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Foreword

New Zealanders increasingly choose to work for good employers. They want fairness for themselves and others and want to contribute to organisations that are sustainable, productive and innovative, and demonstrate sound values.

The following advice is aimed at helping Crown entities and others develop, practice and promote equal employment opportunities. 

The experience of being a ‘good employer’ is likely to change over time in response to changes in the labour market and requirements for human capital. Technological imperatives, environmental change and socio-economic dynamics will also impact on equal employment opportunities. 

Being a ‘good employer’ is vital for New Zealand's future as a vibrant economy and a decent society.

The Human Rights Commission would like to thank all Crown entities' managers and staff who have helped with feedback and advice, photographs and case studies for this guide.

Dr Judy McGregor

Equal Employment Opportunities Commissioner
This guidance was developed by the Equal Employment Opportunities Commissioner in consultation with Crown entities, the CTU and PSA, the State Services Commission, the Pay and Employment Equity Unit in the Department of Labour, CCMAU and portfolio departments. 

It has been developed to assist Crown entities to meet their obligations to be ‘good employers’ and provide equal employment opportunities for staff under the Crown Entities Act 2004.

It contains the following sections:

1. The legislation and Cabinet Minute

2. Why be a ‘good employer’?

3. What is a ‘good employer’?

4. How to be a ‘good employer’ and develop an EEO programme

5. Statement of Intent and reporting

Resource list
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1. The legislation and Cabinet Minute

Legislation

Equal employment opportunities (EEO) are referred to in a range of employment related legislation that applies to the public and private sectors in New Zealand.

The following pieces of legislation either directly or indirectly refer to the ‘good employer’: 
· Machinery Act 1950

· Government Service Equal Pay Act 1960

· Equal Pay Act 1972

· Volunteers Employment Protection Act 1973

· Minimum Wage Act 1983

· Wages Protection Act 1983

· Immigration Act 1987 
· Parental Leave and Employment Protection Act 1987

· State Sector Act 1988

· New Zealand Bill of Rights Act 1990

· Health and Safety in Employment Act 1992

· Human Rights Act 1993

· Privacy Act 1993

· Hazardous Substances and New Organisms Act 1996

· Employment Relations Act 2000

· Modern Apprenticeship Training Act 2000

· Injury Prevention, Rehabilitation and Compensation Act 2001
· Holidays Act 2003

· Crown Entities Act 2004
Most of the indirect references indicate what a ‘good employer’ may do to, for example, keep employees safe and provide them with information. Other indirect references are about compliance with minimum employment standards, such as wages or holidays.

The Employment Relations Act 2000 (ERA) places obligations on employers which ‘require employers, employees and unions to deal with each other in good faith. The basic requirement is that the parties may not mislead or deceive each other. This requirement applies to all aspects of the employment relationship including, but not limited to, collective bargaining, interaction generally between employers, employees and unions, union access to workplaces, and consultation about restructuring.’

The framework for the conduct of employment relations ‘is based on the understanding that employment is a human relationship involving issues of mutual trust, confidence and fair dealing, and is not simply a contractual economic exchange’.

Under the Crown Entities Act 2004, Crown entities are required to be ‘good employers’. ‘In a general sense, the Employment Relations Act's good faith requirements (and in particular the code(s) of good faith issued under the Act) complement and reinforce these ‘good employer’ obligations. The Act's good faith requirements are also very relevant to the development of human resource strategic plans in general and bargaining strategies in particular.’

Crown entities as a group have never had legislated ‘good employer’ and equal employment opportunities requirements specific to them. The following sections of the Crown Entities Act 2004 refer to the ‘good employer’:

Section 118 Crown entity to be good employer

(1)
A Crown entity must if it employs employees - 

(a) 
operate a personnel policy that complies with the principle of being a good employer; and

(b) 
make that policy (including the equal employment opportunities programme) available to its employees; and

(c)   ensure its compliance with that policy (including its equal employment opportunities programme) and report in its annual report on the extent of its compliance.

(2) 
For the purposes of this section, a good employer is an employer who operates a personnel policy containing provisions generally accepted as necessary for the fair and proper treatment of employees in all aspects of their employment, including provisions requiring -

(a) 
good and safe working conditions; and

(b) 
an equal employment opportunities programme; and

(c) 
the impartial selection of suitably qualified persons for appointment; and

(d) 
recognition of-

(i) 
the aims and aspirations of Māori; and

(ii) 
the employment requirements of Māori; and

(iii) 
the need for greater involvement of Māori as employees of the entity, and

(e) 
opportunities for the enhancement of the abilities of individual employees; and

(f) 
recognition of the aims and aspirations and employment requirements, and the cultural differences, of ethnic or minority groups; and

(g) 
recognition of the employment requirements of women; and

(h) recognition of the employment requirements of persons with disabilities.

 (3)
For the purposes of this section, an equal employment opportunities programme means a programme that is aimed at the identification and elimination of all aspects of policies, procedures, and other institutional barriers that cause or perpetuate, or tend to cause or perpetuate, inequality in respect of the employment of any persons or group of persons.

Section 151  Form and content of annual report 

(1)
An annual report must contain the following information and reports in respect of the financial year to which it relates: 

(g) 
information on compliance with its obligation to be a good employer (including its equal opportunities programme) 

Legislation can be accessed on http://www.legislation.govt.nz/ 

Cabinet Minute

A June 2004 Cabinet Minute provides the EEO Commissioner with the authority to provide guidance to departments and Crown entities to help ensure State sector consistency and good practice on EEO. The Minute stated that:

‘Responsibility for operational promotion and monitoring of EEO in individual Crown entities be located in portfolio departments (CCMAU in the case of Crown entity companies)’; and

‘The EEO Commissioner, in consultation with the State Services Commission (SSC), Ministry of Education, other monitoring departments (and, where relevant, the Pay and Employment Equity Unit, Department of Labour) be invited to prepare guidance for departments and Crown entities to help ensure State sector consistency and good practice on EEO.’ 

2. Why be a ‘good employer’? 

There are many reasons why an organisation would want to be a ‘good employer’ and provide equal employment opportunities for all staff. The most important reason is that it is the fair and reasonable thing to do. Other business-related reasons include to:

a. attract and retain employees 

b. improve productivity and innovation and utilise the talent, creativity and energy of employees

c. meet the needs of diverse customers, clients and members of the public

d. diversify business management style

e. improve organisational reputation

f. ensure legal compliance and reduce risk.
Attracting and retaining employees

Being a ‘good employer’ and having an EEO programme is a powerful way to increase workplace efficiency, competitiveness and profitability. By supporting EEO strategies that encourage merit-based appointment and people-focused management practices, organisations are more likely to attract and keep the people they need to be successful. 

EEO strategies ensure that organisations maximise the benefits of a diverse talent pool, which will improve business success. A ‘good employer’ encourages employees to develop in ways that respect their abilities and needs as individuals, and values them as a critical strategic asset to the organisation. An inclusive and tolerant workplace motivates employees to perform to the best of their ability. It promotes understanding between people, creating a stronger and more focused organisation, and cohesive teamwork.

Like other OECD countries, New Zealand currently has a skills shortage and in December 2005 had the lowest unemployment rate of all OECD countries at 3.6%. However, the four target groups referred to in the Crown Entities Act are much more likely to be unemployed or under-employed, and will form a growing proportion of the future workforce.  For example, the Māori unemployment rate is 7.6% and the Pasifika unemployment rate is 6.2%, whereas the New Zealand Pākehā rate by contrast is only 2.5%.
  One in three mothers do not come back to the workforce after having children when their children are young. This is partly because of the lack of flexibility available to them in workplaces.

Below is a summary of factors influencing labour market participation in New Zealand.

Employment

The New Zealand workforce participation rate of 67.8% is the second highest rate ever recorded by the Household Labour Force Survey (HLFS).
  

Unemployment

The unemployment rate, as measured in the December 2005 quarter, was 3.6%.  This is the lowest on record. The December figure maintains New Zealand's position of having the lowest unemployment rate in the OECD – the club of economically developed nations – and it indicates a further reduction in the capacity of the labour market to meet employers’ demands.

Substantial differences in unemployment rates persist for different ethnic groups. Māori unemployment rose from 11% in 1986 to a peak of 25% in 1992, but had fallen to 7.6% by December 2005. This is the lowest rate recorded for Māori unemployment since the Household Labour Force Survey began, but is still over three times the Pākehā rate.  Between 1986 and 1991, the unemployment rate for Pasifika rose from 6.6% to 28%, the highest rate for any ethnic group. It has declined significantly since the mid-1990s, and was 6.2% in December 2005.

In 1997 the unemployment rate for people with a disability was 7.7% but by 2001 it had risen to 9.2%

Births

The annual birth rate for 2004/05 was two births per woman. This is below the replacement level of 2.1 births per woman.

Worker shortage

Over the next 25 years, the OECD workforce is expected to grow by only 5 million (in the past 25 years it rose by 120 million).   However, the number of people retiring will rise by 70 million (in the past 25 years it rose by 45 million). This reversal in ratio is likely to produce strong labour demand over the long term.

Demographic projections 

In 2001, 76% of New Zealand’s potential workforce over 15 years was Pākehā/European. In 20 years’ time, this will fall to 67%.  This shift is due to the substantial increase in the percentages of Māori, Pasifika, Asian and other overseas workers among those who will be entering the workforce. The female workforce participation rate is steadily increasing, whereas the male workforce participation rate has been declining. In 1971 women’s labour force participation rate was less than half that of men (39% compared to 82%). Thirty years later in 2001, there were 60% of women in the labour force compared to 74% of men.   Since the mid 1990s, workforce participation by those over 60 years of age has increased significantly.

The ‘brain drain’ is likely to continue as New Zealand's smart, healthy and skilled workers increasingly become part of the global labour market. In the 2005 briefing papers to its incoming Minister, the Ministry of Social Development notes that ‘increased globalisation and an ageing population mean New Zealand's ability to attract and retain skilled people will be a significant issue in coming years’. 

ASB Bank chief economist Anthony Byett has noted that ‘global trends mean New Zealand's labour market will remain tight and more needs to be done to improve the lot of workers in New Zealand. It makes it very important that we have good working environments for people and that we have got the latest technology in the workplace.’ 

‘We may be close to the limit of our labour utilisation in New Zealand, and the gains to be made are around ensuring that the best matching between skills and jobs is happening, for example highly qualified women are able to work in high skilled jobs rather than low skilled (often) part time jobs. And that skill levels rise generally and they are effectively used.’

Many New Zealanders are currently being under-utilised, and would want paid work if workplaces were willing and able to accommodate their needs.  This includes part-timers (mainly women) who want longer hours or higher-skilled work; people with disabilities; and parents who are currently out of the workforce and need flexibility.  Across the health sector there are massive recruitment and retention problems; at the same time, about 30% of nurses with annual practising certificates are not actively nursing. The New Zealand Nurses Organisation spokesperson Rob Haultain says ‘We need to look at what would attract these nurses back to nursing and for many who care around the clock, having flexible working hours is a key factor.’

Māori, Pasifika and workers who have migrated to New Zealand will increasingly become a larger proportion of the labour force. Employers will need to adequately address the needs of these workers, if they wish to attract them to their workplaces, utilise their skills effectively, increase productivity and retain them. A survey by recruitment agency Hays NZ has shown that due to the skills shortage, far more employers now believe retaining staff is more important than recruiting new talent.

Improving productivity and innovation and utilising the talent, creativity and energy of employees

The first strategic overview of EEO across the public to private sectors in New Zealand stated that ‘One of the government’s objectives in New Zealand has been to promote the economic conditions whereby the country could return to the top half of the OECD rankings, when judged in terms of per-capita income. To achieve the permanent income gains that would allow for such movements up the OECD rankings, two things must happen. First, more people must enter and remain in the paid labour force. Second, productivity gains must be achieved within the workplace, so that there is continual growth in the levels of income generated by each worker. Although it may seem counter-intuitive to some members of the business community, efforts to promote EEO can contribute significantly on both counts.’

‘The emerging approach to achieving high performance sees managers as responsible for creating the environment which enables employees to perform through focussing on the needs of employees – and this in turn is what drives improved organisational results.’

Workers who are treated with respect and dignity, and whose differences are accepted and celebrated, are much more likely to be loyal to the organisation. Committed workers are productive workers. People are the driving force for excellence. 

People will be drawn to workplaces that treat them as individuals. Without recognition of employees’ unique qualities, their contribution is often minimised or lost. Employees from diverse backgrounds are happier and more productive if they are appreciated and included, not assimilated or ‘tolerated’. 

Improved innovation and creativity are documented benefits of diversity. Teams that are diverse and inclusive find innovative, feasible and effective ways to overcome challenges. They bring a variety of perspectives to a situation and thus offer a wider range of solutions.
 

There is a correlation between societies and workplaces that are socially diverse, and the degree of creative intellectual and technological endeavours occurring within them.  For example, Richard Florida, who conducted research in this area, has found that cities with a large ‘creative class’ also happen to have large socially integrated gay communities.

 Meeting the needs of diverse customers, clients and members of the public

If employees identify with the customers or clients they service, the employer benefits. Diversity enriches the knowledge base of the workforce, and brings a broader range of personal networks and resources to work.  This makes it more likely that staff will understand the needs of clients, and be able to draw on the skills required to provide excellent client-focused services. Also, if employees feel respected and valued, they are much more likely to deliver great service to customers. Providing equal employment opportunities for employees is linked to improved staff satisfaction, and ultimately to better service.

Diversifying business management style
In 2004 the US research organisation Catalyst conducted a survey of 353 Fortune 500 companies.
 They examined the return to shareholders by the gender of the companies’ senior executives.

Catalyst found that companies with the highest representation of women on their senior management teams achieved a 35% higher return on investment and a 34% higher total return to shareholders than companies with the lowest women’s representation.

