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Background to IRANZ:

IRANZ is an association of 11 non-government organisations who have a focus on industry linked research and development, and related activities, and a long history of providing practical interventions to a variety of clients.

Individual organisations in the group are strongly integrated with key industry sectors including: aquaculture, agriculture, building, cement and concrete, energy, fertiliser, heavy engineering, infrastructure, leather, manufacturing, sea food and transport.

A feature of the group is the provision of strategic capabilities that extend beyond research and development into industry development and growth. 

A strength of the grouping is its diversity. Ownership arrangements and the nature of the industry linkages cover a wide range reflecting the unique characteristics and needs of each sector.

IRANZ members contribute to New Zealand’s prosperity through partnership research:

They employ more than 500 people, of who about 80% are active in research and development, and undertake about $50 million p.a. of research.

IRANZ members are all a part of the core national research system, and Government funding continues to be a key element in the development of research capabilities.  However, funding also comes from other sources, especially industry. These funding streams are built on the strong and enduring links IRANZ members have with particular industries and sectors. These links are an important part of maintaining industry and sector positions in world markets. This industry focus is a strong point of difference from other research organisation groupings.

IRANZ interacts at top level through a committee of Chief Executives. Interactions at this level are aimed at maximising the distinctive contributions to effective research and development in New Zealand, and to industry development more widely, and enabling these contributions to be recognised and maintained.  IRANZ can provide an informed perspective on proposed policy changes as a result of its regular interaction with industry, and positively seeks to be consulted more frequently on such issues.  
A brief description of each IRANZ member is attached as Annex 1.

Executive summary:

1. IRANZ is pleased to see MoRST address the issue of skills in R,S&T because recruiting and retaining skilled staff is a problem at times for our member organisations, especially in certain areas of expertise. 

2. Specific interventions, such as fellowships and awards, do have a role to play in skill development and retention, and can be very effective if properly targeted. However, extending the capability fund and including non-government research organizations, with an obligation to use part of it for skill development, could achieve more.

3. Access to capability funding would support organizations in their “good employer” role by allowing them to undertake long-term planning and investment in skill development. The flexibility of this approach would allow each organization to tailor a solution to their specific needs and those of the sectors they work in.
Comments on the Advanced Skills Action Plan for Research, Science and Technology:

1. Over-arching comments:  

(These comments need to be considered in association with IRANZ’s feedback on the Research Agenda).
· IRANZ is pleased to see that MoRST is addressing the issue of skills in R,S&T because recruiting and retaining skilled staff is a problem at times for our member organisations, especially in certain areas of expertise. IRANZ finds that the framework on page 2, identifying critical components that need to be present in the R,S&T workforce, is a useful tool for this. 

· As per the Research Agenda, the Advanced Skills Action Plan for R,S&T discussion document appears very oriented towards government research organizations. The Action Plan should recognize that there is also a significant pool of R,S&T capability outside of government research organizations.

· Organisation planning for R,S&T skill development would be more effective in a more stable funding environment.

· We are pleased to see that the document acknowledges the good employer role (page 17) and agree with the principle (page 19) that research organisations retain core responsibility for staff and skill development, for they know their needs best. Government initiatives should not duplicate this.

· IRANZ is also pleased that the consultation includes our organization. However, a ‘one size’ solution under the present funding provisions will not fit all organization types. For instance:

· IRANZ members are already industry-embedded, so schemes to move more researchers into industry are not of use to them;

· Researchers in IRANZ member organisations, because they work with industry, rapidly develop a strong appreciation of the commercial imperative of what they are doing (business-savvy to use the jargon from the document);

· Creativity: research close to industry, as carried out by IRANZ members, will always need to be very focused – though often very creative and with a high degree of innovation;

· The very specialised sector-specific nature of IRANZ members creates special issues around recruitment.

A mechanism is needed that allows sufficient flexibility for research organizations to respond to their individual and varying needs. Extending the capability fund to all research organisations that have significant government research funding would achieve this.

· Treating the R,S&T population as homogenous does not reveal the critical shortages in some very important skill areas, with specific areas of engineering being a particular example (OECD Review of Innovation Policy in New Zealand). 

