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Dear Rhiannon 

I refer to your request dated, pursuant to the Official Information Act 1982, seeking 
answers to the following: 

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 Diversity and 
Inclusion speech from Treasury as an example: 
https:l/treasury.govt.nzlpublicationslspeech/diversitv-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 push back regarding the introduction of these 
diversity strategies? 

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

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

Our current Equal Employment and Opportunities (EEO) policy uses the following 
definitions from the State Services Commission (SSC) http://www.ssc.govt.nz/node/3686: 

In this context, "equality" and "diversity" mean: 
Treating people fairly and with respect (to ensure equality). The concept of fairness is 
at the heart of the democratic process, which everyone in the Public Service has the 
responsibility to support. This means not showing favouritism, bias or self-interest in 
our work. It means not discriminating against individuals or groups on the basis of their 
race, gender, ethnicity, culture, sexual orientation or physical disability. 
One of the tenets of equal employment opportunities is that fairness sometimes 
involves treating people differently in order to ensure equality of access to 
opportunities. 
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Understanding, appreciating and realising the benefits of individual differences (i.e . 
diversity) so that people can perform to their best and contribute to organisational 
success. New Zealanders have differences both visible and less visible, including 
different cultures, experiences and knowledge. It is important that the Public Service 
reflects the diversity of the community it serves, and creates working environments 
that support and build on different capabilities and perspectives. 

This policy will soon be superseded however, as we are currently in the process of 
developing our new EEO, Diversity & Inclusion Strategy. As part of the process of 
developing this strategy, we ran a survey to get a sense of where we are now as an 
organisation and the sorts of things our people think will make a real difference in this 
space. For the purpose of this survey we used the following definitions for diversity and 
inclusion specifically: 

Workplace diversity means that we all acknowledge and value the differences among 
the people we work with, manage and interact with on a daily basis, including our 
stakeholders. 

These differences include factors such as age, gender, sexual orientation, ethnicity, 
caring responsibilities, religious beliefs, and physical abilities or disabilities, but also the 
unique cultural background each of us has in terms of our upbringing, education and 
social connections. Diversity also includes professional skills, working style, location, 
and life experiences. It is where everyone feels valued and respected. 

Inclusion is about empowering people to contribute their skills and perspectives for the 
benefit of organisational performance and business outcomes. It is about removing 
barriers to make sure everyone can fully participate and contribute in the workplace. 

Diversity is central to innovation. It brings forth new and better ways of doing things, 
helps us harness the benefit of technology and improve the efficiency and quality of our 
services. Inclusion is the key to unlocking this potential. 

These came loosely from the definitions included in the Government Communications 
Security Bureau and the New Zealand Security Intelligence Service- Diversity and 
Inclusion Strategy 2017-2020, as well as guidance provided by SSC. 

We don't have a definition specifically around cohesion and integration. 

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

The State Services Commission: http://www.ssc.govt.nz/diversity-and-inclusion 

Government Communications Security Bureau and the New Zealand Security Intelligence 
Service- Diversity and Inclusion Strategy 2017-2020: 
http://www.nzsis.govt.nz/careers/items/Diversity-and-lnclusion-Strategy.pdf 

Diversity Works New Zealand: https://diversityworksnz.org .nz/ 



3. What research was done to create these definitions? 

To create these definitions we looked at what other organisations have done- both 
government and non-government, we liaised with SSC, and utilised resources from 
Diversity Works NZ, including their Diversity Survey. We also utilised the research of 
Stanford University experts Carol Dweck, Greg Walton, and Geoffrey Cohen. 

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

The overall goal in our draft strategy is to increase the diversity and inclusion in our 
organisation, in particular - "The Ministry is a diverse and inclusive workplace - where a 
variety of voices are encouraged and heard". 

We have three areas of focus: 
• We want our people to feel respected and valued as individuals; empowered to 

bring their unique self to work 
• To be able to deliver Policy outcomes which take into account the diverse views of 

the NZ public, and 
• Ensure our culture allows for diverse perspectives to be shared encouraging 

innovation and novel solutions. 

To achieve this we are focusing on educating our managers and staff, to build 
understanding, capability and commitment. We are looking at how we attract different 
views through recruitment, but also through the groups of people we consult with more 
widely, as well as embedding a diverse and inclusive culture, ensuring our systems and 
processes have a diversity and inclusion lens. 

We are committing to regular reporting to our senior leadership team and continuing to 
survey our staff, both via diversity survey but also engagement surveys. Our recent 
survey provided a baseline of information about how our people view our organisations 
progress currently. 

We will devise measures to match our action planning, so that we can monitor the 
success of chosen initiatives. There are basic demographic measures that we will look to 
see how we are tracking to our specific goals (such as gender, ethnicity, disability), as 
well as measures such as our gender pay gap and the uptake of flexible working options, 
for example. 

We acknowledge that we are at the beginning of our maturity, and that this will be an 
iterative process. 



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) 

No, there isn 't. Currently our strategy documents and action plan are in draft form and 
are yet to be introduced and consulted on with staff. 

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

Our draft Strategy is for a three year period- 2019 -2021. 

If we are successful in embedding these strategies, our organisational culture will be one 
of inclusion, where all our people feel empowered to speak up, share ideas and try new 
things. 

Our demographic will change - from being predominately Pakeha to looking more like NZ, 
especially focusing on increasing Maori and Pacifica representation in our workforce. As 
an organisation of approximately 180 people and we recognise that we may not reach an 
'ideal' diversity goal in terms of reflecting NZ society. Through our Engagement 
strategies we are focusing on making the right connections outside our organisation, via 
lwi, community groups etc, and utilising these to inform our thinking and decision making. 

Our Gender pay gap will be maintained or improved. 

There will be no barriers to diversity through our policies or practices. 

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

No, there hasn't. 

While we haven't fully introduced the strateg ies as yet, we hope that our Diversity Survey 
has enabled us to incorporate staff views into our strategies. We got a great response to 
this survey from staff- 112 people responded (62% of staff). 

When asked how important is diversity to you, our average score was 7. 6/1 0, so we 
assume quite a receptive audience to these strategies. 

We specifically asked staff what suggestions they had for our organisation to be more 
inclusive and we received over 60 written responses to this questions. 



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

As mentioned previously, our current EEO policy will be superseded by our draft EEO, 
Diversity and Inclusion strategy. 

Other policies relevant to this include our Code of Conduct, Anti-Bullying, Harassment 
and Discrimination Policy, Sexual Harassment, Health Safety and Wellbeing, Recruitment 
and Work/life Balance. 

Yours sincerely, 

Suzanne Williams 
Manager Human Resources 
Corporate Services 