The diversification of management is more likely to lead to creative thinking, technological innovation and greater return on investment, as ‘group-think’ is diluted.

 Improving organisational reputation

A ‘good employer’ can brand and position themselves as an Employer of Choice. They can use this terminology in their recruitment, advertising and other promotional material. This is a powerful way to attract talented people in a competitive marketplace. Being a ‘good employer’ allows organisations to differentiate themselves from other organisations and achieve public acknowledgment for providing equal employment opportunities.

The New Zealand State Services Commission ‘is focussed on improving the overall performance of the State Services to ensure the system can meet the needs of New Zealanders, whilst serving the government of the day.’ They have established a set of Development Goals for the wider State Services, which were launched in March 2005. The goals are ‘aspirations for how the State Services will be arranged and perform’. Being an Employer of Choice is the first of these Development Goals. By June 2007 the Commission expects to have a ‘comprehensive guide to good employment practice developed with input from State Services employers and unions, in place for use across government agencies’. By June 2010 it expects ‘all government agencies to have a strong commitment to developing skills and knowledge across all staff’.

Ensuring legal compliance and reducing risk

The first section of this Resource Book lists the legislation relevant to ‘good employer’ obligations.  

The Human Rights Commission received 4,158 complaints between 1 January 2002 and 25 November 2005.  

Of these complaints, nearly one quarter (994) were complaints of discrimination in the area of employment.  This is the second largest area of complaint received by the Commission, the first being goods and services, and the third being education. 

Of these 994 complaints, a breakdown on the basis of the prohibited grounds of discrimination shows: 

Age 





87

Colour 




5 




Disability 




184

Employment Status 


22

Ethical Belief 



10

Ethnic or National Origins 

85 

Family Status 



53 

Marital Status 



18

Political Opinion 



9 

Race 




122

Racial Disharmony 


14 

Racial Harassment 


77 

Religious Belief 



39 

Sex – other 



134

Sexual Harassment 


205

Sexual Orientation 


18 

Victimisation 



42

These numbers do not equate to the exact number of complaints received by the Commission, because some complaints may have two or more grounds. Sexual harassment was the most common ground of complaint, followed by disability and then by sex (that is, gender).
‘Good employers’ treat all staff with respect and dignity. They ensure that they comply with their legal obligations and therefore reduce the risk of an employee complaining of discrimination and taking legal action. 

3. What is a ‘good employer’?
Case law

There are some common themes in the legal cases where the ‘good employer’ has been referred to:
· There is no one recipe or template for being a ‘good employer’, as it relies on context and the facts of each case.

· The State Sector Act 1988 reaffirmed the concept of the ‘good employer’ and ‘elevated it to a principle’ which permeates other pieces of legislation (such as the Crown Entities Act 2004), policy and practice. 

· The concept of the ‘good employer’ is bound up with the principles of natural justice and requires employment procedures to be ‘fair in all the circumstances’.

· The ‘good employer’ obligations, including administrative fairness, can readily be adapted to all stages of the employment agreement. For example, there is a duty to act fairly in appointments, recruitment, promotion, pay relativities, redundancy and so on.

· A failure to consult adequately with staff about aspects of the employment relationship breaches the ‘good employer’ obligations.

· The ‘good employer’ principle imposes obligations of ‘trust, confidence and fair dealing’.

· In the Rankin case, for example, it was stated that ‘where an employer required by statute or by contract to be a “good employer” had it in mind not to renew the fixed term employment of an employee who was eligible for reappointment by reason of dissatisfaction with his or her conduct or performance, the employer was under a duty to disclose the factors being considered so far as they were not obvious or present to the mind of the employee and to give him or her a reasonable opportunity to address the employer’s concerns’.

· The ‘good employer’ requirement may not necessarily be explicit in the employment agreement, but this does not mean that it does not apply. In one particular case, it was said that the agreement was not immune from the implied term of fairness. That implied term was bolstered by the ‘good employer’ provisions of the State Services Act 1988.

· It has been said that the duty to treat employees fairly and reasonably exists independent of statute. The statutory duty is to put in place a personnel policy that will ensure that the contractual duty is carried out.

· In a case involving constructive dismissal, after a request for one year’s unpaid leave for family reasons was denied, it was argued that the ‘good employer’ notions required consideration of Māori notions of extended family.

Exceptional workplaces

What makes a workplace good or even exceptional? In 2004, an Australian research project, Simply the Best, located 15 themes or drivers for workplace excellence. These are shown in Figure 1.
 

Figure 1: Drivers for workplace excellence
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The researchers said: 

‘As we discussed and analysed our findings further, it became clearer that the central focus for excellent workplaces was the quality of the working relationships between the people who worked in them. All the other dimensions were important, but somehow the issue of working relationships linked all of them together.’

‘We cannot emphasise enough that what distinguishes the excellent workplaces from the very good workplaces is that these 15 drivers are all present in the excellent workplaces, without exception…’
 

Equal employment opportunities

Having equal employment opportunities embedded in the culture (or working towards this occurring) is an essential part of being a ‘good employer’. All individuals and groups should have equal opportunities, without barriers or biases interfering with these opportunities.  However, there are some groups who are often marginalised when it comes to fair and equitable opportunities. They have been hindered through bias and assumptions in recruitment, development and promotion. Worse, in many cases they have had to put up with harassment and bullying, arising from the simple fact that they are not part of the majority or the senior team. The Crown Entities Act refers to four groups in particular. It states that:

· the aims and aspirations, employment requirements, and need for involvement of Māori as employees of the entity;

· the aims and aspirations and employment requirements and the cultural differences of ethnic or minority groups;

· the employment requirements of women, and

· the employment requirements of people with disabilities
should be taken into account when developing a ‘good employer’/EEO programme.

Layers of diversity

There are many layers of diversity, and people identify with many characteristics or qualities, not just with gender, ethnicity or whether they have a disability. Loden and Rosener
 have developed a model of diversity which involves the interaction of three dimensions. This is shown in Figure 2. 
Figure 2: Layers of Diversity
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It is the combination of these diverse factors in the model above that makes workplaces and people unique and diversity complex.  Any EEO programme or plan needs to take this into account.

Good practice case studies are provided at www.neon.org.nz/crownentitiesadvice/whatisagoodemployer/casestudies/ 

  4. How to be a ‘good employer’ and develop an EEO programme
Organisational employment elements

Crown entities with employees are required to be ‘good employers’ (Crown Entities Act (CEA) 2004 sections 118 and 151 (1) (g)).  Each Crown entity must operate a personnel policy that complies with the principle of being a ‘good employer’, make the ‘good employer’ policy (including the EEO programme) available to employees, ensure compliance with the policy, and report on that compliance in its annual report.  ‘Good employer’ is further defined in the Act (CEA s 118 (2)). 

Being a ‘good employer’ is part of ensuring that an organisation has the capability to deliver on its strategic objectives.  The guidance issued by Central Agencies for Crown entities on preparing Statements of Intent  (SOI) (www.ssc.govt.nz/guidance-crown-entities-06-07-soi) includes reference to the ‘good employer’ policy in its discussion about ‘Managing organisational health’.  This section of the SOI should cover how the entity proposes to manage the organisational health and the capability of the entity (CEA s 141 (1) (e)).  The guidance notes that this description will benefit from the inclusion of measures that add to the reader’s understanding of the entity’s capability, and might include (for example) the good employer policy.  The guidance further states that the discussion should consider any capability limitations and their impact on the Crown entity’s ability to effectively deliver its outputs and enhance results.  In this context, the ‘good employer’ elements described below focus on the fairness and equity aspects of recruiting, developing, managing and retaining staff to achieve the results set out in each Crown entity's Statement of Intent, and any applicable output agreement.

A ‘good employer’ is an organisation that provides and supports an environment where employees feel valued and respected, where difference is celebrated and diversity encouraged, and where there are  active staff engagement, transparency on policies and procedures, clear complaints procedures, and regular feedback. The ‘good employer’ makes maximum use of the skills and strengths of all staff, but has special regard for those groups most commonly overlooked - Māori, women, ethnic or minority groups, and people with disabilities.

There are seven key elements that organisations need to concentrate on as they move towards being a ‘good employer’. They are:
1. Leadership, Accountability and Culture

Demonstrates leadership and vision that articulates the values of the organisation and the importance of people and diversity; a structure that is supportive and equitable; managers that are accountable for providing equal employment opportunities for their staff and managing diversity; willingness to build engagement processes with employees and their representatives; opportunities for staff to participate in organisational decisions; and a learning culture which recognises and supports the aims and aspirations of all employees.

2. Recruitment, Selection and Induction

Uses diverse networks when recruiting staff; implements an impartial, transparent employment process with no barriers or biases to employing the best person for the job regardless of gender, ethnicity and disability; and provides a comprehensive introduction to the organisation for all employees setting out the organisation’s values and employee opportunities.

3. Employee Development, Promotion and Exit

Provides a learning environment and takes a positive, equitable approach to developing all employees through internal and external training, coaching and mentoring; develops employees in line with organisational and individual requirements; provides equal opportunities for all employees to move up, through and out of the organisation in a positive way; and provides performance management practices that are transparent and fair. 

4. Flexibility and Work Design

Workplace design and organisation takes account of the need to assist employees to balance work with the rest of their lives and ensures managers relate to employees in a respectful and flexible way, considering the employment requirements of all groups including parents and other carers.

5. Remuneration, Recognition and Conditions

Has a transparent, fair, gender neutral remuneration system which is regularly reviewed; ensures equitable job opportunities and conditions; and recognises employee contributions.

6. Harassment and Bullying Prevention

Provides a zero-tolerance environment to all forms of harassment and bullying; takes a pro-active approach to training managers and staff on their rights and responsibilities; has a specific policy and procedure for dealing with harassment complaints and acts quickly to address complaints.

7. Safe and Healthy Environment

Provides a healthy and safe workplace and trains all employees on their rights and responsibilities; creates an environment that supports and encourages employee participation in health and safety; takes a pro-active approach to employee health and wellbeing in order to provide physical, cultural and psychological safety; deals with issues in a supportive way; and reduces workplace obstacles to accommodate people with disabilities.

[Gael, the 7 Employment Elements Poster should go here]

Engagement, consultation and participation
‘Workers have tremendous knowledge about their
workplace and industry that is often left untapped. But
if there are ways that workers' views can be heard, and if
the benefits are clear, then we can change this situation.
The Council of Trade Unions wants to see workers in
unions as key participants in the task of building a high
wage, high skill, high quality economy.’

Ross Wilson, President, Council Trade Unions
Employee engagement has been described as employees being intellectually and emotionally committed to the goals of their organisation and work group. When an employee is ‘engaged’ they are more likely to speak positively of their organisation to others, to apply their best efforts to their work, and to want to remain part of the organisation. Effective engagement is a proven way to foster better organisational results. ‘Research has shown a clear link between certain behaviours and attitudes (which measure “engagement”) and business results such as customer satisfaction, productivity, health and safety, and retention.’

‘Good employers’ must ensure that they engage staff. They cannot know fully about issues and concerns unless they have consulted with their employees. Obtaining staff participation in the process to analyse employment areas and address any concerns raised is critical to ensuring that the right areas are addressed and the most effective changes are made.

Creating a culture of engagement between employers, staff and unions:

· builds commitment to equal opportunity and change

· provides employers with the opportunity to test their own thinking 

· encourages the development of ideas and worker innovation

· provides the opportunity for employees to participate in decision-making

· helps identify barriers to equal employment opportunities

· enables employees to share responsibility for action

· improves workplace morale. 

To engage everyone, it is critical to ensure that the organisation has a well developed system or process for consultation and information-exchange between and among the workers, unions and employer.  Consulting workers is a ‘powerful approach to measuring and improving people management practices and leadership behaviours that impact on organisational results’.

It is important to consult as widely as possible, for example with:

· a cross-section of men and women of different ages and ethnicities who work in diverse roles 

· established employee and union groups or committees

· managers, to elicit their commitment to EEO and to organisational change, and to establish what the business issues are so that EEO interventions are aligned with workplace change (for example, if the organisation is re-structuring, this may mean that issues around recruitment are a high priority)

· Chief Executives, because leadership from the top is vital if equal employment opportunities is to become part of organisational culture.

Ways to engage and consult with staff could include:

· establishing a working group consisting of employee, unions and management representatives at the beginning of the process to develop and implement the EEO programme. Where there is a partnership relationship already in place, this would be a helpful starting point, for example Quality for Partnership Bipartite Forums.

· liaising with workplace union/s. ‘Good employers’ recognise and actively engage with unions in their workplace on substantive issues that affect the workforce.  They are supportive of unions, work constructively with them and recognise the right of employees to be union members and to participate in union activities.

· working with pay and employment equity (PAEE) review committees. (See page 53 of the PAEE Review Workbook.)

· working through staff or team meetings, or other networking meetings for specific groups such as women, Māori, or Pasifika

· undertaking surveys, either questionnaires, focus groups and/or one-on-one interviews.

· having discussions in performance management reviews and exit interviews.

· working through diversity or EEO councils or summits.

‘A work team’s [or organisation’s] action plan should be developed by the team using the results [of the consultation] as the basis for identifying opportunities for improvement and celebrating areas of strength…To simply conduct a survey and then not take action is actually counter-productive, as employees then feel that it was not worth expressing their views and in all likelihood become less engaged.’

Many organisations are already engaging employees and forming partnerships between staff, unions and management on workplace issues. Provision should be made to use and develop existing mechanisms and methods so as to ensure that the organisation integrates the development and implementation of the EEO plan of action throughout the organisation. 

Models where engagement and worker participation are occurring or have occurred successfully are:

· in the health sector, where unions and employers have formalised a Health Sector Code of Good Faith.  This consensus document was developed by DHBNZ and the CTU and is now a Schedule in the Employment Relations Act. The Code establishes processes about relationships, advocacy and speaking out, contracting out, collective bargaining, industrial action and patient safety.