· In some IRANZ members there is no issue with staffing at all, while those in the engineering disciplines struggle to obtain and retain staff. One reason stated for staff leaving after they are obtained from overseas is the low salaries compared to living costs in New Zealand (particularly in Auckland). One process-engineering orientated IRANZ member has generally only been able to obtain suitably qualified foreign staff when they come to New Zealand for reasons other than career. This is consistent with the research results given on p.8 of the Skills Discussion Document, which presumably means that immigrants are less career minded, and does beg the question as to whether the concept of “brain exchange” tells the whole story. Is there any evidence that the R,S&T immigrants are as capable, or qualified in the same areas, as those leaving? 

· There is a perception in the document that post-doctoral fellowships are a normal, useful and desirable stage in a scientific career (e.g. page 14). This is not always the case. After 7 to 8 years at university, when peers from almost all other walks of life will be advancing their careers and their lives, PhD students need more than to be offered a short-term opportunity with, as the document subsequently points out, real challenges in obtaining future funding. While the document acknowledges the need to support scientists in the early stage of their careers, post-doctoral fellowships are only one way of doing this. Post-docs are a relatively recent phenomenon in New Zealand and may mask underlying difficulties in advancing scientific careers in New Zealand.

· The document suggests that it is necessary to change the widely held perception that science careers in New Zealand are unattractive. The Deloitte/ MoRST report (An Evaluation of Support for People in R,S&T) shows that overall 93% of New Zealand researchers see a science career as unattractive, mainly because of non-competitive salaries and infrastructure and uncertainty over the future of the science sector. It is hard to say that this perception of science careers is altogether incorrect. The reality needs to be corrected before the perception can be.

· Some research organisations fund PhD scholarships and supervise students working toward higher degrees, but find it difficult to attract quality candidates.

2. Comments on specific options:

Option 1 – Reduced complexity

IRANZ strongly supports the suggestion to reduce complexity, and believes that a single access point would likely be the most effective.

Option 2 – Career focused support

IRANZ identifies two areas where career focused support would be helpful:

1. New recruits straight from university: Research institutions find that many recruits straight from university can take 2 – 3 years to adjust from an academic environment, and some do not effectively achieve the transition at all. Government support for a new recruit in their first two years in a research organisation, say through part salary subsidization, could assist with this transition. At the end of the two years, both sides could decide if they wished to continue. A variation on this which IRANZ members found useful in the past was for FRST to support young entrants in research organisations with the goal of grooming them for future industry positions. 

2. Fellowships to boost skill deficiencies in key areas:  these could be in the form of an added “bonus” or incentive, in addition to base salary, to attract people into research areas that are identified as priority to grow or maintain. However, IRANZ cautions that schemes like this would only work if they did not interfere with employer/employee relationships, and recognizes there could be problems of retention when the fellowship terminates.  

Option 3 – Leadership

IRANZ thinks the issue of leadership training is greatly over-emphasised in the document. Leadership training is given high priority within IRANZ’s member organizations. They don't see a need for centrally co-ordinated government leadership development activities. There are already a lot of high quality courses on offer, and our members’ links with industry provide many opportunities to acquire commercial and leadership know-how.

Also leaders, even in research organizations, do not necessarily have to be technical professionals.

Option 4 – Top talent

IRANZ would welcome a scheme to encourage research excellence in areas of applied research addressing real needs of the community, rather than simply academic excellence, but cautions that this will only work if it does not interfere with employer/employee relations.  When the award money runs out it will be the employer who must then meet the cost.   

There is scope for those RS&T professional bodies that already have their own peer-reviewed merit systems, some of which are very prestigious, to be enhanced by closer collaboration with MoRST (including investment) rather than by establishment of a new awards structure. There are presently insufficient intermediate level award programmes to encourage skill development, though the McDiarmid Awards partly address this gap.

Option 5 – Creative exploration

IRANZ members are mostly involved in applied research where the end-user is known, so the research needs to be very focused. However, creative exploration is critical – industry issues and problems often require very creative solutions.

Scientific investigation not targeted at finding a solution to a particular problem, but purely to improve knowledge in a given area is not likely to be funded by IRANZ members alone because of the uncertainty of outcome. There are, however, many examples where such research has led to commercial applications.

