer recognise the value of a 
qualified painter and decorator  

• Develop an industry wide strategic communication plan that both informs all 
stakeholders and promotes the industry  

• Develop key messages that promote the industry as an industry of choice – 
focus on professionalism; qualifications, learning pathways and careers; 
environmental standards; and customer service 

• Maintain lines of communication between all 
• Explore partnerships with key stakeholders to support advocacy 

stakeholders 

Master Painters/ 
ITO / Industry 

Master Painters/ 
ITO / Industry 

 
 

ITO 
ITO 

• To establish and support a career 
pathway for young people entering the 
painting and decorating trade 
 

• Apply for government funding via the ITO investment plan to ensure support 
for young people entering the Painting and Decorating sector  

• Ensure entry level qualifications are stair-cased into all qualifications in the 
sector 

• Make representations to the Ministry of Education on secondary schools 
technology curriculum 

• Work collaboratively with members of the BETA  group of construction related 
ITOs to promote generic industry wide entry level standards and qualifications 

ITO 
 

ITO 
 

ITO 
 

ITO 

ITO = Creative Trades Industry Training Organisation  Industry = Suppliers, Manufacturers, Associations, Unions BETA group = Built Environment Training Alliance 
 

 



PAINTING AND DECORATING INDUSTRY STRATEGIC TRAINING PLAN 2010-2015 Page | 18 

 

Key partners for achieving this strategy 
 

The key partners for achieving the objectives set out in this Strategic Training Plan are: 

• Master Painters Association NZ 

• Resene Paints Limited 

• Dulux New Zealand Limited 

• Wattyl (NZ) Limited 

• Haydn Brush Co 

• Spraytec 

• Gray Co 

• NZ Building Trades Union 

• Paintworx 

• Pacific Wallcoverings 

 

• Government agencies, including: 

o Tertiary Education Commission (TEC) 

o New Zealand Qualification Authority (NZQA) 

 

• Training Providers, including: 

o Institutes of Technology and Polytechnics (ITPs) 

o Private Training Establishments (PTEs) 

o Secondary Schools 

 

• Built Environment Training Alliance ITO Cluster Group (BETA) 

o Joinery ITO 

o Infratrain 

o Plumbing Gasfitting Drainlaying Roofing ITO 

o Building and Construction ITO 

o New Zealand Flooring ITO 

o Building Service Contractors ITO 

o Electrotechnology ITO 
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