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Tul Raumata This document leverages the progress made over several years, and refocuses

our D, E & | intentions and aspirations. We have four broad organisational
goals we strive to achieve:

1. Harness Diversity of Thought: we ensure diverse viewpoints are
represented in decision-making at every level, and we constantly work to
build the skills to manage the tension that come with this.

Embed organisational practices that make the most of our diverse
talents: our policies, practices and processes are rigorously tested to
ensure they are free from bias, that they do not unintentionally
discriminate, and that they support our goals of retaining our diverse
workforce.

Continue to build an inclusive culture: we have strong cultural capability,
continuously build and embed our te ao Maori capability, and we support
and enable our employee networks to thrive.

Diverse and Inclusive Leadership: Diversity exists across all teams and
levels of the organisation, including leadership. Our leaders understand
the value in diversity, are skilled at building inclusive teams, and are
accountable for ensuring we uphold our cultural goals.

In working towards these goals, our focus areas will be organised under 3
high-impact pillars:

We focus on ensuring our team is diverse at every level,
including leadership, by understanding and targeting our
efforts to recruit and retain a diverse team

prove the

gagement, better We dig deeper into our workforce data to understand
areas where opportunities may still remain, and we build
strategies to address these areas as we find them. Our
approach to recruiting, retaining and developing the
careers of our people considers the different needs of
It is the right thing ge that we all have a responsibility to ensure different team members

we’re working towards a fairer Aote y person can flourish — and that starts with us.

Build o reflect the population we
serve

We focus on building the capabilities, knowledge and skills
“Increasing diversity does not, by itself, increase required to ensure that our culture is inclusive, and we are
effectiveness; what matters is how an organization honest with ourselves when we get it wrong. We support
willing to and provide active allyship to those who bring a different
worldview or experience, and we do the work to build

d Business review strong and deep relationships




By 2023, we aim to achieve the following:

We are Diverse

We are Equitable

We are Inclusive

Goal

MfE reflects the diversity of the
community that we serve.

We set meaningful, stretchy
but achievable targets
towards a workforce that
reflects that diversity of
Aotearoa’s population

How we’ll get there

Our recruitment policies,
processes and practices
set us up to succeed in

our diversity aspirations.

“We've started on a more focused journey towards
better diversity and inclusion, but I'm yet to see how
tangible progress can be made and sustained. Action

We work with our employee
networks to understand how
the lived experience of our
people differs, and address
inequity where we find it

speaks louder than words.”

- Anon., To Reo people survey, 2021

Over time, we build our D, E & |

knowledge and capability to

include more facets of diversity -

such as neurodiversity and
educational background

MfE recognises and values the
contributions and unique
perspectives brought by a
diverse team.

We carry out a multi-
cultural competency
programme (Mana Aki)
across all teams.

We use quantitative and
qualitative data to
understand how the
employee experience at
MIfE differs across groups

Our people leaders lead
inclusively and with empathy,
and actively build their
leadership kete to be more
effective in these areas.

Our employee networks are
supported, empowered, and
their contribution is valued.
We celebrate and engage as
allies in this mabhi.

MfE continually works to
identify and address areas
where systemic inequality may
be at play in our workplace

Our pay gaps reduce at a rate
faster than the Public Service
average.

We build capability in
identifying and addressing
unconscious bias in how we
select, develop and lead our
people

We regularly audit and update
our D, E & | priorities in line
with our people’s feedback
and the external landscape

We support the establishment of
a Disability Network, roll out the
LEAD toolkit, achieve the
Accessibility Tick (supporting
employees with a disability)

MfE supports our people to work
flexibly in ways that maximise
productivity and work/life
integration.

Our people are set up to
achieve impact from
anywhere in Aotearoa New
Zealand.

We continually refine and hone
our flexible working approach,
ensuring it moves with the
rapidly evolving landscape

We communicate with
our people and all New
Zealanders in an
accessible and inclusive
way.