IRANZ would support expansion of the CRI capability fund to all research organizations working in areas of national interest, with skills development included as a high priority in this.

Option 6 – Secondments

Secondments are a very important strategic activity for IRANZ members, enabling them to develop close linkages with research users.  Being industry embedded, IRANZ members already have some options for secondments, which make them leaders in this area. However, more support might be useful to assist industry understand what research is able to offer it, and so boost business expenditure on R&D (BERD), in addition to the prime purpose of staff skill development.

Option 7 – Domestic networking

IRANZ members already do this very well within their sector. They would like to co-operate more with other research organizations, but the competitive nature of the current funding system is not particularly conducive to this.

Option 8 – International Connectivity

IRANZ members are mostly already well connected internationally, so do not prioritise this option highly. Nevertheless, there is scope to improve international connections, and improved support mechanisms would assist all research providers.

The KEA network needs to be given a higher profile within the New Zealand R,S&T community, and New Zealand researchers working overseas need to be encouraged to participate.

Option 9 -Career Flexibility

Initiative A seems to be more about promoting R,S&T careers than career flexibility.

IRANZ does not see a need for Initiative B.

Options 10 - Maori and Pacific Peoples, and 11 – Health

IRANZ has no comments on these points.

Package of options:

Specific interventions, such as fellowships and awards, do have a role to play in skill development and retention, and can be very effective if properly targeted. However, extending the capability fund and including non-government research organizations, with an obligation to use part of it for skill development, could achieve more.

Access to capability funding would support organizations in their “good employer” role by allowing them to undertake long-term planning and investment in skill development. The flexibility of this approach would allow each organization to tailor a solution to their specific needs and those of the sectors they work in.

Annex 1:  
Members of IRANZ (Independent Research Association of New Zealand).
(An association of non-government research funding and provider organizations with strong links to industry sectors).

	


	BRANZ Ltd.

http://www.branz.co.nz


	Chief Executive:  Mr Chris Preston (acting)

· BRANZ Ltd. is wholly owned by Building Research.  BRANZ provides independent services to the building and construction industry in New Zealand, Australia and Asia.

· Approximately 100 staff are located in the head office and research facility at Judgeford, near Wellington. Fifty of these are researchers.

· BRANZ Ltd has developed a worldwide reputation in such key areas as durability of building materials and systems, weather tightness, ventilation, energy efficiency, fire and structural engineering.

· In addition to research, BRANZ also provides Pacific rim manufacturers with development and evaluation services for their specific products.

· Historically, approximately half of the levy investment (see Building Research below) has been in industry education and information provision programmes.

· Total turnover per year is about $16 million.

	



	Building Research 

http://www.buildingresearch.org.nz


	Chief Executive: Dr Sunil Vather

· Building Research is an independent association owned and directed by the building and construction industry in New Zealand. Building Research manages the building research levy.

· Building Research arose in 2002 when a decision was made to adopt a funder /provider model and to form a levy funded research investment arm (Building Research) and a commercial service delivery arm (BRANZ).

· Under The Building Research Levy Act 1969, 0.1 per cent of the contract value of every construction project exceeding $20,000 is payable by the builder to Building Research. The levy is used to fund research for the good of the industry.

· Levies of about $11 million per year are collected. About $6.5 million of this is invested in BRANZ, and investments are also made into entities such as Beacon Pathway Ltd., a FRST research consortium aiming to increase the sustainability of the built residential environment, and the Centre for Housing Research Aotearoa New Zealand (CHRANZ) which supports research to underpin policies and practices that best meet New Zealand's housing needs. 

· Building Research has seven staff, of who five are professional.
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	Cawthron Institute

http://www.cawthron.org.nz

	Chief Executive: Ms Gillian Wratt

· The Cawthron Institute is owned by the Cawthron Trust Board.  It was established by the bequest of Thomas Cawthron in 1919.  It is essentially a community owned Trust with the mayors of Nelson and Tasman District Council, the Bishop of Nelson and the Nelson MP as ex officio members (Thomas Cawthron Trust Act, 1924).  Governance responsibility resides in a Board of Directors appointed by the Trust Board. 
· Cawthron provides research, advice and analytical services to support the development of New Zealand’s seafood industry and sustainable management of the coastal and freshwater environment. 

