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Kia Toipoto & Guardians 
DEI Strategy alignment

Kia Toipoto milestones The Guardians' DEI Strategy Goals
1. Te Pono: Transparency Goal Rima: Equity – Reducing our gender pay gap

2. Te Whakawhanaketanga i te Aramahi: Effective career and 
leadership development

Goal Rua: Equity – Helping our people grow
Goal Toru: Inclusion – Building our workplace safety & wellbeing
Goal Ono: Enhancing our te Ao Māori engagement

3. Te whai kanohi i ngā taumata katoa: Leadership and 
representation

Goal Tahi: Equity – Increasing our diversity
Goal Rua: Equity – Helping our people grow

4. Ngā hua Tōkeke mō te Utu: Equitable pay outcomes Goal Rima: Equity – Reducing our gender pay gap

5. Te Whakakore i te katoa o ngā momo whakatoihara, haukume
anō hoki: Eliminating all forms of bias and discrimination

Goal Toru: Inclusion – Building our workplace safety & wellbeing
Goal Whā – Strengthening our manaakitanga; 
Goal Whitu – Integrating DEI into our systems and processes

6. Te Taunoa o te Mahi Pīngore: Flexible work by default Goal Whitu – Integrating DEI into our systems and processes















Kia Toipoto
1. Transparency & 4. Equitable pay outcomes:

Increase transparency about pay and gender representation;
Remove bias in remuneration

Aligned Guardians’ DEI Strategy Goal
Goal Rima (5): Equity – Reducing our gender pay gap

Current 
Status

• Pay equity in like or similar roles monitored (no evidence of bias in base salaries between men and women in same or similar roles)
• External analysis of pay gap methodology for validation and best practice 2022/23
• External analysis of total remuneration 2022/23 (salary and bonus) pay gap analysis
• Gender pay gap published annually since 2017 (base contractual salary)
• Participant of Mind The Gap registry with a link to published pay gap data
• All staff have access to the Remuneration Framework in the HR Policy
• Monitoring the gender pay gap in annual remuneration reviews
• Primary carer ‘make good’ Kiwisaver lump sum payment post parental leave
• Paid parental leave is topped up to full pay for 26 weeks

Annual Pay Gap Action Plan 2023/24 Indicators: June 2024 

i. Review and report progress of the Guardians' Annual Pay Gap Action Plan 
in the annual report (Goal Rima (5)a)

Through appointments of women to senior roles, will have 
reduced the mean gender pay gap to an average of 15% 
over five years to 2027

ii. Develop improved pay gap reporting for internal and external communications
(Goal Rima (5)c)

Improved pay gap reporting published in annual report
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2. Effective career and leadership development: 
Leadership training, succession planning, internal rotation, cultural competency

Aligned Guardians’ DEI Strategy Goal
Goal Rua (2): Equity – Helping our people grow; Goal Toru (3): Inclusion – Building our workplace safety 
& wellbeing; Goal Ono (6): Enhancing our te Ao Māori engagement
Current 
Status

• Senior leaders receive leadership training (includes DEI & te Ao Māori)
• Diversity speakers schedule in place; Induction includes DEI and te Ao Māori approach
• Succession planning in place through annual individual development plans

Annual Pay Gap Action Plan 2023/24 Indicators: June 2024 

i. Leadership and Heads' annual individual objectives include:
a. key DEI messages (eg. zero tolerance) to direct reports, team and 

organisation wide;
b. reporting progress on the DEI activities within their remit (Goal Toru (3)a)

Leadership and Heads' annual individual objectives include 
DEI activities

ii. Offer annual training on cultural competency, constructive conversations, managing
conflict, unconscious bias, diversity including bystander and allyship (Goal Toru 
(3)e)

Delivery of training

iii. The annual review of demographic data in exit interviews assesses potential exit 
trends for women, Māori and Pacific staff (Goal Rua (2)e)

Leadership is advised of trends

iv. Target leadership training opportunities for women who have been identified in 
succession planning (Goal Rua (2)h)

100% of the women identified in the Guardians’ Succession 
Plan have offers of leadership training

v. Support people leaders in progression discussions with new staff and in 
IDP sessions that (Goal Rua (2)j):
a. encourage women, Māori and Pacific and diverse staff to access 

opportunities; and
b. encourage external career pathway options where relevant (no vacancy likely in 

near future) and ‘boomerang’ return options.