· in some District Health Boards, where there are engagement workshops involving unions and management.

· Pay and Employment Equity (PAEE) Reviews, which are currently occurring in the education, health and broader public sector and require a committee to be established in partnership from the beginning. www.dol.govt.nz/services/payandemploymentequity

· In the Partnership for Quality (PfQ) agreement between the PSA and government. The PfQ agreement (available on the PSA website www.psa.org.nz) states ‘This PfQ Agreement formally applies to the Public Service. This Agreement, however, provides a model for agencies in the wider State sector and the Government expects such agencies to inform themselves about this Agreement and apply the principles of this Agreement to their relationships with the PSA. This PfQ Agreement formally applies to the PSA. This Agreement, however, provides a model for the sort of relationships the Government would like to see in the wider economy, and both the Government and the PSA will support any future initiatives to build similar relationships.’   A resource kit for HR practitioners, ‘Partnership for Quality’, is available on the State Services Commission website www.ssc.govt.nz/pfq-resource-kit
· in Part 2A of the Health and Safety in Employment (HSE) Amendment Act 2002, where the purpose and provisions of employee participation in health and safety are outlined. As it is mandatory for all organisations to have such provisions, these structures and processes for participation can work well for other matters of employee wellbeing, including EEO. The purpose is to require the participation of employees in processes relating to health and safety in the place of work, so that:

(a) all persons with relevant knowledge and expertise can help make the place of work healthy and safe; and

(b) when making decisions affecting employees and their work, an employer has information from employees who face the health and safety issues in practice.

A common response to this HSE Act requirement is to have a committee structure that goes from front-line to executive levels of organisation - using cascade 'up and down’ or ‘over and across' communications.

 

· in organisations that use hui or fono participation methods.
The publication Work-Life Balance: a resource for the State Services provides an example of how implementing work/life balance can be done in partnership: www.ssc.govt.nz (see Chapter 5, Making Work-life Balance Happen in the SSC).

Another example can be found in an NZCTU publication “It’s about Time: A Union Guide to Work Life Balance: www.union.org.nz
Demos, an international think tank for participatory democracy, has produced a number of reports, essays and books outlining models for engaging partnerships. Some of these can be found in the Resources List.
 
The International Labour Organisation (ILO) has produced a booklet called Social dialogue in the health services: A tool for practical guidance (Sectoral Activities Programme, January 2004).
  This booklet sets out the context and process for social dialogue, and may be useful for strengthening capacity for managing and facilitating worker engagement.

EEO programme development  – a change model 

There are many different paths to more equal employment opportunities. The following six-step methodology can be adapted by organisations of any size, to suit their existing data collection methods, structures and ways of doing business. It relies on excellent analysis of the issues, identification of what is working well, and areas where improvement is needed. This cannot be done without consulting staff and their representatives. They are the ones most likely to identify issues that need to be addressed, and to highlight what is working well, so that the organisation can build on success.

Steps

1. Establish and review the workplace profile

2. Analyse the workplace profile and each employment element

3. Prioritise the issues and develop a plan of action

4. Take action to address priority issues

5. Evaluate the effectiveness of those actions and outcomes achieved

6. Plan actions for the future.
Workplace profile

The workplace profile needs to include factual information about the composition of the workforce. As a minimum, information relating to gender, ethnic background and job-based characteristics of the workplace should be included. This step should be done at the beginning of the financial year, as it will be critical in helping with the analysis. Key questions to answer are:

· How many men and women work here? 

· What are the ethnic backgrounds of people who work here and how many in each group?

· How many people with disabilities work here?

· What types of jobs do these groups have? 

· At what level are people in the identified groups within the organisation hierarchy?

· How many people in the identified groups work part time?

· What are the average salaries of groups of employees, so they can be compared?

Below are two workplace profile sample templates that can be used and adapted to suit different organisations by changing the occupation names. 

	GENDER WORKPLACE PROFILE

	
	WOMEN
	MEN
	TOTAL

	
	Full time
	Part time
	Av Salary*
	Full time
	Part time
	Av Salary*
	

	Managers
	
	
	
	
	
	
	

	Professionals
	
	
	
	
	
	
	

	Technicians & Trade Workers
	
	
	
	
	
	
	

	Community & Personal Service Workers
	
	
	
	
	
	
	

	Clerical & Administrative Workers
	
	
	
	
	
	
	

	Sales Workers
	
	
	
	
	
	
	

	Machinery Operators & Drivers
	
	
	
	
	
	
	

	Labourers
	
	
	
	
	
	
	

	Total 
	
	
	
	
	
	
	


* This could be the average annual salary or hourly salary, depending on which  information is more valuable for the organisation.

**This could be divided into managers and senior managers if the organisation has both.

The organisation may also want to examine open term and fixed term and perhaps casual workers if applicable.

	ETHNIC WORKPLACE PROFILE

	
	Māori
	Pacific Peoples
	Asian (incl. Sth Asian)
	Other Ethnic Groups
	Pakeha /European

	
	Full time
	Part time
	Av Salary*
	Full time
	Part time
	Av Salary*
	Full time
	Part time
	Av Salary*
	Full time
	Part time
	Av Salary*
	Full time
	Part time
	Av Salary*

	Managers
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Professionals
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Technicians & Trade Workers
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Community & Personal Service Workers
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Clerical & Administrative Workers
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Sales Workers
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Machinery Operators & Drivers
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Labourers
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Total
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


* This could be the average annual salary or hourly salary depending on which information is more valuable for the organisation.

**This could be divided into managers and senior managers if the organisation has both.

The organisation may also want to examine open term and fixed term and perhaps casual workers if applicable.

Analysis
The organisation should undertake a thorough workplace analysis. This is the first step in identifying the issues which may be preventing the employment of, or hindering the advancement of, particular employees, OR conversely uncovering initiatives that may be supporting equal employment opportunities.  Analysis can occur through reviewing:

· the workplace profile 

· human resource statistics 

· information received through employee consultation and discussion 

· human resource policies and practices relevant to the seven employment elements.

The level of investigation will vary depending on the organisation’s specific circumstances. For example, if the organisation is re-structuring, more time may be spent analysing recruitment data than other data. 

For small organisations, this will be a much less time-consuming process.  It is still important to clearly identify the issues facing the workforce, and the actions required to make the most difference. 

 When analysing issues, the key questions to consider are:

· What is working well for all the staff? 

· Why? What are the reasons for particular individuals or groups doing well, or the reasons for them not doing as well as others? 

· What needs to be improved so that more individuals or groups can fulfil their potential?

· What needs to happen to increase the diversity of the organisation at all levels?

At the end of this process, the organisation should know its strengths and weaknesses and what the issues are for various groups within the organisation, as well as the priority issues for individuals.

	Diagnosing Equity Issues

The Department of Labour’s Pay and Employment Equity Unit

has produced a pay and employment equity (PAEE) review process, and a supporting workbook.  This process will assist organisations in undertaking gender equity reviews, as part of the Government’s Pay and Employment Equity Plan of Action. The workbook provides a structured sequence of enquiry for diagnosing gender equity issues in organisations.

This review process can also be tailored by organisations to produce a workplace profile on a range of ‘good employer’/EEO issues.

The review asks organisations to assess their success in providing pay and employment equity against three key indicators:

· Women and men have an equitable share of rewards
· Women and men participate equitably in all areas of the organisation, and

· Women and men are treated with respect and fairness.
Each of the above indicators has four or five questions targeting key aspects of the indicator, and each key question is supported by a range of possible prompt questions which allow organisations to examine equity dimensions in more detail. 

The review involves a six step process that helps organisations to identify the issues to investigate, and undertake a preliminary analysis, then a more rigorous follow-up analysis; provides for a validation process across the organisation; results in the preparation of a review report of issues raised and discussed, and a response plan of issues for the organisation. These can either be responded to within the current work programme, or may require additional information or resources to resolve.

It is important to note that while the Pay and Employment Equity review workbook specifically covers ‘gender equity’ issues, the review process can be tailored by organisations to cover a broader range of diversity/EEO groups, such as Māori, other ethnicities, those with a disability, and other groups.

The review process also includes participation from staff within the organisation, through their involvement on a review committee and wider participation in the review validation process.

The pay and employment equity review process will also contribute to Crown entities’ ‘good employer’ annual reporting requirements contained in the Crown Entities Act 2004.

Further information can be obtained from the Pay and Employment Equity Unit, by email to  equity@dol.govt.nz  or telephone 931-6052 or on www.dol.govt.nz/payandemploymentequity 




Prioritising issues

Once the issues are known, the next step is to distinguish between those needing long term focus and those needing priority over the next year.  A realistic assessment should be made of what is most important to the organisation, and what can be achieved over the course of a year. A number of the issues identified may be the result of a single concern, or a handful of systemic key concerns. If these are addressed, the other problems may resolve themselves.

At the end of this process, the organisation may end up with one or two key issues, or several smaller issues. It then needs  to work out what the priorities are, based on a range of considerations.  These may include the cost to the organisation and the employees if specific issues are not addressed, the speed with which the issue can be addressed, and whether addressing the issue fits with other changes the organisation is going through. For example, the priority issues might be any number of the following, or they might be quite specific to the workplace. Sample issues are: 

· Lack of  Pasifika or Māori recruits

· significant occupational segregation 

· mainly Pākehā representation in management 

· poor rate of return from parental leave

· women with children leaving the organisation in higher numbers than anyone else 

· no people with disabilities employed in permanent, regular, ongoing employment 

· sex-based harassment or bullying in the workplace 

· fewer training resources devoted to Asian or other ethnic minority groups, relative to others 

· lack of awareness among staff of equal employment opportunity practices 

· little access to regular part-time or home based work

· no leadership around the importance of good people management and the value of difference.

Priority issues can relate to any of the employment elements or can span a number of them. 

Taking action

The organisation now needs to determine what actions (or targeted interventions) it is going to take to address the priority issues that  have been identified.

Example 1:  Issue - Poor rate of return from parental leave 
Actions could be:

· develop guidelines to facilitate conversations between employee and manager regarding future plans for job and baby 

· implement a stay-in-touch programme 

· make flexible work practices available for parents returning from parental leave 

· train managers and employees on how to access flexible leave practices

· provide assistance to new parents to find child care 

· increase paid parental leave 

· provide facilities to suit breast-feeding mothers 

Example 2:  Issue – Despite good representation in lower ranks, no Māori representation in management 

 
Actions could be:

· build relationships and engage with Tangata Whenua (local Iwi)

· establish a clear reason why the organisation wants to attract Māori and do a culture audit to establish the importance of things Māori and the workplace attractiveness to Māori

· establish mentoring and coaching programmes with emphasis on Māori 

· establish a succession planning scheme and provide career development opportunities, and leadership training for high potential employees, with emphasis on Māori 

· give line/operational experience to Māori in staffing roles, as line experience is more likely route to senior positions

· write job advertisements to encourage Māori to apply, and indicate the value the organisation places on equal employment opportunities

· train recruitment consultants and interview panels on EEO and advise them to produce a balanced field of appointable candidates

· remove names from job applications prior to circulating to relevant department or selection committees, and ensure interview panels have Māori representation 

· track the diversity of applicants, interviewees and appointments to measure numbers and bias at different stages of the recruitment process

· make diversity of management a senior management performance indicator.

Most actions will need to be continued over successive years before significant results will be seen.  However, it is important to regularly assess whether the identified issues remain a priority.  Many issues will be longer-term strategic problems which demand concerted action, on-going education and initiatives that will need to be continuously assessed and improved to meet prioritised EEO needs. 

Example initiatives – a drop-down list
The following table provides ideas for provisions and practices that eliminate barriers to equal employment opportunities and assist with managing diversity, especially with regard to groups which have traditionally been overlooked. The Crown Entities 2004 legislation refers specifically to Māori, women, people with a disability, and ethnic and other minority groups. These are the groups referred to in the List below with the term ‘target groups’.

This drop-down list identifies possible provisions, practices and initiatives under each of the employment elements.  These are ideas only, but some provisions mentioned, such as the anti-harassment or health and safety policy and procedure, are mandatory. These initiatives will not all be appropriate, desirable or affordable for every workplace. The size of an organisation and the type of industry are both critical factors in determining what the workplace can and should focus on. 

