NEW ZEALAND

25 January 2019

195 Lambton Quay

Private Bag 18-901

Wellington 6160
New Zealand

\Personal details removed for proactive release\

+64 4 439 8000

+64 4 472 9596

I refer to your email of 3 January 2019 in which you request the following under the Official
Information Act 1982 (OIA):

"1. What is the definition of diversity, cohesion, and integration that your
organisation is using, and what does it encompass?

2. What are the resources used to create these definitions?
3. What research was done to create these definitions?
4. What is the overall goal for the organisation regarding diversity, cohesion, and

integration and how will this be measured?

5. Are there publicly available strategy documents or conversations that your
organisation has published that announce the organisations intentions regarding
diversity, cohesion, and integration? (Refer the Dijversity and Inclusion speech from
Treasury as an example: https://treasury.govt.nz/publications/speech/diversity-and-
inclusion-why-it-works-work)

6. What will success look like regarding diversity for the organisation, and how long
does the organisation expect this to take?

7. Has the organisation met any pushback regarding the introduction of these
diversity strategies?

8. Are these new policies, or have they built on previously enacted policies?”

The answers to your questions are below, and a copy of the Ministry’s Diversity and
Inclusion Strategy 2018-2028 is attached.

1. What is the definition of diversity, cohesion, and integration that your organisation
is using, and what does it encompass?

Please see page 35 of the Diversity and Inclusion Strategy 2018-2028 attached, and
the “"We are diverse and inclusive” pillar on pages 30-35 of Our People Strategy.
https://www.mfat.govt.nz/assets/MFAT-Corporate-publications/our-people-
strategy.pdf

2. What are the resources used to create these definitions?

The definitions used in the Diversity and Inclusion Strategy were based on our
international research, examples from New Zealand organisation as well as input from
staff. They were also informed by standard industry practices and a Diversity and
Inclusion stocktake carried out by an external agency (Diversitas).
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3. What research was done to create these definitions?
Please see response to question two.

4. What is the overall goal for the organisation regarding diversity, cohesion, and
integration and how will this be measured?

Please refer to the Diversity and Inclusion Strategy 2018-2028 attached.

5. Are there publicly available strategy documents or conversations that your
organisation has published that announce the organisations intentions regarding
diversity, cohesion, and integration? (Refer the Diversity and Inclusion speech
from Treasury as an example:
https://treasury.govt.nz/publications/speech/diversity-and-inclusion-why-it-
works-work)

Our People Strategy, with a dedicated pillar on Diversity and Inclusion, is available on
the Ministry’s website and our Diversity and Inclusion Strategy will soon be published
on the Ministry’s website:
https://www.mfat.govt.nz/assets/MFAT-Corporate-publications/our-people-
strategy.pdf).

6. What will success look like regarding diversity for the organisation, and how long
does the organisation expect this to take?

Please refer to the Diversity and Inclusion Strategy 2018-2028 attached.

7. Has the organisation met any pushback regarding the introduction of these
diversity strategies?

The Diversity and Inclusion Strategy 2018-2028 incorporated input from staff across
the organisation in New Zealand and in our offshore locations, and it has been well
received.

8. Are these new policies, or have they built on previously enacted policies?

The Diversity and Inclusion Strategy 2018-2028 contains a number of initiatives.
Some initiatives involve developing new policies while others build on existing policies
and practices.

Please note that this letter (with your personal details redacted) and enclosed documents
may be published on the Ministry’s website.

You have the right under section 28(3) of the OIA to seek a review of this response by the
Ombudsman.

Yours sincerely
\Personal details removed for proactive release\

Wendy Adams
for Acting Secretary of Foreign Affairs and Trade
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How will we know we have been successful?

Diversity and Inclusion Strategy is successfully launched in 2018
and resources to implement 2018/19 Implementation Plan (and out-
years) are secured.

Employee Engagement Survey results related to leadership actions
in promoting diversity and inclusion show asustained upward trend.

The Inclusion Index, which is a wider measure of howincluded

and valued staff feel, increases year-on-year to an organisational
average of 90 percent by 2028 and shows no differentiation by groups
of diverse staff.

SLT (and leaders at all levels) in its composition increasingly reflects
the gender, bicultural, ethnic and cultural diversitymake up of
New Zealand.