We prioritise health,
safety and mental
health and wellbeing
in the workplace.

MfE ‘meets people where they
are’ to ensure all employees
have access to development and
career opportunities

We partner with our
employee networks to
explore what development
and career opportunities
look like for them

We set meaningful goals in
relation to developing
careers for our diverse talent

We hold ourselves and our
leaders accountable to carry
out our obligations in
developing our people and
ensuring no one is left behind

MfE honours and upholds our
Treaty obligations, and works
to build confidence and
capability in te ao Maori.

We prioritise
engagement and
participation in Te Ao
Hurihuri as a Ministry.

Our leaders champion Te
Tiriti o Waitangi in all our
work and empower their
people to work with our
Treaty partners.

Our recruitment process
effectively assesses te ao
Maori capabilities and MfE is a
leading agency for recruitment
and retention of Maori.

We have a clear strategic
direction to increase te
Reo Maori competency to
better engage with Maori.

MIE strives to provide an
environment where our people
feel a sense of belonging and can
bring their authentic selves to
work

We celebrate our peoples’
unique cultures through at
least ten events each
financial year.

We retain our Rainbow
Tick and Gender Tick
accreditations.

We are proactive
participants and sponsors
of Cross Agency people
led network initiatives.

We inspire, encourage and
provide opportunities for
all our people to
demonstrate allyship.

Agency obligations under Papa Pounamu, the Public Service diversity programme, are highlighted.
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M elricsS Kamua, ka muri- Looking back in order to move forward

Regularly assessing progress against our goals is key to accountability. Metrics and targets give us a concrete measure of progress and are balanced with
measures of sentiment and experience that our people report.

Critically, metrics talk to the impact of our actions, not just the completion of activities on our workplan.

Maintain a gender balance of 40:40:20 OR Rebalance gender representation

Move towards representation of ethnicities that reflects the population of Aotearoa New Zealand, focusing efforts on particular
to 50:30:20 (decision required)

segments that require most attention (Pasifika, Asian, Leadership)

----------------
______
-

- ~

// End 2022 \\ // End 2023 \\ Jan 2022 y /" \\\
As at 31 July Asat 1lanuary ::opI: :- sacers !/ m'i‘nimum "‘A\‘ m';nimum \‘\ : NZ.pop. All employees — / Tarzs;;;nd ™
2021: 2022: at % January ," . ,'l “\ . \\ projection 2023 67.7% female A All emplo .ees— \
Maori: 11.1% Maori: 11.9% et target: ¢} target: ' Maori: 17.4% e mploy \
Maori: 14.5% | Maori:14% | | Maori: 18% i ifi 9 ! 60% female !
ifika: Pasifika: 1.5% 0TI A5 H ' v : ! Pasifika: 8.8% 1.0% GD/NA / ! :
Pasifika: 1.9% X 1 S T | ! et a0 ! : 40% Male / GD !
Asian: 8% Asian: 7.7% Pasifika: 0.8% \‘ Pasifika: 4% Vo Pasifika: 7% ! Asian:17.9% Leaders — \ i
- e fe . . H . 0, I H . 0, I 1
MELAA: 1.3% MELAA: 1.1% Asian: 3.2% \\ Asian: 10? \\/ Asian: 150/0 / MELAA: 1.9% 66.9% are female \ Leaders — /:’
MELAA: 0% . MELAA: 2% SN MELAA: 2% '/ 32.3% Male \ 60% female /
ss~‘~~ ------- /’,f ~~\‘~ -------- "'¢' O.S%GD/NA \\~40% Male / GD’,f'l
Bring in line with gen- TSm————- -
pop by 5% YOY
- . ipe . o . . Organisational Capability uplift -
Decrease unplanned turnover for Maori, Pasifika and Asian to less than 10%. Reduce pay gaps to consistently lower than public sector average . e .
initiatives delivered
LT e LT hy . Completion of Unconscious Bias
12 montbhs to Jan ,/' ‘\\ ,/' \\ LT Tl education (gen. pop and
N
- y._ ) e ) i Target 2022:  ;\  Target 2023: \ Jan 2022 Maori MfE: -2.1% 7 argets \ = Inclusive Leadership education
aori: 15.6% Pasifika —40% 1 Miori—10% + '  Maori—10% \ Gender pay ga M3ori PS: 8.3% ¢ Overall GPP: <PS \ . .
Pasifika: 28.6% Asian -18.6% | 19 Pl 10 i pay gap aori PS:8.3% ¢ average \ made available — 50% leadership
. i Pasifika—20% 1 { Pasifika—15% i (across all bands) PPMfE:17.8% | - \ letion by end FY2023
Asian: 21.3% \ . \ oS . ! i Within band: <4% i completion by en
(European— % Asian —12% AV Asian —10% ! GPG MIE: 8.2% PPPS:17.9% 1} i = Multi-cultural capability program
\ X / GPG PS: 8.6% Asian MfE:14.1% \ / o
(European -) 14.5%) . AN J X ) \ EPG: < PS Average /[ rolled out by end 2022, 30%
\ N % Asian PS: 11.6% o ’ .
e e el L \, Withinband: <4% / completion end FY 23