100% Māori, Pacific and women in the workforce are 
accessing training, succession planning, job rotation, and/or 
horizontal growth opportunities

vi. Deliver annual training on te Tiriti and te Ao Māori (Goal Rua (2)d) Training delivered
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3. Leadership & representation:

More diverse talent pool, interns, graduate programme, 
scholarships, active diversity in recruitment

Aligned Guardians’ DEI Strategy Goal
Goal Tahi (1): Equity – Increasing our diversity; Goal Rua (2): Equity – Helping our people grow

Current 
Status

• DEI principles on diverse leadership & representation established;
• Talent Sourcing Road Map developed with focus on women, Māori & Pacific people;
• Tupu Toa partner for Māori and Pacific interns
• Statement on DEI & Te Tiriti commitments in adverts

Annual Pay Gap Action Plan 2023/24 Indicators: June 2024

i. Increase social media engagement and brand awareness of the Guardians’ purpose 
with a focus on women, Māori and Pacific peoples, other ethnic minorities and 
younger demographics (Goal Tahi (1)g)

Annual marketing survey reports increased awareness in 
target groups

ii. Share ‘story telling’ of staff experiences of work and career development for external 
diverse markets(Māori, Pacific and women) through careers webpages and social 
media(Goal Rua (2)b)

Use of staff stories to promote a career at the Guardians, 
used on social media for specific diverse channels

iii. Collect and report recruitment metrics to enhance understanding of the experience 
of applications who are women, Māori and Pacific people (Goal Tahi (1)a)

Analysis of trends in demographic data collected for staff and 
candidates is informing the recruitment process for 
2024/2025

iv. Build skills for for hiring managers to encourage diversity in selection; identifying 
discrimination and unconscious bias, growing cultural competency and engagement 
with te Ao Māori concepts (Goal Tahi (1)e)

Hiring managers training revision completed

v. Talent Sourcing Road Map: develop a graduate programme, build an alumni group
network, and integrate the Tupu Toa intern programme (Goal Tahi (1)h)

Plan developed and implementation started (some activities 
due in future years)

vi. Develop a sponsorships plan with a focus on supporting more women, Māori and 
Pacific Pacific peoples into finance and investing, alongside other organisational
objectives

Plan developed and implemented

vii. Establish and support staff-initiated diversity rōpu (groups) (Goal Whā (4)b) Staff initiated rōpū are meeting
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5. Eliminate all forms of bias and discrimination: 

Bias free HR policies; bias free leave and breaks; 
accessible policies on challenging harassment and discrimination

Aligned Guardians’ DEI Strategy Goal
Goal Toru (3): Inclusion – Building our workplace safety & wellbeing; Goal Whā (4)– Strengthening our 
manaakitanga; Goal Whitu (7) – Integrating DEI into our systems and processes
Current 
Status

• Staff initiated cultural events (incl. Matariki)
• Diversity speakers schedule in place
• 33% of primary carer parental leave taken by men (2022)
• Up to two weeks paid partner’s parental leave
• Family Violence Policy, training and Family Violence First Responders

Annual Pay Gap Action Plan 2023/24 Indicators: June 2024 

i. Review mandatory training modules to consider complaints and whistleblowing on 
professional misconduct behaviours (Goal Toru (3)c)

Training reviewed

ii. Review the complaints process and Whistleblowing Policy so staff can identify 
bullying, sexual misconduct, racism and discrimination as core Code breaches (Goal 
Toru (3)b)

Process reviewed

iii. Review the Code of Conduct to strengthen and inform on professional conduct 
re: bullying, sexual harassment, racism, homophobia and discrimination (Goal Toru 
(3)g)

Code is updated

iv. Assess disability access with external expert guidance for the new premises (Goal 
Whitu (7)g)

Develop a Disability Access Implementation Plan for the 
future office

v. Consider expanded policy for wellbeing and mental health (including a Whare Tapa 
Whā lens (Goal Whā (4)a)

Policy is considered and, if agreed, approved and socialised

vi. Collect data on staff experience of Inclusion and the integration of te Ao Māori 
(Goal Toru (3)f)

Data collected that to inform future DEI Strategy changes



Aligned Guardians’ DEI Strategy Goal
Goal Whitu (7) – Integrating DEI into our systems and processes

Current 
Status

• Flexible work practices – part time, flexi-time; condensed hours, job share arrangements, WFH
• Pilot hybrid way of working
• Financial support for home office
• Staff survey on WFH / remote work / in office

Annual Pay Gap Action Plan 2023/24 Indicators: June 2024

i. Apply a DEI lens to the review of the hybrid workforce model, particularly for those 
who are carers, have disabilities, wellbeing requirements and/or travel challenges 
(Goal Whitu (7)f)

Ensure DEI lens is integrated into the review of the hybrid 
working pilot

Kia Toipoto
6. Flexible work by default: 

Equitable access of policies; hybrid model review
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