· Cawthron is recognised internationally for its shellfish aquaculture research and its expertise in harmful algal bloom toxins and seafood safety.  It is building a strong reputation in coastal and freshwater ecosystems research and consulting, 

· The New Zealand seafood sector — aquaculture, the fishing industry, and seafood processing — is a major focus for Cawthron, with 60% of revenue coming from this sector, either directly (20%) or from FRST funded research projects to grow and develop the sector. 

· Cawthron is based in Nelson.  There are approximately 170 staff of which around 75 provide analytical laboratory services and 75 are research (including technical) staff.

· Total revenue is about 15 million per annum, with about $8 million per annum from provision of research services.

 

	


	Cement & Concrete Association of NZ (CCANZ)

http://www.cca.org.nz


	Chief Executive: Mr Patrick McGuire

· CCANZ is the recognised centre of excellence for cement and concrete technology in New Zealand. It acts as an industry advocacy organisation and provides technical and advisory support to its members.  CCA has more than 6,000 members throughout New Zealand including architects, designers, engineers and building contractors. 

· Research activities and support CCA provides for the concrete industry are largely made possible through the financial contribution of three companies: Holcim (NZ) Ltd., Golden Bay Cement and Pacific Steel.
· CCA funds roughly $1.5 million of research per annum. The research is done in organizations such as BRANZ or the University of Canterbury.
· CCANZ is located in Wellington and has seven staff, five of who are technical.

	



	CRL Energy 

http://www.crl.co.nz


	Chief Executive: Dr Rob Whitney

· CRL Energy evolved from the Coal Research Association of New Zealand. While retaining strong links with the coal industry, it now focuses on a broader range of energy research. The Coal Association of New Zealand retains a 50% ownership interest.

· The head office and major research facilities are based in Lower Hutt.  There are about 40 staff of who 14 provide laboratory services and 20 undertake research and development.

· Key competencies include: 
Chemistry — focusing on advanced clean coal technologies, gasification, and carbon capture and storage. 

Mechanical and chemical process engineering - focusing on coal combustion, gasification, bioenergy, biofuels and hydrogen production; 

Geological consultancy and geo-chemical research - focusing on the assessment and remediation of the environmental impacts of mining, coal seam gas and carbon sequestration.

· Total turnover per year is about $4.5 million.


	



	Fert Research 

http://www.fertresearch.org.nz/


	Director: Dr Hilton Furness

· Fert Research is an industry research association, funded by member companies, to address issues of common public good. Balance Agri-Nutrients and Ravensdown Fertiliser Co-operative are the current members. They are both co-operatives, owned by 42,000 farmers, and between them are responsible for 90% of all fertiliser sold in New Zealand.

· Fert Research has two technical staff plus a Management Board and an eleven member Technical Committee.

· Fert Research funds $1.5 – $2 million of industry good research per year, in areas such as the environment and water quality. This research is contracted to providers.

· The funding is voluntary (i.e. there is no industry levy) from the member companies. Once the Board approves the budget, the companies fund according to a formula based on the amount of fertiliser produced. 

· Fert Research receives no FRST or other government funding directly, but does co-fund FRST supported projects (though the application to FRST for these always comes from the research providers).

· In addition to the industry-good research, the fertiliser companies individually fund about $8 million of research per year. 



	



	Heavy Engineering Research Association (HERA) 

http://www.hera.org.nz/index.html


	Chief Executive: Dr Wolfgang Scholz

· HERA is a non-profit research organisation dedicated to the needs of the metals-based industries in New Zealand. It has 580 member companies.

· HERA is based in Manukau and has 17 permanent staff of which 13 are technically qualified.  

· Key competencies include: 

Steel Design:  HERA has a nationally and internationally recognised R&D centre supporting structural and light gauge steel applications, particularly for construction and infrastructure;

Welding and metal forming research and advice; 

Inspection and quality control;

Industry development and marketing; 

Training and information.
· HERA receives roughly $1 million per year from the levy on heavy steel and welding consumables (Heavy Engineering Research Levy Act, 1978); total budget in 2006/07 was $3 million.