	EMPLOYMENT ELEMENTS: Drop-down List of Interventions



	1. Leadership, Accountability and Culture

Demonstrates leadership and vision that articulates the values of the organisation and the importance of people and diversity; a structure that is supportive and equitable; managers that are accountable for providing equal employment opportunities for their staff and managing diversity; willingness to build engagement processes with employees and their representatives; opportunities for staff to participate in organisational decisions; and a learning culture which recognises and supports the aims and aspirations of all employees
	Initiatives

	
	High level documents i.e. values, code of conduct, strategic and operational documents, articulate the value of staff and the importance of EEO for all

	
	Organisational acknowledgement of the different aims and aspirations, employment requirements and the need for involvement of target groups

	
	Organisational recognition of the value of things Māori; making visible a Māori dimension in the workplace including use of Māori language, culture, practices and/or acknowledgement of the Treaty of Waitangi; and opportunity for staff to understand and contribute to the organisational approach to valuing Māori

	
	Chief Executive champions EEO publicly and articulates its importance externally and internally 

	
	Senior management’s responsibility and accountability for EEO included in position descriptions, performance agreements and reviews, and they regularly report on results of EEO initiatives to the Chief Executive, and are rewarded for good practice

	
	Senior managers are knowledgeable and skilled in EEO and managing a diverse workforce

	
	Analyses are undertaken on policies and practices to identify areas of bias and discrimination that have a disproportionate impact on target groups

	2. Recruitment, Selection and Induction

Uses diverse networks when recruiting staff; implements an impartial, transparent employment process with no barriers or biases to employing the best person for the job regardless of gender, ethnicity and disability; and provides a comprehensive introduction to the organisation for all employees setting out the organisations values and employee opportunities


	Initiatives

	
	Policy addresses recruitment of target groups

	
	Organisation encourages under-represented groups to consider study/employment in non-traditional areas through career day participation, classroom presentations, and competitions

	
	Job advertisements indicate the value the organisation places on staff and EEO for all

	
	Job advertisements are placed to maximise exposure to target groups eg ethnic media

	
	Where appropriate for the job, competence in kaupapa Māori is included in job specifications and descriptions eg te reo, tikanga; and development and management competencies include the ability to develop relationships with iwi and understand Māori goals and aspirations

	
	Build relationships and engage with Tangata Whenua (local Māori) eg Tenths Trust in middle Wellington

	
	Interview panels have representation from target groups

	
	Recruitment consultants and interview panels are trained on EEO and are advised to produce a gender-balanced field of appointable candidates

	
	Names are removed from CVs before circulating to relevant departments or selection committees

	
	There is a place for whānau  and other support people in recruitment interviews, advocacy and welcomes, including powhiri/whakatau

	
	All jobs are advertised as potential job share or part time unless there is specific reason why this would not be appropriate 

	
	The diversity of applicants, interviewees and appointments is tracked and used to measure numbers and bias at different stages of the recruitment process

	
	Comprehensive induction procedure with welcome and in-depth programme introducing the culture of diversity, the value placed on staff within the organisation and the importance of EEO

	3. Employee Development , Promotion and Exit

Provides a learning environment and takes a positive, equitable approach to developing all employees through internal and external training, coaching and mentoring; develops employees in line with organisational and individual requirements; provides equal opportunities for all employees to move up, through and out of the organisation in a positive way; and provides performance management practices that are transparent and fair. 


	Initiatives

	
	Policy addresses training, development, promotion, progression, transfer and exit of target groups

	
	People from target groups are promoted or transferred into non-traditional roles

	
	Mentoring and coaching programmes in place with emphasis on target groups, especially when people are recruited or transferred into non-traditional work areas

	
	Succession planning operates with high potential staff identified from target groups

	
	Line/operational experience is provided for women and other target groups in staff roles as line experience is most likely route to senior positions

	
	Exit interviews are regularly monitored to identify EEO reasons for staff leaving

	
	All staff are trained in understanding of EEO and diversity, including cultural and disability awareness

	
	Forums and dialogue occur on the aims and aspirations, employment requirements and the need for involvement of Māori, ethnic minorities, women, people with disabilities and other groups that are sometimes overlooked

	
	There is dialogue on Māori culture, language and practices, and the opportunity to develop understanding and knowledge, for example through learning te reo and attending forums on the Treaty of Waitangi

	
	All staff have equitable access to training and development opportunities, including part timers, and there are regular training needs analyses and audits

	
	Career development, leadership training and challenging assignments provided to target groups

	
	Networking is encouraged and opportunities are provided internally and externally

	
	Performance management conversations take account of different peoples’ styles and ways of talking about themselves and their accomplishments

	
	Performance reviews provide opportunity to discuss training and development needs and work/ life balance issues

	4. Flexibility and Work Design

Workplace design and organisation takes account of the need to assist employees to balance work with the rest of their lives and ensures managers relate to employees in a respectful and flexible way, considering the employment requirements of all groups including parents and other carers

	Initiatives

	
	Regular analyses of the needs of staff from target groups, and strategies introduced and evaluated to address their needs

	
	Policies and practices address work/life balance, and their uptake and effectiveness is measured

	
	Barriers to workplace participation, for example women returning after parental leave, are identified and action taken to address barriers

	
	Policies and practices support worker participation and workplace democracy, including the role of unions and union delegates. Staff are consulted on their work life and their views are taken into account

	
	Work from home on a regular or occasional basis with organisation’s computers available to use

	
	Flexible rostering and shiftwork offered in consultation with staff, including union and health and safety representatives if appropriate

	
	Flexible work, particularly part time work, is an acceptable option for staff and managers at all levels of the organisation, especially after parental leave and heading towards retirement

	
	Employees able to request flexibility in hours of work on temporary or permanent basis and this will be considered taking business and employee’s needs into account 

	
	If an employee’s work hours reduce (ie they take up part time work), their job should be evaluated and re-designed to take account of less time available,  while ensuring responsibilities and status are preserved

	5. Remuneration, Recognition and Conditions

Has a transparent, fair, gender neutral remuneration system which is regularly reviewed; ensures equitable job opportunities and conditions; and recognises employee contributions.


	Initiatives

	
	Clear policies and practices on pay, including how performance reviews, job-sizing, service and/or market relativities are taken into account in setting pay

	
	Starting salaries set equitably and reviewed regularly

	
	Transparent pay structures with increments documented and included in individual and collective employment agreements 

	
	Jobs evaluated to ensure they are accurately valued and ranked according to the level of knowledge, skill, understanding and problem-solving they require

	
	Pay reflects job ranking, and historical inequities along gender and ethnic lines are addressed

	
	Managers provide regular feedback and recognition to all staff

	
	Carers, personal or dependant leave offered 

	
	Short-term or casual work assessed and workers consulted about permanency if they have been doing the same job for a lengthy period 

	
	Need for child care or elder-care assessed and places and/or subsidies offered to staff

	
	Extended leave provisions offered such as career breaks, sabbaticals and 48/52, where an employee takes 8 weeks annual leave per annum in exchange for a slightly reduced fortnightly salary 

	
	Paid parental leave offered, to supplement the government-funded PPL scheme 

	
	Breaks and facilities available for breastfeeding or expressing milk at work 

	
	Pregnancy and parenting handbook developed with a keep in touch programme, and other relevant information provided

	
	A resource and referral service contracted and offered to staff to help them balance their work and family responsibilities

	
	A te reo allowance offered

	6. Harassment and Bullying Prevention

Provides a zero-tolerance environment to all forms of harassment and bullying; takes a pro-active approach to training managers and staff on their rights and responsibilities; has a specific policy and procedure for dealing with harassment complaints and acts quickly to address complaints


	Initiatives

	
	Anti-harassment / anti-bullying / positive work environment policy in place, with grievance handling procedures included in induction programme

	
	Email and intranet misuse policy which all staff are familiar with

	
	All staff trained, and regularly re-trained or reminded on identifying and preventing sexual and racial harassment and bullying, at least every 2 years

	
	Regular emails or computer pop-ups occur alerting staff to the organisation’s zero-acceptance and intolerance of  harassment, and the promotion of a positive work environment

	
	Anti-harassment/bullying/grievance staff members are known to all employees

	
	Complaints are treated seriously and expeditiously according to the policy

	7. Safe and Healthy Environment

Provides a healthy and safe workplace and trains all employees on their responsibilities in this respect; creates an environment that supports and encourages employee participation in health and safety; takes a pro-active approach to employee health and wellbeing in order to provide physical, cultural and psychological safety; deals with issues in a supportive way; and reduces workplace obstacles to accommodate people with disabilities.


	Initiatives

	
	Health and safety policy is accessible to staff, with opportunities for workers to participate effectively in improving workplace health and safety

	
	All staff are adequately trained and supervised for the work they are doing, including training in safe work practices

	
	All staff have physical, emotional, psychological and cultural safety

	
	Staff are treated with respect regardless of sexuality, for example homophobic jokes are unacceptable and social occasions do not assume heterosexuality

	
	Stress management policy in place which acknowledges and addresses stress as a workplace hazard

	
	Clear process for considering and responding to stress-related complaints and concerns from employees, and for identifying and minimising hazards

	
	All staff take annual leave on a regular basis and a reasonable proportion is taken in one uninterrupted period

	
	Employees returning from extended sick leave are provided with support when they return to work

	
	An employee assistance programme is available and staff are regularly reminded of it

	
	The workplace is designed to meet the needs of those with a disability and any barriers are removed

	
	If applicable, the organisation has a policy around changed work requirements in the case of pregnancy

	
	The wellbeing of staff is addressed, for example anti-repetitive strain injury training, eye tests, fitness and yoga are introduced and/or staff exercise programmes are subsidised


Evaluation

Evaluation is always much easier if the organisation has previously identified what progress it hopes to achieve as a result of each action, and over what timeframe.  An evaluation then measures whether and to what extent change has taken place.  The effectiveness of the actions can then be considered. Some questions to help evaluate this are:

· What change did the organisation hope to see as a result of the action, and over what time period?

· What happened? How many people were affected?  How long did it take? For example, if gender and ethnic segregation were an issue in particular jobs or areas of the organisation, were there changes to the make-up of workers in these jobs?    Was the first female electrical apprentice appointed? 

· What is the link between the action and what happened?  Do employees and/or their managers think the actions made a difference? 

· What were the learnings for next time? 

Evaluation techniques may include the use of quantitative data that measures numerical changes, e.g. increases in the number of Māori in senior positions or a higher percentage of women in non-traditional jobs.  Updating the workplace profile may be a useful way to measure changes.  Additional data available through Human Resources or surveys may also need to be collected.   

Consulting with staff is useful at this point for identifying how well the interventions worked.  Focus groups and one-on-one interviews provide an opportunity to get more in-depth qualitative information, where people can describe how the interventions affected their experiences at work.  

If the actions do not produce results, it may mean the organisation needs to analyse whether the right issues are being addressed, and to explore whether the best actions are being taken to address the concerns and issues. Finding a way to share experiences with other organisations with the same issues might help with ideas. 

Future actions

Many initiatives will take longer than 12 months to bear fruit. The organisation should be clear about what it will do in the long term to keep an issue on the agenda, or to monitor an initiative that will take a number of years to succeed. Future actions will be determined by the workplace issues that still need to be addressed, some of which will be ongoing or need more time and resources allocated to addressing them.

Annual timeframe

The following annual cycle provides a timetable to help plan the ‘good employer’/EEO Programme.

Active engagement, participation and consultation with staff and their unions is important at all stages of this process
May



Statement of Intent

June



Review the workplace profile

July and August

Analyse the workplace

September


Identify and prioritise issues

October and ongoing
Take action to address issues

April



Evaluate actions

May



Plan future actions

July
Write report about past 12 months and publish to staff

September


Summarise results in Annual Report
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5. Statement of Intent and reporting
Statement of Intent

Being a ‘good employer’ is vital to ensuring that an organisation can deliver on its stated outcomes and can manage for results.

‘The Statement of Intent provides a high-level, succinct, strategically-oriented description and explanation of an entity's operating intentions and performance expectations over the medium-term - usually a three to five year period. It provides the base against which the entity will later report in its Annual Report (s150 and s151).’
 It also provides an explanation of how it intends to achieve results and ‘measure the progress made, the challenges it will face and the implications for its capability’.
 The medium-term plan is likely to require year-by-year adjustment to take account of lessons learned and changes in the operating environment. As well as a medium-term plan, the SOI needs to include details of the plan for the year ahead. This will typically be more specific and provide more detailed performance information. 

‘Crown entities should keep these two components separate so that the medium-term focus and coherence of the SOI is maintained. At the same time clear linkages are needed between the two to assure readers that the entity's annual and medium-term plans are properly aligned, and that progress is being made in year one towards meeting the Crown entity's medium-term objectives.’
 

The process of writing the SOI provides an opportunity to plan and declare what the entity will do: 

· over the next three to five years; and 

· over the next 12 months 

to ensure that it is a ‘good employer’. The SOI description of what the Crown entity will do, and explanations of how it will be done, form the base against which the entity will later report. 

It is not a legislative requirement that Crown entities must refer in their SOI to being a ‘good employer’ or having an EEO programme. However, it is a critical part of capability,
 and this does need to be referred to in the SOI.
 ‘Essentially, more non-financial information is required and the SOI now covers outcomes, impacts, objectives and capability - as well as outputs.’
 

The most appropriate part of the SOI to outline what Crown entities plan to do in regard to their ‘good employer’ obligations is in the section described in the Act in 141(1)(e). This covers how the entity proposes to manage the organisational health and the capability of the entity. The SOI guidance for Crown entities states ‘capability is what an organisation needs in terms of access to leadership, people, culture, relationships, processes and technology, physical assets, and structures to efficiently deliver the outputs required to achieve the Government's goals’.
 

The guidance goes on to state that ‘This section provides a straightforward description and discussion of the Crown entity's organisational health and the management of key elements of the Crown entity's capability (now and in the future) within the available resources, including plans to develop or change any specific type of capability.’ 

‘The description will benefit from the inclusion of measures to add to the reader's understanding of the entity's capability. These might include, for example, trends in recruitment, retention of key staff, the good employer policy, plans and targets for efficiency changes arising from new ways of doing things and from technology investments.’

‘The discussion should consider any capability limitations and their impact on the Crown entity's ability to perform its functions and conduct its operations effectively to deliver the outputs and enhance results.’

Although discussion around capability can include how the Crown entity will implement its obligations to be a ‘good employer’ and develop and implement equal employment opportunities,  ‘the structure of the SOI is the responsibility of each entity, as the document needs to reflect the nature and complexity of each entity's particular functions’.

A sample of SOI text that refers to the ‘good employer’ is in the box below. 

Medium-term plan

To assist us to deliver on our stated outcomes, over the next three years we will implement our obligations to be a ‘good employer’ and develop and implement equal employment opportunities for all. This will ensure we position ourselves so we can compete successfully for employees in what is projected to be an extremely challenging labour market over the next 2-3 decades. The people who work for us in the future are likely to be different in their needs, motivations and behaviours than those people currently in employment. We intend to ensure our people management practices evolve to be ready for this. Our people are essential to ensure we maintain excellence and a high level of performance and results. 