SLT positions are held and maintained in a 45 : 45 : 10 ratio of male :
female : male/female/any gender by 2025.

Percentage of women and gender diverse staff in above-the-line
positions (offshore and onshore] are in line with New Zealand
national workforce percentages by 2025.

Percentage of Maori staff in above-the-line positions are in line with
New Zealand workforce national percentages by 2025.

Percentage of Pasifika, Asian and other ethnic minority staff in

national percentages by 2025.

above-the-line positions are in line with New Zealand workforce Q

significant difference between Ministry averagesand divers

Overall Employee Engagement Survey results show no statistigally
groups. @

All people leaders have completed diversity and incl ining
(e.g. unconscious bias training) by 2020. After 2020,all people
leaders will have completed training within one y@ assuming

@Q’b
>

%
2
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Leadership

High Commissi e@.ondon Jerry Mateparae

reflects on his nce in supporting a staff

member - Kristin Green - transition in the

workplac the importance of diversity and

inclusi

.

“We are who we are,
and for New Zeal

e similar aspirations for ourselves
therefore we all have a stake in making
e M3ori whakatauki- ‘He waka eke noa’ -

pushéd 1@ boundaries, extended our perceptions, improved our
efford d"drew much positive commentary. That's why diversity

our teams. We are all in this waka together, paddling hard for

a
wew Zealand.
@'Diversity and inclusion cuts to the core of how our teams can

work more efficiently and effectively. | have written to all our
staff to outline my expectations around ensuring that we have a
healthy, safe, respectful and professional working environment
and where we can work with assurance and the confidence that
everyone is able to express their views, insights, concerns and
opinions candidly and yet thoughtfully.”
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How will we do this?

4.1

4.2
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SLT affirms that flexible working options should be made the default
setting for all jobs and we start from the position of “how can we?”
rather than “can we?”

Set up a review process for any staff member who has requested a
flexible work arrangement and feels it hasbeen unfairly declined.

Publicise, promote, consistently apply and keep underreview the
Ministry’s flexible and part-time work policy.

Add flexible work status to self-declared diversity data in the HR
Kiosk.

Support a wide range of flexible work practices, to be developed
though a cross-Ministry consultation process starting in 2018.

Provide options as part of Total Fixed Remuneration that include
flexible work options [e.g. purchasing additionalleave).

Review the design of “above the line” roles to ensure that they are
designed to be consistent with flexible work practice principles.

Put in place policies to ensure that flexible workers are not

discriminated against
Continue to use the annual performance and remuneration round to O

ensure the within-band gender pay gap remainsat zero.

Undertake an analysis on any ethnic pay gap by 2020, drawing or:%@

work under way by the State Services Commission. Use the ann
performance and remuneration round to reduce any ethnic in-ban

pay gap.
Examine and identify workplace design and practice thaEr@

greater sense of inclusion in the workplace.

.\(}

How will we know we have been su¢cessful?

[ ] Number of flexible workers in above-the-line positionsincreases.

[ | Number of flexible workers in$@ccording to HRKiosk data.
0

[ | Requests for flexible wor@ngements are fairlyconsidered
against a consistent p ross the Ministry.
[ ] Within-band gend ap remains at zero percentas quantified by

Human Resourc@ p statistics.
[ ] Annual red the vertical gender pay gap to zero percent by

2028 as ied by Human Resources Group statistics.

[ ] Evi t diversity and inclusion issues are included as a factor
orkplace Strategy.

G@Pay Gap Reduction

In 2017 the Ministry took steps to close the
gender pay gap, then at 17.19 percent. The gap
is largely due to having more men than women
in management positions (vertical segregation).
But in the 2017 performance round that gap was
reduced to 15.13 percent by targeting pay
differences within job bands. 300 out of 458 women received an
adjustment to their pay rate specifically to address gender pay
differences within band. As a result almost 100 percent of the gender
differences within pay bands were closed. This means that we can
start to focus on vertical segregation.

We have also put in place new policies and processes to ensure that
the gains we have made in 2017 are not inadvertently eroded over
time. Employees, of any gender, on parental leave without pay are
now entitled to an annual performance review (previously they were
not eligibile until they had been back at work for three months.)
Furher, HR Group’s remuneration specialist now advises on all
employment offers at management levels to ensure there is equity
between male and female starting rates. This strategy sets

out ambitious goals to achieve full gender pay equity.
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