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¾ Are NZ women winning the battle for 

equality?

¾Can we crack the gender pay gap the 

way weõre going?

¾What are we doing about women in low -

paid jobs?



¾Weõre all very fond of diversity and 

inclusion

¾ But they must not be used in workplaces 

to disguise equality

¾ The Commission monitors how New 

Zealand as a country, how the public 

service and how the private sector are 

doing.

¾ The Census is one tool
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¾New Zealand is at a tipping point

¾We need to publicise the problem using  

objective data

¾We need to challenge our own 

organisations

¾ Is there other activism and do we need 

new equality strategies?
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òHowever we believe this (the gender pay
gap) somewhat overstates the gap given
that currently our senior management team
is primarily male and that we have a large

cohort of support staff (primarily employed
as personal assistants) who are exclusively
female . If the senior executive (including

both sexes) and the support group are
extracted from the data this reduces the
gap to 18.9%ó. - Treasury



Pay equality 
law exists

Non -
discrimination 

law exists



The right to equal remuneration, including 

benefits, and to equal treatment in respect 

of work of equal value, as well as equality 

of treatment in the evaluation of the 

quality of work. 



Pay equality law 
exists

Non -discrimination 
law exists

Positive duty



¾ Inequality between male and female pay 

rates persists despite various policy 

approaches

¾Move on from the óblame gameô and adds 

to work from CTU and Coalition

¾Available to Government, any political 

party or individuals MPs to sponsor.



Three essential pillars:

¾Realise the right to equal pay

¾Positive duty to equal pay transparency, 

obligation on employersô to record pay 

differentiations by gender and open to 

Labour Inspector scrutiny

¾Determination of work of equal value