We plan to review our workforce profile, analyse our current situation, identify gaps and issues of concern, take action to address these issues, evaluate the effectiveness of these actions and plan future actions in order to ensure we have eliminated any discrimination and unintended barriers to equal opportunities. This will assist us in ensuring we have productive and talented staff who reflect the wider community. Delivering on our stated outcomes requires excellent leadership, people, culture, relationships and processes to be in place. The success of this objective will be measured by a change in our profile to more closely reflect the wider community and an improvement in staff morale, confidence and relationships in the organisation as well as staff perception of fairness and equity.
Short-term plan

Over the next 12 months we will begin this process by developing and reviewing a profile of the organisation’s staff and analysing its representativeness. We will consult with staff through the EEO Committee, focus groups and a written survey on issues of concern and ideas for improvements. We will conduct a thorough analysis of our profile, HR statistics, existing policies, practices, documents and systems in all areas of the business to audit equal opportunities in recruitment, appointment, development, promotion and remuneration. This will place us in an excellent position to take the most appropriate action (in the following year)

to do everything we can to ensure all groups have fair and equal opportunities.

*This is a sample only. Every organisation will want to tailor their plans and the timing of their actions to reflect the nature, complexity and size of each entity’s particular functions. Some organisations may plan to take a series of actions and evaluate those actions within the12 months.

‘Good employer’ plans should be linked to how this will enhance the organisation’s internal and external strategic objectives and results. Also, ‘a Crown entity must report on how it intends to measure important aspects of its performance, and the standards - the intended level of performance within a stated timeframe - that it seeks to achieve in relation to those measures. These measures and standards should cover the results sought by the entity, the goods and services that the entity will deliver, and the entity's capability. Good measures and standards provide the basis for Parliament and other users of the SOI to appreciate the efficiency and effectiveness of the entity's operations.’

Further information on the concept of capability can be found at http://www.ssc.govt.nz/people-capability-development
The SOI is a summary document, and therefore hyperlinks to longer online documents are encouraged where these are appropriate. A hyperlink to the ‘good employer’ strategy may be an appropriate way to refer to the organisation’s plans. However, bear in mind that the SOI is also produced as a hard copy document to be read by parliamentarians and others who may not have immediate access to the internet; so if a hyperlink is to be used, it is advisable to add a short summary. 

If a Crown entity has a controlling interest in a subsidiary, it must include the subsidiary in its discussion referring to ‘good employer’ obligations. The subsidiary is not required to prepare a separate SOI or a separate annual report. ‘Where several Crown entities jointly have a controlling interest in a company, but none of the parent Crown entities has a controlling interest in its own right, the “multi-parent subsidiary” is required to produce its own SOI’,
 and it should therefore address its own ‘good employer’ intentions. 

‘The tabling and publication of the SOI provides a valuable opportunity to communicate the entity's strategy with Parliament, stakeholders and staff.’

The entity must publish the Statement of Intent on its website. This is a good way to ensure that the ‘good employer’ intentions are made available to employees.

Relevant resources include:

Guidance and Requirements for Crown Entities, Preparing the 2006/07 Statement of Intent. Developed by the Treasury and the State Services Commission in consultation with the Department of Prime Minister and Cabinet, September 2005 www.crownentities.ssc.govt.nz 

Guidance for Crown Entities, Planning and Managing for Results. Developed by the Treasury and the State Services Commission in consultation with the Department of Prime Minister and Cabinet, September 2005 

www.crownentities.ssc.govt.nz
 ‘Good employer’ report 

The Crown Entities Act requires a Crown entity to have policies that comply with the principle of being a ‘good employer’ and to make its equal employment opportunities programme available to its employees (S118(1)(b)).

It is good practice to publish plans as well as results in a comprehensive annual report to staff. This report could be posted on the intranet or emailed to staff. It could also be available on the organisation’s website to highlight for the public the proactive steps the Crown entity is taking to ensure that it is a ‘good employer’.

The report could:

· illustrate the workplace profile at the beginning of the year and at the end, highlighting any changes

· outline what the organisation has done over the year to analyse the workplace and each Employment Element 

· establish which areas are working well and the problem areas that need addressing 

· demonstrate what measures have been taken to consult and engage staff in the process

· outline priority areas for action with indicators of good performance (i.e. how will the organisation know it has fixed the problem?) 

· describe the actions the organisation has taken throughout the year under each of the Employment Elements to address the issues and problem areas

· assess the effectiveness of the actions taken and progress made

· list future actions or remedies the organisation intends to apply.
An example report and a report template can be found at www.neon.org.nz/statementandreporting/goodemployerreport/
Annual report

It is a legislative requirement that a Crown entity must report on compliance with its obligation to be a ‘good employer’ (including its equal employment opportunities programme) in its Annual Report (S 151(1)(g)).

‘The first Annual Report to report fully against the SOI under s150 of the Act will be produced at the end of 2007 for the 2006/07 financial year.’ 
 
At the very least, the Annual Report should include a big picture summary of the organisation’s ‘good employer’ report.  This could be a reference to the main points, with a hyperlink that takes the reader to the more detailed report. The summary might briefly refer to:

· the organisation’s ‘good employer’ strategy and how it is aligned with the broader business strategy,

· the major activities relating to the strategy,

· the performance indicators being used, and

· progress made.

It is not recommended that the organisation simply repeat the text of the Act, claiming that it has met its obligations to be a ‘good employer’ and has an EEO programme in place. There needs to be some demonstration of this, or a link to evidence that supports such a claim.
The Treasury is developing guidance for Crown entities on Annual Reports. Audit New Zealand is compiling a ‘model’ Annual Report. Both of these documents will be available later in 2006. 

Examples of good employer/EEO statements in public reports can be found by visiting the following websites:
www.accountingforpeople.gov.uk In 2003, the UK Government released a report called Accounting for People that has relevant information and contains sample annual reports. 

www.fire.org.nz/about/annual/anreport04.pdf The 2004-2005 New Zealand Fire Service Annual Report outlines their EEO activities on page 9.

www.ibm.com/ibm/responsibility/pdfs/IBM_CorpResp_2004-05.pdf IBM produces a Corporate Social Responsibility report each year. See their 2004-2005 Report from page 17 on.

www.westpac.co.nz/olcontent/secform.nsf/Content/Request+a+report  Westpac New Zealand produces a corporate Social Responsibility Report which can be ordered from this website. 

6. Resource List
Disability

	Publication
	Available from:

	Achieving Equal Employment Opportunities for People with Disabilities through Legislation: Guidelines, ILO, 2005
	http://www.ilo.org/public/english/employment/skills/disability/download/eeofinal.pdf
or Human Rights Commission, Auckland Library

	Achieving Equal Employment Opportunities for People with Disabilities through Legislation: Guidelines, Lisa Waddington & Aart Hendriks, ILO, 2004
	http://www.ilo.org/public/english/employment/skills/disability/download/eeofinal.pdf 

or Human Rights Commission, Auckland Library

	A Tool Kit for Working with and Advancing the NZ Disability Strategy 2005 June
	Order from Auckland Disability Providers Network, each tool kit $100. 09-4106917

	Disability Discrimination Act Action Plans: A Guide for  Business, Human Rights and Equal Opportunity Commission Australia, updated 2006 March 
	http://www.hreoc.gov.au/disability_rights/action_plans/Business_Guide/business_guide.html 

or Human Rights Commission, Wellington

	Disability Perspective Toolkit – a resource for government, Office for Disability Issues, 2005
	http://www.odi.govt.nz/disability-perspective 

	Easy Come Easy Go: Access Requirements and the Public Service, State Services Commission, 1998 Feb
	http://www.ssc.govt.nz/display/document.asp?pagetype=content&DocID=2627 

	Employ Able: Employing People with a Disability in the NSW Public Sector Work Book, Resource Guide and good practice guide, ODEOPE, NSW Government, 2003 Jan
	http://www.eeo.nsw.gov.au/disabil/index.html 

or Human Rights Commission, Auckland Library



	Employing People with Disabilities, Department of Labour 2003 June 
	Human Rights Commission, Wellington

	Employing People With Disabilities: ‘The only true disability is a bad attitude’, EEO Trust, 2005.
	http://www.eeotrust.org.nz/toolkits/disability.cfm or admin@eeotrust.org.nz

	Employment: A Guide for People with Disabilities to the Mainstream Programme, State Services Commission, 1999 Oct
	http://www.ssc.govt.nz

	Implementing the NZ Disability Strategy: A Resource for Government, Office for Disability Issues, 2005
	Human Rights Commission, Auckland Library

	Managing Disability in the Workplace, ILO, 2002
	http://www.ilo.org/public/english/employment/skills/disability/download/codeeng.pdf 

	Moving Forward: EEO for People with Disabilities in the Public Service – A Practical Guide, State Services Commission, 2002 Dec
	http://www.ssc.govt.nz/display/document.asp?NavID=236&DocID=4567 

	Progress in Implementing the NZ Disability Strategy  Office for Disability Issues, 2001-2005
	http://www.odi.govt.nz/nzds/progress-reports/ 

	Respect Costs Nothing, Mental Health Foundation, 2004
	http://www.mentalhealth.org.nz/page.php?p=113&fp=108 

or Human Rights Commission EEO 0134, Wellington

	The Accessible Journey: Report of the Inquiry into Accessible Public Land Transport, Human Rights Commission, 2005 Sept
	http://www.hrc.co.nz/report2/index.html

	The New Zealand Disability Strategy: Making a World of Difference Whakanui Oranga, Ministry of Health and IHC, 2001 June
	http://www.waikatodhb.govt.nz/Media/docs/PF/nz_disability_strategy.pdf 

or Human Rights Commission, Wellington

	An accessible Work-wide Web, Robyn Hunt, Human Resources Magazine Vol 11 no 1 April 2006
	Hard copy publication and not available on the HRINZ web site, although articles are archived there up to 2004  www.hrinz.org.nz

	Website
	

	Office of Disability Issues resources
	http://www.odi.govt.nz/disability-perspective/resources.html


Māori

	Publication
	Available from:

	Collective Rights and Gender Issues:  A Māori Woman's Perspective, Annie Mikaere, Conference  Proceedings
1999
	Human Rights Commission EEO 0162, Wellington

	EEO (Māori) and a Bicultural Public Sector:  A Problematic Relationship, Victoria University, 1996 Dec
	Human Rights Commission EEO 0006, Wellington

	EEO Progress in the Public Service with special focus on Māori:  2003 Report, State Services Commission, 2003 June
	http://www.ssc.govt.nz/display/document.asp?NavID=127&DocID=3299 

or Human Rights Commission EEO 0007, Wellington

	Fact Sheet 9: Racial Harassment, Human Rights Commission 2005 Jun
	http://www.hrc.co.nz/index.php?p=13863

	Kawe Korero - A Guide to Reporting Māori Activities, Michael King, 1994
	Human Rights Commission EEO 0151, Wellington

	Manatu Māori: Guideline for Self Evaluation
	Human Rights Commission, Wellington

	Māori Participation: Strategies for Government Departments, State Services Commission, 1993
	Human Rights Commission, Wellington

	Māori Women in Focus, Te Puni Kokiri & the Ministry of Women’s Affairs, 1999 April
	http://www.mwa.govt.nz/news-and-pubs/publications/maori/maori-women-in-focus.html 

or Human Rights Commission, Wellington

	Māori, Pacific People's and Women's Participation in Electricity Supply Industry Training:  Making Progress, Electricity Supply Industry Training Organisation (ESITO) 2002
	Human Rights Commission EEO 0077, Wellington

	The Treaty of Waitangi: Information Programme, State Services Commission 2004 - 2006
	http://www.treatyofwaitangi.govt.nz 


Pacific, Asian & other ethnic groups

	Publication
	Available from:

	EEO Progress in the Public Service with special focus on Pacific Peoples: 2004 Report, State Services Commission, 2004 June
	http://www.ssc.govt.nz/display/document.asp?NavID=127&DocID=4051 

	Ethnic Perspectives in Policy: Helping ethnic people be seen, heard, included and accepted, The Office of Ethnic Affairs, 2002
	http://www.dia.govt.nz/oeawebsite.nsf/wpg_URL/What-We-Do-Policy-development-Ethnic-Perspectives-in-Policy?OpenDocument 

	Fact Sheet 9: Racial Harassment, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/index.php?p=13863 

	Māori, Pacific People's and Women's Participation in Electricity Supply Industry Training:  Making Progress, Electricity Supply Industry Training Organisation (ESITO) 2002
	Human Rights Commission EEO 0077, Wellington

	Pacific Islands Participation: Strategies for Government Departments, State Services Commission, 1993 May
	Human Rights Commission, Wellington

	Race for Business Guidelines: Preventing Racial Discrimination in the Workplace – Advice for Employers, Race Discrimination Commissioner NSW, 1998
	Human Rights Commission, Wellington

	Report on New Migrant Employment Related Education Needs Analysis Project July 2005, New Zealand Council of Trade Unions
	New Zealand Council of Trade Unions

	A Rose by Any Other Name: The Effect of Ethnicity and Name on Access to Employment, Wilson, Gahlout, Liu & Mouly, University of Auckland Business Review, 2005 
	http://www.uabr.auckland.ac.nz/issues/article-detail.cfm?ArticleID=92 

	The Effectiveness of Employment Equality Policies in Relation to Immigrant and Ethnic Minorities in the UK, John Wrench and Tariq Modood (Report commissioned by ILO), 2000
	Human Rights Commission, Auckland Library

	The Majority Retreat: Facing Racism at Work, Unisearch Limited University of NSW,1986
	Human Rights Commission, Wellington

	Videos
	

	Cultural Differences and Small Businesses, A More Productive Understanding, EEO Trust, 1999
 
	Human Rights Commission, Auckland Library

	Cultural Gains, Managing a Multicultural Workplace
	Human Rights Commission, Auckland Library

	The multicultural workplace,  Directed by Jay Anania, WGBH Boston,  Deerfield, IL : MTI Film and Video, a Simon & Schuster Company,  199?
	Human Rights Commission, Auckland Library

	What's going on ;3 instances of racism and sexism,  Video Aotearoa  Auckland, N.Z, Human Rights Commission  1989 
	Human Rights Commission, Auckland Library