Note: Context is key for turnover as it is proportional to the size of the group — for example, a
turnover rate of 28.6% of Pasifika in 2020 is equal to one person who identifies as Pasifika leaving

ME.

T6 Reo Employee experience survey demonstrates improvements in employee sentiment, both in levels of engagement overall, and employee satisfaction in our D, E & | progress

........
- ~~

oniby plersty B Inclusiveness 2022S N - D&I : MIfE’s eff build a di dinclusi isati
segment segment SR — / urvey \ { sc.ore. s efforts to build a iverse and inclusive organisation
November 2021: Maori: 7.1 Maori: 6.7 Maori: 7.2 ',’ Targets: \\ - Diversity score: how well MfE structures its processes and systems to
Diversity: 7.1 (0.8 Pasifika: 6.7 Pasifika: N/A Pasifike;- 7 B ! Engagement, 4 promote diversity, whether Diversity is viewed as an organisational
< benchmark) Asian: 6.2 Asian: 5.8 Asian: 6 8 ! D&I scores ! priority
D&I: 7.4 (0.7 < MELAA: 7.4 MELAA: N/A MELAA.: ,;/A ‘\‘ move towards Jom Inclusiveness score: employee perceptions of MfE’s inclusiveness and
benchmark) Eur.opean: 7.6 Eur'opean: T3 European: 7.9 \ benchmark for // sense of belonging
Rainbow: 7.4 Rainbow: 7.2 . \ /
Rainbow: 7.6 . all segments ’,'




Appendix: 2021 — 2022 Workplan — delivered

Rainbow

Unconscious Bias online module

and inclusive leadership

Mana Aki; Multi-cultural
capability programme

LEAD — employment toolkit
for people with disability

People-led networks
and events

We are here.