	




	The New Zealand Leather & Shoe Research Association Incorporated (LASRA)

http://www.lasra.co.nz/


	Director: Mr Tony Passman

· LASRA was established by the leather manufacturing industry in 1928.

· LASRA now serves the hide and skin and leather exporting industry and  leather goods manufacturers 

· LASRA is the major centre for safety footwear testing and development in Australasia
· LASRA is owned by 120 member companies, including meat companies, leather processors, footwear manufacturers and supplier companies to these industries 

· LASRA undertakes research and technical development services, with particular emphasis on New Zealand ovine, bovine and cervine material; research extends from farm factors influencing raw material properties through manufacturing technologies to final product development and export market support.
· LASRA is a registered Private Training Establishment and the Southern Hemisphere's premier technology and training provider for the fellmongering and leather manufacturing industries.
· Key competencies include: Biotechnology — focused on skin protein/skin system manipulations; 

Chemistry — focused on collagen cross-linking, skin structure modification and reagent development;  Mechanics  - focused on the mechanical performance of leather and leather goods, particularly footwear; Veterinary Science — focusing on live animal effects on leather quality.

· LASRA is based in Palmerston North and has 20 scientific and technical personnel.

· Total budget in 2006/07 was $1.9 million.

	




	Lincoln Ventures Ltd. (LVL)

http://www.lvl.co.nz/


	Chief Executive: Dr Graeme Robertson

· LVL is a science and technology company wholly owned by Lincoln University. It was formed to conduct research with real-world applications and assist in realising the scientific and economic potential of Lincoln University’s intellectual and other resources. 

· LVL is engaged in research, product development and consultancy services across a number of sectors, including agriculture, horticulture, water resource and environmental management, IT, manufacturing, retail, energy, construction, transport and sport.

· LVL doesn’t aim to compete with other New Zealand businesses, but concentrates on a combination of excellent science for niche applications. All research is client driven.

· Key competencies include: biotechnology, image analysis, measurement and instrumentation, modelling, hydrology, supply chain systems and spatial information technology.

· There are 43 staff of who around 37 are involved in research.

· Turnover is greater than $4.6 million p.a.

· Surpluses generated by LVL are returned to Lincoln University in the form of grants.




	




	Opus Central Laboratories

http://www.opus.co.nz


	Business Manager: Mr William Pitt

· Opus Central Laboratories, based in Lower Hutt, is a dedicated research business unit within the engineering and project management company Opus International Ltd.
· Opus supports the infrastructure development industry, including, transport, water, construction and energy. 
· Central Laboratories has over 40 staff, of which the majority is research staff including technical. 

· Key competencies include:
1. Physical and engineering sciences: sustainable road surfaces, road safety, wind engineering, infrastructure maintenance, testing of materials;
2. Behavioural sciences: focused on understanding why and how humans live in settlements; resilience of communities to disasters;

3. Environmental sciences: emissions, air quality, noise, vibration, recycling and waste minimization, sustainable cities and transport.  

· Total turnover is about $5 million per year, with about $4 million being spent on research. The rest is for consulting and routine testing.



	



	Transport Engineering Research N Z

http://www.ternz.co.nz/


	· Directors: Mr Peter Baas and Dr John de Pont

· TERNZ is owned by the two Directors and was created in 1997 as a spin-off from IRL.

· It has 8 researchers.

· Key competencies in transport research include:
· Freight transport: heavy vehicle safety, energy efficiency, emissions, freight demand, logistics including multi-modal, driver shortage, company management, driver health and wellness etc;  

· Human factors: managing driver behaviour through road design, driver workload and distractions (cell-phone use), fitness for duty;

· School road safety: cycling to schools, school bus safety, school journey safety;

· Vehicle performance: vehicle dynamics, in-service roadworthiness, safety, energy efficiency, alternative fuels and new technologies; 

· Traffic engineering: self explaining roads, delineation, speed management etc.

· Total turnover is approximately $1 million per year. TERNZ does not receive any industry levy funds.
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