Women

	Publication
	Available from:

	2004 EOWA Australian Census of Women in Leadership (and 2002 Census), EOWA, 2004

	http://www.eeo.gov.au/Australian_Women_In_Leadership_Census/2004_Australian_Women_In_Leadership_Census.asp 

or Human Rights Commission EEO 01272 Wellington 

	Around the Clock: Findings from the NZ Time Use Survey 1998-99, Statistics NZ/Ministry of Women's Affairs, 2001 May

	Human Rights Commission EEO 0157 Wellington

	Barriers to Women’s Career Progression: A Review of the Literature – Working paper no 6, Sue Loughlin, State Services Commission, 1999, Nov
	http://www.ssc.govt.nz/display/document.asp?NavID=117&DocID=4691  

	Breaking through the glass ceiling:  Women in management Update 04, ILO, 2004
	Human Rights Commission EEO 0049 Wellington

	Breastfeeding in the Workplace, Department of Labour, 2005 Jun
	http://www.ers.dol.govt.nz/publications/pdfs/breastfeeding.pdf 

	Collective Rights and Gender Issues:  A Māori Woman's Perspective, Annie Mikaere, 1999
	Human Rights Commission EEO 0162 Wellington

	Decent Work for Women, ILO, 2000
	http://www.ilo.ru/other/event/gendsp2k/decwork1.pdf  or gender@ilo.org

	Employers’ Guidelines for the Prevention of Pregnancy Discrimination, Human Rights Commission booklet, 2002 Aug
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/12-Jun-2005_20-16-44_Pregnancy.pdf 

	Enterprise Bargaining: A Manual for Women in the Workplace, Human Rights and Equal Opportunity Commission Australia, 1996
	Human Rights Commission, Wellington

	Equal Opportunity for Women in the Workplace,  Industry Verticals - Manufacturing, EOWA, 2005
	http://www.eowa.gov.au/Information_Centres/Resource_Centre/EOWA_Publications/Industry_Verticals/EOWA%20Manufacturing%20IV%202005.pdf 

or Human Rights Commission EEO 0160 Wellington

	Feminizing the Boardroom: A Study of the effects of Corporatization on the Number and status of Women Directors in NZ companies, Women in Management Review (Volume 11, Number 3),1996
	 Human Rights Commission EEO 0071 Wellington

	Gender and Academic Promotion:  A Case study of Massey University, NZ Council for Educational Research, 2004 Sept
	http://www.nzcer.org.nz/default.php?cPath=130_131&products_id=1190 

or Human Rights Commission EEO 0164 Wellington

	Gender Mainstreaming, Good Practices from the Asia Pacific Region, Heather Gibb, The North South Institute, Canada 2001
	Human Rights Commission – Auckland Library

	‘Girls can do anything?’:  Women & Apprenticeships, Nicky Murray, Vocational Educational Research Forum 2004 June
	Human Rights Commission EEO 0055 Wellington

	Girl Power:  Double Jeopardy or Diversity in Action Behind Boardroom Doors in NZ?, Women in Management Review (Volume 18 Number 7), 2003  
	Human Rights Commission EEO 0070 Wellington

	Global Employment Trends for Women 2004, ILO, 2004 Mar
	Human Rights Commission EEO 0179 Wellington

	How to Manage Maternity in the Workplace, UK Equal Opportunity Commission, updated 2005 28 April
	http://www.eoc.org.uk/Default.aspx?page=15639 

	ILO Gender Audit 2001-02, ILO, 2002 May

	Human Rights Commission, Wellington

	Māori Women in Focus, Te Puni Kokiri & the Ministry of Women’s Affairs, 1999 April
	http://www.mwa.govt.nz/news-and-pubs/publications/maori/maori-women-in-focus.html 

or Human Rights Commission, Wellington

	Māori, Pacific People's and Women's Participation in Electricity Supply Industry Training:  Making Progress, Electricity Supply Industry Training Organisation (ESITO), 2002
	Human Rights Commission EEO 0077 Wellington

	Modern Apprenticeships:  Training for the Boys?, Human Rights Commission, 2003 Nov
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/04-Aug-2005_22-49-02_Modern_Apprenticeships_Final_version-25Nov03.doc 

or Human Rights Commission EEO 0017 Wellington

	New Zealand Census of Women’s Participation in Governance and Professional Life (2004), Human Rights Commission and NZ Centre for Women and Leadership, 2004 June
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/11-Aug-2005_21-35-04_CensusofWomens_Participation.pdf 

or Human Rights Commission EEO 0066 Wellington 

	Opportunity Now.  Gender Equality in the Workplace, Opportunity Now – UK, 2003
	Human Rights Commission EEO 00452 Wellington

	Pregnancy Discrimination at Work – a Review, UK Equal Opportunity Commission, 2004 Feb
	Human Rights Commission EEO 0177 Wellington

	Pregnancy Discrimination at Work series: ‘A Qualitative Study’; ‘ A Survey of Employers’, ‘ A Survey of Women, Greater Expectations, UK Equal Opportunity Commission,2005
	http://www.eoc.org.uk/Default.aspx?page=14996&lang=en 

	Pregnancy Guidelines, The Australian Human Rights and Equal Opportunity Commission, 2001
	http://www.hreoc.gov.au/sex_discrimination/pregnancy/guidelines/download.html 

or Human Rights Commission, Auckland Library

	Report of the Gender Integration Audit of the New Zealand Defence Force, Clare Burton, Human Rights Commission and NZ Defence Force, 1998

	Human Rights Commission, Auckland Library

	Review of Progress in Gender Integration in the New Zealand Defence Force, Top Drawer Consultants, 2005 Oct
	Contact http://nzdf.mil.nz 

	Rhetoric Versus Reality: A Progressive Report on the Rise of Women’s Power in NZ, Judy McGregor, Massey University, 2002 Sept
	NZ Centre for Women and Leadership, Massey University

	Sticky Floors and Cement Ceilings:  Women in Non-Managerial Roles in the UK, Opportunity Now – UK, 2002 Feb
	Human Rights Commission EEO 0155-2 Wellington

	The Changing Fortunes of Legislating for Affirmative Action for Women in Australia, Valerie Braithwaite & Janine Bush, The Australian National University, 200?
	Human Rights Commission EEO 0124 Wellington

	The Right to Breastfeed, Human Rights Commission, 2005 Feb
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/04-Aug-2005_22-49-29_RighttoBreastfeed.pdf 

	Towards an Action Plan for NZ Women, Ministry of Women’s Affairs, 2002 Dec
	Human Rights Commission EEO  0142 Wellington

	Twenty-five years of Women in the NZ Armed Forces, NZ Armed Forces, 2002 
	Human Rights Commission EEO 0031 Wellington

	Why Women Leave Organisations and what Organisations are Doing About It (unbound copy), Top Drawer Consultants, 2006 
	Human Rights Commission, Wellington

	Woman 2 Woman:  NZ Women Share their Experiences of Career and Business, Westpac Bank, 2003
	Human Rights Commission EEO 0032 Wellington

	Women and Scientific Careers, Ministry of Research, Science and Technology, 2005 February 
	http://www.morst.govt.nz/uploadedfiles/Documents/Publications/research%20reports/Women%20and%20Scientific%20Careers%20Questionnaire%20with%20responses%20Feb%2005%20Final.pdf

	Women in Management Review (Volume 20 Numbers 1 & 2), 2005
	Human Rights Commission EEO 0150 Wellington

	Women in the Motor Trades, Patricia Keen, 2003 Oct
	Human Rights Commission EEO 0053 Wellington

	Women, Work and Human Rights pamphlet, Human Rights Commission, 2004 June 
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/09-Jun-2005_21-17-40_work_women_and_human_rights.pdf 

	Working Towards Pay and Employment Equity for Women – in Public Health, Public Education and Public Service, Department of Labour, 2006
	email: equity@dol.govt.nz

	Your Rights as an Older Woman pamphlet, Human Rights Commission, 2004 June
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/09-Jun-2005_21-19-25_your_rights_as_an_older_woman.pdf 

	Your Rights as a Breastfeeding Mother, Human Rights Commission, 2005 Dec
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/14-Dec-2005_16-09-38_breastfeeding_flyer_English.pdf 

	Video
	

	What's going on; 3 instances of racism and sexism, Video Aotearoa  Auckland, N.Z, Human Rights Commission  1989 
 
	Human Rights Commission, Auckland Library

	Website
	

	Equal Opportunity for Women in the Workplace Agency (EOWA)
	http://www.eowa.gov.au




Age

	Publication
	Available from:

	Age can Work:  The Case for Older Australians Staying in the Workforce, Business Council of Australia, 2003 April
	http://www.bca.com.au/content.asp?newsID=91720
Human Rights Commission EEO 0097 Wellington

	Age Chasm: Successfully Managing Age in Your Organisation, Drake International, 2005 February
	Human Rights Commission EEO 0154

	Age Discrimination: Mitigating Risk in the Workplace, P Thew, K Eastman and J Bourke, CCH Australia Limited, 2005
	www.cch.com.au

	Employment of Older Employees and Retirement, Human Rights Commission, 1998 Nov
	Human Rights Commission, Wellington

	Employment of the Older Worker, Massey University, 2001 Feb
	Human Rights Commission EEO 0008 Wellington

	Facing an Ageing Workforce, State Services Commission, 2004 Apr 
	http://www.ssc.govt.nz/display/document.asp?NavID=235&DocID=3896 

or Human Rights Commission EEO 0104 Wellington

	It's Time to Retire Retirement, Harvard Business online, 2006  January 
	http://harvardbusinessonline.hbsp.harvard.edu/b01/en/common/item_detail.jhtml;jsessionid=ELM0K1B1KSJ2QAKRG5DB5VQBKE12GISW?id=2912

	Lifeswork: Celebrating Older Workers in New Zealand, ed. Judy McGregor, Dunmore Publishing, 2005 
	Dunmore Publishing PO Box 25 080 Wellington books@dunmore.co.nz Ph: 04 4722705

	Local Government Human Resources Network Meeting: Staff Retirement Issues for Employers – “The Human Rights Act – New Obligations”, State Services Commission,1998 Sept
	Human Rights Commission, Wellington

	Maximising the Potential of Older Workers, Judith Davey, New Zealand Institute for Research on Ageing,  2003 Oct
	Human Rights Commission EEO 0016 Wellington

	Older Worker Employment Transition, Massey University, 2003 May
	http://www.hrc.co.nz/hrc/worddocs/Older%20Worker%20Employment%20Transition1.doc 

or Human Rights Commission EEO 0019 Wellington

	The Ageing Population:  Implications for the Australian Workforce, Hudson, 2004 August
	Human Rights Commission EEO 0096 Wellington

	Your Rights as an Older Woman pamphlet, Human Rights Commission, 2004 June
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/09-Jun-2005_21-19-25_your_rights_as_an_older_woman.pdf 


Sexual orientation and gender identity

	Publication
	Available from:

	Affirming Diversity: An Educational Resource on Gay, Lesbian and Bisexual Orientations, Auckland Education Unit, NZ Family Planning Association, 1994
	Human Rights Commission, Wellington

	LGBT Equality in the Workplace: A TUC Guide for Union Negotiators, TUC, 2006 March
	http://www.tuc.org.uk/equality/tuc-11663-f0.cfm

	Out of the Closet and into the Boardroom? Making the Most of the Skills and Talents of your Lesbian and Gay Staff,  EEO Practitioners’ Association, 1994 May
	Human Rights Commission, Wellington


Work/life

	Publication
	Available from:

	2005 National Study of Employers (NSE), Families At Work Institute USA, 2005
	http://familiesandwork.org/press/2005nserelease.html#nse  

	A 360 degree Review: Flexible Work Practices. Confronting Myths and Realities, Victorian Women Lawyers, 2005 November
	http://www.vwl.asn.au/


www.eeotrust.org.nz  admin@eeotrust.org.nz

	
	

	Around the Clock – Findings from the NZ Time Use Survey 1998-99, Statistics NZ/Ministry of Women's Affairs, 2001 May
	Human Rights Commission EEO Unit 0157 Wellington

	Babies and Bosses – Reconciling Work and Family Life, OECD 2004
	Human Rights Commission EEO 0143 Wellington

	Changing Times – the TUC Guide to Work-life Balance (online tools), UK Trades Union Congress UK, 2001
	http://www.tuc.org.uk/work_life/index.cfm?mins=377

	Combining Work and Eldercare:  A study of Employees in Two City Councils who Provide Informal Care for Older people, Judith Davey, NZIRA and DOL, 2004 Sept
	Human Rights Commission EEO 0178 Wellington

	Evaluation of the Implementation of Paid Parental Leave, Department of Labour and Gravitas Research and Strategy Ltd, 2003 Aug
	Human Rights Commission EEO 0149 Wellington

	Family-Friendly Working:  What a Performance!  An Analysis of the Relationship between the availability of Family-friendly Policies and Establishment performance, Helen Gray, Centre for Economic Performance, LSE, 2002 May
	http://ideas.repec.org/p/cep/cepdps/0529.html

	Fathers and Paid Work, EEO Trust, 2003
	http://www.eeotrust.org.nz/toolkits/fathers.cfm or admin@eeotrust.org.nz

	Holidays and Leave: An Employer’s Guide,  Department of Labour, 2004 Oct
	http://www.ers.dol.govt.nz/publications/pdfs/holidays_and_leave_employers_guide.pdf 

	How Time-flexible Work Policies Can Reduce Stress, Improve Health and Save Money, Diane Halpern, Journal of Stress and Health (Volume 21), 2005 
	www.interscience.wiley.com

	Its About Time! Union Guide to Work-Life Balance, Council of Trade Unions, 2004 Nov
	http://www.union.org.nz/policy/files/about_time.pdf 