2021 2022
[ \[ \
J Q3 Q4 Ql Q2 [ Q3 Q4
i i i ! ! A i
1 1 1 I I 1
1 R . I 1 1 1 % 1
i ‘Rambow Tick ‘ Cross Govt Rainbow i i i ’\\‘:,\ ((:i:o:s Govt -R;unbow i
i Celebration Conference: Partner i | | ! nference: Sponsor |
i | | ! ! Rainbow 101 _ | (event postponed due to i
i Rainbow 101 ° Rainbow Tick ° Rainbow 101 _! ! i CovID) i
| workshops ! re-certification workshops i | workshops | |
------ ey L Oy Gyt SRS
i i | i i i i
i i. All people ° i I i I i
i Leaders i i. Embeddn‘ig, ongoing tracking of new starters/ledders completing, pre-recruitment proceés requirement >i
1 .—. ------------------------------ ’- ------------------------------------------------------------------------------------------- 1
i i Leader-led inclusive leadershi | i H 1 i
! ® P o ! | | i
------
i i Pilot i Roll out to all teams, embed as standard programme i <
i 1@ @ o-- + F + >
i i | i i i “
1 1 1 I I I 1
______ e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e e
i i i i i i i
i i i i Scope i Committed Leader'phip Employment Lifecycle ‘:
i i i | —@ i T d
1 1 1 | | | 1
______ 77 TAdvertising Mahijobs L T T T T T T T T T T T T T T T T T T AT T T e e
i Dual translation : -9 3 E E 5 >i
i_ _Connecting Te Ohu with hiring maﬂ'lagers i i i i |
""" B e PP
! Intern review : ! ) ! . Ii)e dive: !
! Deep dive: 4! P Deep dive: ‘ Deep dive: PP _eP .'_Ve- PY !
Conneft wif MBIE programme scope i Tangata Whenua ! Pasifika Disability | |
________________________ grln_ept_“_"_____________________T'.________________________;________________________:________________________,_________________________,'.__________Ma.l'_ZZ)______:
i i | t . . i i i
! Rainbow Tick celebration ! Autism Awareness Day ! Matariki i United Nations Day ! o | Matariki i
! Women in Science | Ramadan i Non-binary People Day | D“}"”'al' b | \LNome;: n Syaence | Nonbinary People Day i
i Lunar New Year i Pink Shirt Day i Tongan Language Week i White Ribbon Day i unar 'ew ear i Tongan Language Week i
| Women’s Day | Eid-al-fitr | Maori Language Day, Week i Transgender Remembrance i \':\/Zo?enls Day ook | Maori Language Day, Week i
i NZ Sign Language Week i Global Accessibility Day i Mental Health Awareness i ganuﬁk:h e with Dieabi i ign Language Wee i Mental Health Awareness i
!+ Formalise people-led network structure ! i Day of People with Disability ! ! !
““““““““““““““ £ e
1 1 2 I I I 1
i ® : Implement Gender Pay Ga;il Action Plan : ° E i i
1 1 1 ] ] ] 1
i i Scoping Gender Tick . - i i !
i i : o0 Genden Tick Application ° i i i
1 1 1 I I 1
i i | NZLS Gender Equality Surve: | | i
______ 0‘“”’- R R
2 - L - 1

MfE- wnde review of work programmes: te ao Maori

MfE—WIde.review of work programmes: te ao h‘épri

1
1
1
@ ! i i
{Comms and engagement strategy i i i X . i i i
i ° " i Te Arawl?ltl engagement train-the-trainer i i i
i : M3ori revi | Tikanga Guide development | Kahui Maori review i i
Te ao Hurihuri i Kahisl MSord review i i Tuakana-Teina Ieadershg programme .‘ [ L i i
N o —® | ® . : ° : :
i Division champions: People Experienéce, JEDI, Climate Change ! i ' i i
i. : ‘, Treaty workshoés —2 per month i i i
1 1 1 I 1
i . | | | >
! ! ! Maori emerging leaders development programme (led by PSC) ! !
| Reo Ora | [ m e e e e I____________________________%I
1 1 ~ " 1
i 0 t 1 >
i ° Online Iwi/Maori forums * | | i i
__________________________ I_____________________________________________________ __________________________{___________________________I__________________________________I_______________________
i i Diversity Awards  People Survey prep and report i i i i
i RON i Annual People Awards | i <
Other key events | ® Ny ® g t T >
A N
! Budget scl:ope ' : o———& \ : :
~I
2022 and Deep dive:

LEAD: Managers advice

Ethnic pay gap

Accessibility Tick

Asian

Low completion
for 2022 due to
LMS

Held over to FY
2023 due to
business capacity

Re-prioritised d¢ep dive of Asian
employee expeqlence. (Sept 21 —





