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Foreword

The ‘Ideal’ Worker Changes Shape 

The face of New Zealand continues to change significantly.  We are becoming increasingly diverse in our cultural, linguistic, and spiritual mix.  We are living longer, having fewer children later and we are starting to realise that the future of work will not necessarily be the way we expected it to be.  

New Zealand, like many other developed countries, is experiencing a skill shortage in many industries. There has been much media comment on this during the year. For many organisations this skill shortage makes recruitment and retention concerns more acute.  At the same time, there are a significant number of New Zealanders experiencing difficulties finding a role that can accommodate their particular requirements for a balanced life.

The EEO Trust continues to suggest that effective management of diversity within the workplace can address both these concerns. Looking beyond the norm and adjusting historical management practices to accommodate versatility in the workplace can mean that untapped talent emerges from unlikely sources.  Our “PeoplePower – successful diversity at work” project, conducted earlier this year in conjunction with the Department of Labour, provides examples of this.

As Michael Barnett, Chief Executive Auckland Regional Chamber of Commerce and Industry and Chairman of The EEO Trust says “A big step in the right direction would be if New Zealand businesses could let go of the stereotypes they have created of the “ideal worker.”  

“Holding on to these stereotypes telescopes the number of potential employees in an already small pool of workers.”

New Zealand business is improving in its management of diversity, but we have a way to go.  The following information sets out the results of a survey completed by 590 organisations in June 2004.

Once again the results of this survey indicate that members of the EEO Trust’s Employers Group have better results generally than non-members.  We suggest that this could be due to their heightened awareness of EEO principles along with the support they receive from the EEO Trust. The longer respondents have been associated with the EEO Trust the more likely they are to have an EEO/diversity strategy in place, an active implementation plan and subsequent success.

We invite you to compare your organisation’s results with those of your peers, and to consider how you might improve in the year to come.  
The EEO Trust provides relevant and current information from businesses and thought-leaders around the world to help its members develop versatile workplaces.  Contact us whenever you require support or advice to progress your EEO strategies.

Philippa Reed

Chief Executive, EEO Trust

Executive Summary

More organisations responded to the 2004 Diversity Survey than ever before.  This may indicate the growing awareness among employers of the importance of EEO/diversity and their interest in comparing performance in this vital part of business.

As in previous years EEO Trust Employers Group members and the public sector tended to ‘outperform’ the private sector and non-EEO Trust members in all areas covered by the survey.

Diversity within Leadership & Education

Women

The proportion of women in the top three tiers of management did not increase overall in the past year, except amongst EEO Trust Employer Group members (32%) and the public sector (35%).  Women, Asian people and those from ‘other’ ethnic groups are those from the EEO target groups that are best represented at management level in terms of their proportions in the population.

Women continue to increase their representation in the professions at lower levels and in the under 40 age group, which is related to their representation in tertiary education.  Representation at senior level has increased in some professions (primary and intermediate education) but not in others such as law.  This increase has not been matched in trade and industry training for women. 

Maori

There has been a slight increase in the proportion of Maori in the top three tiers of management.

Pacific peoples

Although Pacific peoples have doubled their representation in the top three tiers of management since 1998 from 0.7% - 1.4% this is still only about 1/5 of their proportion in the population.

Disability

Of the four EEO target groups, those with a disability have made the most rapid progress since 1998 (from 0.8% to 3.6%) in the top three tiers of management.  However, they are still the least represented at management level as they make up 20% of the population.
Work Life Balance

The awareness of the need for work and life balance has increased along with workplace initiatives to improve the balance most people require to perform to their best.  Survey results have improved in all sectors.  The survey shows that the provision of flexible work hours is high and many organisations offer flexible work locations.  Provision of or support for childcare, after- school care and school holiday programmes is increasing, but still low.

EEO Strategy, Management & Training

While EEO Trust Employer Group members and the public sector performed best on EEO/diversity indicators in our survey, the private sector and non-members have improved more in areas such as:

· Strategies, policies and plans

· Managers’ commitment, accountability and training in EEO/diversity

· Auditing for compliance

This indicates a greater mainstreaming of EEO concepts and practices.

There is a decline by public sector respondents in auditing for compliance. There is also a decline in the proportion of organisations requiring recruitment consultants to be EEO Employers Group members and to demonstrate their ability to attract a diverse range of applicants whilst complying with the Human Rights Act. This could indicate a general resistance to compliance in the business world, where the softer approach of developing commitment through consultation is a more favoured approach.  For example, there has been an increasing use of climate, opinion or exit surveys to find out about diversity issues in the workplace.

Awareness, Acceptance and Action

There have been marked declines in reported awareness and acceptance of the benefits of EEO/diversity, EEO/diversity activities and increased diversity of staff. This indicates that for EEO Trust Employer Group members there is a need to move beyond an emphasis on policies to the implementation of those policies and diffusion of EEO/diversity principles and practices throughout the organisation. Activities and diversity, however, do increase with the length of Employers Group membership.
How Do We Measure Up?

There has been significant research published in the past year on the progress of EEO in New Zealand, particularly on gender equity. The EEO Unit of the Human Rights Commission published the ‘Framework for the Future: Equal Opportunities in New Zealand’ in June 2004 and the ‘New Zealand Census of Women’s Participation in Governance and Professional Life’.  Both these reports provide extensive material on diversity and equity issues and are referred to throughout this document.

New Zealand organisations that belong to the EEO Trust are ahead of the UK benchmark for flexible working provisions and New Zealand as a whole is similar to Australia for flexible working provisions.  We rate relatively well on gender pay equity as 6th in the developed world for overall ratio of male to female earnings.  However, we are lagging in the provision of EEO policies, and in EEO/diversity training for managers, particularly in the private sector and among non-EEO Trust Employer Group members.
� PeoplePower – Successful diversity at work.  EEO Trust, Department of Labour, Future of Work. 2004      ISBN 0-478-28007-6.  � HYPERLINK "http://www.eeotrust.org.nz/peoplepower" ��www.eeotrust.org.nz/peoplepower�


� B Innovative October 2004 Issue 37:  Skills, think outside the square.  Michael Barnett.
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