	Maintaining the Balance: Managing Work/Life Balance,  2003
	Human Rights Commission EEO 0044 Wellington

	New Zealand Families Today, Ministry of Social Development, 2004 July
	http://www.msd.govt.nz/work-areas/families-whanau/nz-families-today.html 

or Human Rights Commission EEO 0095

	Parents and Paid Work, EEO Trust, 2005 Oct
	http://www.eeotrust.org.nz/content/docs/reports/EEO%20Trust%20Working%20and%20Parenting%20Report.doc 

or Human Rights Commission, Wellington

	Part-time Work and productivity 2004, EEO Trust research report, 2004 
	http://www.eeotrust.org.nz/research/index.cfm 

	Patterns of Family Formation & Change in NZ, Ministry of Social Development, 2004
	Human Rights Commission EEO 0111 Wellington

	Relationships and Paid Work, Website resource and PDF, EEO Trust 2004
	http://www.eeotrust.org.nz/toolkits/relationships.cfm or admin@eeotrust.org.nz

	Status Report on Workplace Flexibility: Who has it? Who wants it?,  Ellen Galinsky, James T. Bond and Jeffrey Hill, IBM, 2002
	http://familiesandwork.org/3w/research/status.html 

or Human Rights Commission EEO Wellington

	Striking the Balance: Women, Men, Work and Family – Discussion Paper 2005, Human Rights and Equal Opportunity Commission Australia, 2005
	http://www.humanrights.gov.au/sex_discrimination/strikingbalance/index.html 

	Time On, Time Out! Flexible Work Solutions to Keep Your Life In Balance, Susan Biggs and Kerry Fallon Horgan, Allen & Unwin, 1999
	Human Rights Commission, Wellington

	Time Use Data and Work-Life Policy Development, Paul Callister, Social Policy Journal of NZ, 2004 July
	Human Rights Commission EEO 0158 Wellington

	Using the Law to Support Work/Life Issues:  The Australian Experience, Juliet Bourke, 2004
	Human Rights Commission EEO 0139 Wellington

	When Work Works: A Status Report on Workplace Flexibility, IBM, April, 2004
	http://familiesandwork.org/3w/research/3w.html 

	Work & Family Directions – What New Zealand Champions are Doing, Steps to Success, Ministry of Women’s Affairs, NZ Employers’ Federation and Equal Employment Opportunities Trust, 1995

	Human Rights Commission EEO 0040-2 Wellington

	Work & Family: Steps to Success, Equal Opportunities Trust, 1996
	Human Rights Commission EEO 0035 Wellington

	Work-Life Balance: A Resource for the State Services, State Services Commission, 2005 Mar

	http://www.ssc.govt.nz/display/document.asp?DocID=4462 


Pay equity

	Publication
	Available from:

	Closing the Gap, NZ Council of Trade Unions, 1997
	Human Rights Commission EEO 0131 Wellington

	Equal Pay for Work of Equal Value:  Making Human Rights and Employment Rights Laws Work Together, Linda Hill, Ministry of Social Development, March 2004
	http://www.amazon.com/gp/product/B00082A8FM/102-2912451-9388954?v=glance&n=551440

	Equal Pay, Fair Pay - A Small Business guide to Effective Pay practices, UK Equal Opportunity Commission, 2003 Mar
	Human Rights Commission EEO 0128 Wellington

	Just Pay - The Report of the Equal Pay Task Force, UK Equal Opportunity Commission, 2001
	http://www.eoc.org.uk/PDF/just_pay_report.pdf 

or Human Rights Commission EEO 0132 Wellington

	Kingsmill Report, Denise Kingsmill, UK government, 2001 Dec

	http://www.womenandequalityunit.gov.uk/pay/kingsmill.htm 

or Human Rights Commission EEO 0161 Wellington 

	New Zealand Nurse and Midwife Pay – Backgrounder, New Zealand Nurses Organisation, 2003 March
	http://www.nzno.org.nz/Site/Campaigns/Fairpay/FairPay_Backgrounder.aspx 

or Human Rights Commission EEO 0087 Wellington

	Next Steps Towards Pay equity: Discussion Document, Ministry of Women’s Affairs, 2002 July 
	http://www.mwa.govt.nz/news-and-pubs/publications/pay-equity 

or Human Rights Commission EEO 0140 Wellington

	Next Steps Towards Pay equity: Submissions Report,Ministry of Women’s Affairs, 2003 May
	http://www.mwa.govt.nz/news-and-pubs/publications/pay-equity 

	Pay and Employment Equity in the Public Service and the Public Health and Public Education Sectors, Pay and Employment Equity Taskforce, 2004 Mar 
	http://www.ers.dol.govt.nz/about/TaskforceReport.pdf 

or Human Rights Commission EEO 0067 Wellington

	Pay Equity for Women, Ministry of Women’s Affairs, 2002 Sep
	Human Rights Commission EEO 0141 Wellington

	Principles for ‘A Robust Analysis of the Costs and Benefits’ with Respect to Options for Action Suggested by Projects for the Task Force on Pay and Employment Equity in the Public Service and Public Health and Education Sectors (unbound copy), Prue Hyman (for Pay Equity Task Force), 2005
	Human Rights Commission, Wellington

	Proposed Agreement on Modern Pay and Conditions for NHS Staff, NHS – Ministry of Health, 2003 Mar
	Human Rights Commission EEO 0086 Wellington

	Towards Employment Equity, Report of the Working Group on EEO and Equal Pay, 1988
	Human Rights Commission, Auckland Library

	Working Paper No. 15:  The Gender Pay Gap in the NZ Public Service, State Services Commission, 2002 July
	http://www.ssc.govt.nz/display/document.asp?NavID=117&DocID=4692 

or Human Rights Commission EEO 0167 Wellington

	Working Towards Pay and Employment Equity for Women for the Public Service, Public Health and Public Education Sectors, Department of Labour, 2005
	www.ers.dol.govt.nz

	Website
	

	Department of Labour Pay and Employment Equity Unit
	www.dol.govt.nz/services/payandemploymentequity   


Sexual harassment

	Publication
	Available from:

	Eliminating Sexual Harassment from the Workplace: A Training Package for Managers and Supervisors  (with video), Australian Human Rights and Equal Opportunity Commission, 1993
	Human Rights Commission, Auckland Library

	Fact Sheet 8: Sexual Harassment, Human Rights Commission, 2005 June
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/26-Jan-2006_17-04-13_Factsheet_08_Sexual_Harassment.doc 

	New Zealand Family Clearinghouse Newsletter: ‘Domestic Violence and Harassment Law –Training Kit Now Available’, University of Canterbury, 2005 Nov
	www.nzfvc.org.nz

	Preventing Sexual Harassment in Schools, Human Rights Commission, 1996
	Human Rights Commission, Auckland Library

	Safe and Sound: Preventing Harassment in NZ Workplaces, Top Drawer Consultants, 1998
	Human Rights Commission, Auckland Library

	Sexual Harassment in the Workplace, Human Rights Commission, 1991 
	Human Rights Commission, Auckland Library & Human Rights Commission, Wellington

	Sexual Harassment in the Workplace:  A Code of Practice for Employers, Human Rights and Equal Opportunity Commission, Australia, 2004 Mar
	http://www.hreoc.gov.au/sex_discrimination/code_practice/ 

or Human Rights Commission EEO 0075 Wellington

	Sexual Harassment in the Workplace: The PSA Response, Anne McKinnon for the NZPSA, 1991
	Human Rights Commission, Auckland Library

	Sexual Harassment: A Code of Practice, Australian Human Rights and Equal Opportunity Commission, 1996
	Human Rights Commission, Auckland Library

	Workplace bullying and harassment: A toolbox for managers and supervisors. Olsen, Hadyn. (2005).This book defines workplace bullying and harassment, legal responsibilities, effects on organisations and control measures. Publisher CCH NZ limited, ISBN 08-6475635-6.
	http://www.cch.co.nz/catalogue/books/bookdetail.asp?code=1086 

	Videos
	

	Birds – Sexual Harassment, UK, Written and directed by Griff Rhys Jones,  U.K. :  Playback Training Films, 1988
	Human Rights Commission, Auckland Library

	Countering Sexual Harassment [video]   Legal Resources Board, Wellington N.Z., 1996
	Human Rights Commission, Auckland Library

	Eliminating Sexual Harassment from the Workplace: A Training Package for Managers and Supervisors  (with video), Australian Human Rights and Equal Opportunity Commission, 1991
	Human Rights Commission, Auckland Library

	Understanding the Law, Countering Sexual Harassment Legal Resources Board, Wellington N.Z., 1996
	Human Rights Commission, Auckland Library

	Whakatautoro :  a Human Rights Commission  Komihana  Tikanga Tangata  video, Outer Focus Productions,  N.Z Human Rights Commission, 1990
	Human Rights Commission, Auckland Library


Bullying/Safety

	Publication
	Available from:

	Creating a Positive Work Environment:  Respect and Safety in the Public Service Workplace, State Services Commission, 2003 June
	http://www.ssc.govt.nz/display/document.asp?NavID=237&DocID=3296 

or Human Rights Commission EEO 0005 Wellington

	Dealing with Bullying in the Workplace, Anna Fitzgibbon, LawWorks, 2004
	Human Rights Commission EEO 0152 Wellington

	Fact Sheet 16: Harassment, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/26-Jan-2006_17-05-19_Factsheet_16_Harassment_.doc

	Workplace bullying and harassment: A toolbox for managers and supervisors. Olsen, Hadyn. (2005).This book defines workplace bullying and harassment, legal responsibilities, effects on organisations and control measures. Publisher CCH NZ limited, ISBN 08-6475635-6.
	http://www.cch.co.nz/catalogue/books/bookdetail.asp?code=1086 

	Website
	

	The Dignity at Work Partnership
	www.dignityatwork.org/ 

	Workplaces Against Violence in Employment website, set up to help employers deal with violence in the workplace
	http://www.wave.org.nz/


General EEO and diversity

	Publication
	Available from:

	Affirmative Action – The US Experience & Implications for NZ, Richard Epstein, New Zealand Business Roundtable 2005 Mar
	http://www.nzbr.org.nz/documents/publications/publications-2005/epstein_affirmative.pdf 

or Human Rights Commission EEO 0144 Wellington

	Affirmative Action in Antidiscrimination Law and Policy, State University of New York Press, 2002 
	Human Rights Commission EEO 0036 Wellington

	Collective Bargaining under the Employment Relations Act 2000: What Good Faith Is, Pitfalls to Avoid, Practical Examples, Department of Labour, 2005 June
	www.ers.dol.govt.nz

	Critical Analysis of Critiques of Diversity Management, John Wrench, University of Southern Denmark, 2002
	Human Rights Commission, Auckland Library

	Diversity is Moving – Annual Review 2003, Council for Equal Opportunity in Employment Ltd, 2003
	Human Rights Commission EEO 0076 Wellington

	Diversity Means Business Volume 2, Diversity@work, 2005 Nov
	http://www.diversityatwork.com.au/research/publications/diversity_means_business_volume_2.cfm  or solutions@diversityatwork.com.au  

	Drivers and Contexts of Equal Employment Opportunity and Diversity Action in Australian Organisations, Sara Charlesworth, Philippa Hall, Belinda Probert: RMIT Publishing, 2005 July
	www.informit.com.au/library/    
or info@rmitpublishing.com.au 

	EEO Policy to 2010, Future Directions of EEO in the NZ Public Service, State Services Commission, last updated 1 August 2002
	http://www.ssc.govt.nz/display/document.asp?DocID=2986 

or Human Rights Commission, Auckland Library

	EEO Progress in the Public Service 2000-2004 The Data Stories, State Services Commission, 2005 June
	http://www.ssc.govt.nz/display/document.asp?NavID=121&DocID=4608 

or Human Rights Commission EEO 0165 Wellington

	EEO Progress in the Public Service as at 30 June 2001, State Services Commission, 2002 Mar
	http://www.ssc.govt.nz/display/document.asp?NavID=236&DocID=2869 

or Human Rights Commission EEO 0098 Wellington

	EEO Progress in the Public Service with special focus on Māori:  2003 Report, State Services Commission, 2003 June
	http://www.ssc.govt.nz/display/document.asp?NavID=127&DocID=3299 

or Human Rights Commission EEO 0007, Wellington

	EEO Trust Diversity Survey Report 2005 – Foreword and Executive Summary, EEO Trust, 2005
	http://www.eeotrust.org.nz/content/docs/reports/Diversity%20Survey%202005%20Report.pdf 

or Human Rights Commission, Wellington

	Equal Employment Opportunities Kit for Law Firms, Auckland District Law Society, 1990
	Human Rights Commission, Auckland Library

	Equal Employment Opportunities, Part 1: An Introduction, Part 2: What the Law Says, Auckland District Law Society 1990
	Human Rights Commission, Auckland Library

	Equal Opportunities - Annual Reports Summary 2003, University of Auckland, 2003
	http://www.eo.auckland.ac.nz/docs/C%20Report%20-%20EO%20Report%202003%20FINAL.pdf 

or Human Rights Commission EEO 0122 Wellington

	Equal Opportunities - Annual Reports Summary, University of Auckland, 2001
	Human Rights Commission, Auckland Library

	Equal Opportunities Progress Report, NZ Defence Force, 2002 June
	Human Rights Commission, Auckland Library

	Fact Sheet 7: Discrimination in Employment, Human Rights Commission, 2005 June
	http://www.hrc.co.nz/hrc_new/hrc/cms/files/documents/26-Jan-2006_17-04-03_Factsheet_07_Discrimination_in_Employment.doc 

	Framework For the Future:  Equal Employment Opportunities in NZ (Summary Edition), Human Rights Commission, 2004 June
	Human Rights Commission EEO 0064 Wellington or www.hrc.co.nz/eeo

