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Our commitments and actions 
Our commitment: To ensure our employees are paid fairly and to have eliminated our gender, Māori, Pacific and Ethnic pay gaps by 2025

Our values: Courage (Māia), Care (Manaaki) and Connection (Hononga)

We’re committed to To achieve our commitments, we will

People practices

People practices that are free from the effects of conscious and unconscious 
bias.

• Regularly review our recruitment, learning & development and 
remuneration policies to reduce the potential for bias

• Actively source diverse talent and ensure diversity in shortlists and 
interviews

• Continue to review parental leave approach to ensure it supports this 
plan

Flexible working

Embed flexible working and provide flexible work options to all  genders and 
ethnicities that don’t undermine development or pay.

• Continue to evolve our flexible working approach
• Maintain awareness of flexible working commitments through team 

charters and flexible working guidelines

Diverse & inclusive culture

Achieve a diverse and inclusive culture to ensure gender and ethnicity 
representation is balanced across the organisation.

• Monitor six-monthly workforce metrics and use insights to inform our 
Action Plan

• Develop people leader capability to provide inclusive leadership free from 
bias Papa Pounamu

https://www.publicservice.govt.nz/assets/SSC-Site-Assets/Workforce-and-Talent-Management/Papa-Pounamu-Quick-Guide.pdf
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Our status and progress 

• As of December 2023, there is pay equity.
• This means that generally we pay our 

employees about the same for similar roles. 
• From FY21 onwards we have reported on pay 

equity globally and from FY23 
included Qualmark (a subsidiary of TNZ).

• Our  small number of New Zealand based 
employees means our gender pay equity levels 
can be significantly impacted by appointments 
and turnover in quartile 1 and 4 roles as these 
can have a big impact on average pay.

• From FY23 onwards Qualmark data has been 
included.

• Females make up 74% of our organisation. 
• The primary driver of our gender gap is the low 

number of males in lower paid roles (quartile 1 
and 2).

• 1 more male employed in quartile 1 would 
improve our gender pay gap by approximately 
2.0%. 

18%

15% 16%

22%

17%

FY20 FY21 FY22 FY23 Dec 23

84% 73% 74%
57%

16% 24% 26%
43%

0%

50%

100%

Gender pay equity by level (global)

December 2023 0% difference

FY23 +1 female

FY22 0% difference

FY21 +1% male

FY20 +3% female


	Default Section
	Slide 1
	Slide 2: Overview
	Slide 3: Our commitments and actions 
	Slide 4: Our status and progress 