	Framework For the Future:  Equal Employment Opportunities in NZ (Full Report), Human Rights Commission, 2004 June 
	http://www.hrc.co.nz/home/hrc/abouthumanrights/aboutthehumanrightscommission/eeounit/eeounit.php
or Human Rights Commission EEO 0065 Wellington

	Guidance for Designing Needs-based Policies and Programmes, State Services Commission, 2005 Aug
	http://www.ssc.govt.nz/display/document.asp?NavID=82&DocID=4936 

	Human Resource Capability Survey of Public Service Departments as at 30 June 2002, State Services Commission, 2002 Nov
	http://www.ssc.govt.nz/display/document.asp?NavID=124&DocID=3938 

	Human Resource Capability Survey of Public Service Departments as at 30 June 2003, State Services Commission, 2003 Nov
	http://www.ssc.govt.nz/display/document.asp?NavID=124&DocID=3937 

	Human Resource Capability Survey of Public Service Departments as at 30 June 2004, State Services Commission, 2004 Nov
	http://www.ssc.govt.nz/display/document.asp?NavID=124&DocID=4759 

	Human Resource Capability Survey of Public Service Departments as at 30 June 2005, State Services Commission, 2005 Nov
	http://www.ssc.govt.nz/display/document.asp?NavID=124&DocID=5041 

	Human Resource Guidance – EEO Data in the Public Service,  State Services Commission, 2001 Dec
	http://www.ssc.govt.nz/display/document.asp?NavID=82&DocID=2882 

or Human Rights Commission EEO 0118 Wellington

	Making Human Rights Work: A Training Resource for the Public Sector, Human Rights Commission and Race Relations, 2002
	Human Rights Commission, Wellington

	Making Human Rights Work: An Introductory Workshop for Public Sector Employees, Human Rights Commission, 2002 Apr
	Human Rights Commission, Wellington

	Making Human Rights Work: Participants’ Handbook, Human Rights Commission, 2002 Apr
	Human Rights Commission, Wellington

	Making the Link: Affirmative Action and Employment Relations, CCH Australia Limited, 2005
	www.cch.com.au

	Making the Most of a Diverse Workforce: An Employers’ Guide to EEO, EEO Trust, 1998
	Human Rights Commission, Auckland Library

	Managing to be Fair: Human Rights and Public Service Employment, State Services Commission,1998 May
	Human Rights Commission, Wellington

	Monitoring EEO Effectively, Margaret Hobbs and Frances Sutton (Health Services EEO Development Unit),1991
	Human Rights Commission, Auckland Library

	NEON: Bimonthly Newsletter of the National Equal Opportunity Network, Human Rights Commission EEO Unit, 2005 
	http://www.hrc.co.nz/home/hrc/abouthumanrights/aboutthehumanrightscommission/eeounit/neonnewsletter.php  or  www.neon.org.nz 

	Using Mediation Services Effectively, Department of Labour, 2004 Dec
	http://www.govt.nz/record?recordid=6000 

	Occasional Paper No. 24: EEO Outcomes in the Public Service, State Services Commission, 2001 Aug 
	http://www.ssc.govt.nz/display/document.asp?NavID=127&DocID=4468 

or Human Rights Commission EEO 0102 Wellington

	Occupational segregation – Working Paper Series No.15, Institute for Employment Studies, 2004 May
	Human Rights Commission EEO 0110 Wellington

	The NZ Action Plan for Human Rights, Human Rights Commission, 2005 Feb
	http://www.hrc.co.nz/index.php?p=34438 

or Human Rights Commission EEO 0115 Wellington 

	People Matters: Best Practice Solutions for Employment Today, Brookers, 2005

	$49.50 a copy from Brookers http://www.brookers.co.nz/whatsnew/about_people matters.asp 

	Strengthening Equal Employment Opportunity: A Focus on Outcomes for EEO Practitioners, Office of the Director of Equal Opportunity in Public Employment, Sydney, 1998
	Human Rights Commission EEO 0039 Wellington

	The Emerging Agenda:  EEO in the NZ Public Service, State Services Commission,2003 Jan
	http://www.ssc.govt.nz/display/document.asp?NavID=236&DocID=2918 

or Human Rights Commission EEO 0100 Wellington

	The Employment Report for Mana ki te Tangata - NZ Action Plan for Human Rights, Human Rights Commission, 2004 Aug
	Human Rights Commission EEO 0120 Wellington

	The Right to Work Report for Mana ki te Tangata - NZ Action Plan for Human Rights, Human Rights Commission, 2004 August
	Human Rights Commission EEO 0105 Wellington

	Time for Equality at Work, ILO, 2003
	Human Rights Commission EEO 0029 Wellington

	Tools for Tapping into Talent, EEO Trust & Recruitment and Consulting Services Association, 2005
	http://www.eeotrust.org.nz/toolkits/talent.cfm 

	Videos
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	Human Rights Commission, Auckland Library
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	Human Rights Commission, Auckland Library
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or Human Rights Commission EEO 0001 Wellington
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	Employer of Choice, Department of Labour, 2003 Sept 
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	Leadership in the New Economy – Lessons from Biotechnology Companies, David Tweed & Judy McGregor, Massey University, 2003 
	Human Rights Commission EEO 0130 Wellington

	NZ Economic Growth, The Treasury, 2004 Apr
	Human Rights Commission EEO 0114 Wellington

	University Graduate Destinations 2003, New Zealand Vice Chancellors' Committee, 2003 Dec
	Human Rights Commission EEO 0048 Wellington

	University Graduate Destinations 2004 – Report for the year ended Dec 31 2003, NZ Vice Chancellors Committee, 2004 Dec
	Human Rights Commission EEO 0145 Wellington

	The 21st Century at Work – Forces Shaping the Future Workforce & Workplace in the US,  Lynn A Karoly ,  The Rand Corporation, 2004
	http://www.rand.org/pubs/monographs/MG164/index.html  or Human Rights Commission EEO 0057 Wellington

	Work Trends:  How Work is Changing in New Zealand, Department of Labour, 2003 Aug
	Human Rights Commission EEO 0034 Wellington

	People Power – Successful Diversity at Work, Department of Labour, 2004 Aug
	http://www.dol.govt.nz/publications/general/gen-peoplepower.asp 
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	Human Rights Commission EEO 0058 Wellington
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	http://www.sev.prnewswire.com/null/20051208/PHTH01608122005-1.html 

	Tools for Tapping into Talent, EEO Trust & Recruitment and Consulting Services Association, 2005
	http://www.eeotrust.org.nz/toolkits/talent.cfm 
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	http://www.unlimited.co.nz/unlimited.nsf/default/D6A2E9D299456B4FCC256FBE0078E441 

	The Business of Diversity:  How Organisations in the Public and Private Sectors are Integrating Equality and Diversity to Enhance Business Performance, Schneider Ross, 2002 June
	Human Rights Commission EEO 0156 Wellington

	The Economic Effects of Human Rights, Lorenz Blume and Stefan Voigt, University of Kassel, Institute of Economics, 2004 Dec

	http://www.ideas.repec.org/p/kas/wpaper/2004-66.html 

	Versatile Workplace Business Success: Maximise your Business Potential with a Diverse Workforce, (brochure) EEO Trust, 2005 
	http://www.eeotrust.org.nz/content/docs/information/Versatile%20Workplace%20%2D%20business%20success.pdf  or email: admin@eeotrust.org.nz

	Voices from Management, The National Centre for Workplace Literacy and Language, 2002 Dec
	http://www.workbase.org.nz/Article.aspx?ID=134 

	What is the Value of a Company? IBM Corporate Responsibility Report, IBM, 2002
	http://www.IBM.COM/IBM/Responsibility  or http://www.ibm.com/ibm/responsibility/index-old.shtml 

	What Makes a Leader?, Daniel Goleman, Harvard Business Review, 1998
	Human Rights Commission EEO  Wellington

	Winning Workplaces, Dept of Employment and Workplace Relations, Australia, 2004
	http://www.workplace.gov.au/NR/rdonlyres/960AC8A2-29F5-486F-98A0-C89E3D5FE2E0/0/WFAWinningWorkplaces2004.pdf 
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	EEO is Good Business, 1986
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Discrimination/Law
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	Available from:

	A Discussion Paper On The Definition Of Discrimination For The Purpose Of Section 19 Of The NZ Bill Of Rights Act 1990, Catherine Rodgers-Smith, 2003 Nov
	Human Rights Commission EEO 0169 Wellington

	Collective Bargaining under the Employment Relations Act 2000: What Good Faith Is, Pitfalls to Avoid, Practical Examples, Department of Labour, 2005 June
	Www.ers.dol.govt.nz 

	Damages and Human Rights, Carol Harlow, draft paper, 2004 Apr
	Human Rights Commission EEO 0054 Wellington

	Developing a taste for not being discriminated against Mary Anne Case, The Law School, University of Chicago, 2003 Mar
	Human Rights Commission EEO 0173 Wellington

	Equal Employment Opportunities Part 1: An Introduction, Part 2: What the Law Says, District Law Society, 1990
	Human Rights Commission, Auckland Library

	Extending the scope of Employment Equality Legislation, Department of Justice, Ireland, 2004
	http://www.justice.ie/80256E010039C5AF/vWeb/pcJUSQ64FL2H-en 

or Human Rights Commission EEO 0116 Wellington

	Fact Sheet 1: Welcome, Human Rights Commission, 2005 June
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 3: Prohibited Grounds of Discrimination, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 5: Discrimination by the Private Sector, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 6: Discriminatory Laws, Human Rights Commission, 2005 June
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 7: Discrimination in Employment, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 9: Racial Harassment, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 11: Advertising,  Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 12: Victimisation, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 14: Choice of Procedures, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 15: Changes to Human Rights in New Zealand, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	Fact Sheet 16: Harassment, Human Rights Commission, 2005 Jun
	http://www.hrc.co.nz/home/hrc/resources/factsheets.php 

	General Comment no 16(2005) The Equal Right of Men and Women to the Enjoyment of all Economic, Social and Cultural Rights (Art. 3 of the International Covenant on Economic Social and Cultural Rights), Economic and Social Council, 2005
	http://www.unhchr.ch/tbs/doc.nsf/(Symbol)/7c6dc1dee6268e32c125708f0050dbf6?Opendocument
or Human Rights Commission, Auckland Library

	Race for Business Guidelines: Preventing Racial Discrimination in the Workplace – Advice for Employers, Race Discrimination Commissioner NSW, 2001
	Human Rights Commission, Wellington

	The Non-Discrimination Standards for Government and the Public Sector, Ministry of Justice, 2002 Mar
	http://www.justice.govt.nz/pubs/reports/2002/discrimination-standards/index.html 

or Human Rights Commission EEO 0028 Wellington

	UN Human Rights Norms for Business:  Briefing Kit, International Network for Economics, Social & Cultural Rights, 2005 Jan 
	http://www.escr-net.org/GeneralDocs/Briefing_Kit_En.pdf 

or Human Rights Commission EEO 0147 Wellington

	Your Minimum Employment Rights, Department of Labour, 2004 Dec
	http://www.ers.dol.govt.nz/publications/pdfs/DL_emp_rights_ENG.pdf 
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	Available from:

	Career Progression and Development Survey, 2000: Results for the NZ Public, Service State Services Commission, 2002
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	Labour Market & Employment Strategy: Better Work, Working Better, Department of Labour, 2005 Oct
	http://www.dol.govt.nz/PDFs/better-work.pdf
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	Tools for Tapping into Talent, EEO Trust & Recruitment and Consulting Services Association, 2005
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�Making Work-life Balance Happen   � HYPERLINK "http://www.ssc.govt.nz/display/site_search.asp?p=1&qry=Making+Work-life+Balance+Happen+&sortby=rank&x=18&y=9" ��http://www.ssc.govt.nz/display/site_search.asp?p=1&qry=Making+Work-life+Balance+Happen+&sortby=rank&x=18&y=9� 


� Demos is working with the Public Services Association, to examine the future for New Zealand's public services. They are examining emerging approaches to public service delivery from across the globe to understand what a new wave of reform might look like, and to examine how unions can take a proactive role in helping their members adapt and thrive in the future. For more information  e-mail � HYPERLINK "mailto:simon.parker@demos.co.uk" �simon.parker@demos.co.uk� or call 0207 367 4200


� This document can be accessed at � HYPERLINK "http://www.ilo.org/public/english/dialogue/sector/papers/health/socdial_health.pdf" ��http://www.ilo.org/public/english/dialogue/sector/papers/health/socdial_health.pdf�  





� Ibid


� Ibid


� Ibid


� Capability means ‘What an organisation needs in terms of access to leadership, people, culture, relationships, processes and technology, physical assets, and structures to efficiently deliver the goods and services required to achieve the results sought by the entity - whether those results are set by reference to Government policy or by statute’. (Guidance and Requirements for Crown entities Preparing the 2006/07 Statement of Intent. Developed by the Treasury and the State Services Commission in consultation with the Department of Prime Minister and Cabinet, September 2005)


� Crown Entities Act section 141(1)(e)) How the entity proposes to manage the organisational health and capability of the entity


� Guidance and Requirements for Crown entities Preparing the 2006/07 Statement of Intent. Developed by the Treasury and the State Services Commission in consultation with the Department of Prime Minister and Cabinet, September 2005


� Ibid


� Ibid


� Ibid


� Ibid


� Ibid


� Ibid


� See section 118 (1) (b) of the Crown Entities Act 2004


� Guidance and Requirements for Crown entities Preparing the 2006/07 Statement of Intent. Developed by the Treasury and the State Services Commission in consultation with the Department of Prime Minister and Cabinet, September 2005








PAGE  
5

[image: image4.png]1 2
Establish your | Analyse your workplace

workplace profile profile and each
Employment Element

6

Plan actions
for the future

5

Evaluate the
effectiveness
of actions and
outcomes

3

Identify and

prioritise the
issues and develop
aplan of action

Tt

d participation of
aff and th

4

Take action
to address
priority issues

ety



