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Ara Poutama Aotearoa / Department of Corrections 
is proud to present our third Gender Pay Gap Action 
Plan, Kia Toipoto. This report is a celebration of our 
steady progress towards improved equity for all. 
There is also acknowledgement that we still have 
work ahead of us, as we hear from our staff and union 
delegates, on what is important to them. 

We are committed to creating an inclusive workplace. 
An environment where everyone feels safe, valued, 
respected, and has equitable opportunities to reach 
their full potential.

Our strategy, Hōkai Rangi 2019-2024, outlines our 
commitment to improving outcomes with, and for, 
Māori. It was developed with Māori and incorporates a 
Te Ao Māori worldview. At the heart of Hōkai Rangi is 
the concept of wellbeing for all our people, including 
our staff, people we manage, their whānau, victims 
and our communities.

“Kotahi anō te kaupapa: ko te oranga o te iwi”

There is only one purpose to our work: the wellness 
and the wellbeing of people.

The purpose of this report is to provide an update 
on Corrections’ Gender Pay Gap Action Plan for  
2022 - 23.

This document uses different data ranges, and these 
are stated alongside the data and commentary. 

Alignment between the Kia Toipoto 
priorities, our strategy and purpose
Corrections is committed to creating an inclusive 
workplace. An environment where everyone 
feels safe, valued, respected, and has equitable 
opportunities to reach their full potential. This work is 
aligned to our values.

Kia Toipoto: Gender Pay Gap Action  Plan 2022 - 2023

Introduction

Wairua (Spirituality): 
We are unified and focused in our efforts

Manaaki (Respect): 
We care for and respect everyone

Kaitiaki (Guardianship): 
We are responsive and responsible

Rangatira (Leadership): 
We demonstrate leadership
and are accountable

Whānau (Relationships): 
We develop supportive relationships
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2. Totals equal more than 100 percent as staff may identify with multiple ethnicities.
3.   At 30 June 2022 Public Service Workforce data

Our strategy, Hōkai Rangi 2019-2024, outlines our 
commitment to improve outcomes with, and for, 
Māori. It was developed with Māori and incorporates a 
Te Ao Māori worldview. At the heart of Hōkai Rangi is 
the concept of wellbeing for all our people, including 
our staff, people we manage, their whānau, victims 
and our communities. 

“Kotahi anō te kaupapa: ko te oranga o te iwi” - There 
is only one purpose to our work: the wellness and the 
wellbeing of people.

Hōkai Rangi is a transformational strategy identifying 
changes that are needed now, alongside long-term 
intergenerational changes. This strategy provides 
a strong purpose for our people, those who choose 
to join our journey, and those who stay to guide our 
journey. We cannot achieve Hōkai Rangi without 
innovation, new ways of working, and thinking. Our 
staff diversity brings this strength, along with access 
to new ideas, skills, experience, and perspectives. 

Here is a snapshot of some aspects of our diversity at 
30 June 2022.

4.4%
staff who identify as
having a disability50.7% 49.2%

0.1%

women men

gender 
diverse

67.7%

2.3% Other2

21.6% Māori

European

11.3% Asian

13.4% Pacific peoples

Tō Tātou Haerenga / 
Our Inclusion and Diversity Journey
Our focus on inclusion and diversity began in 2017, 
with a significant project over two years to reduce the 
gender pay gap, we became aware of.  This approach 
focused on a range of factors which included;

• a review of career breaks and transitions

• remuneration

• leave policies and 

• wider organisational engagement. 

As a part of this work, considerable research and 
analysis was conducted to understand causes of the 
gender pay gap across Corrections and to reduce 
their impact. The 2017-2019 targeted approach 
resulted in a significant reduction to our GPG from 
2% in 2008, to our current average gender pay gap of 
0%. It should be noted that our average gender pay 
gap continues to be significantly lower than the public 
service average of 7.7%3

We are proud of our work and continue to work 
with our unions and within the public service pay 
restraints, to review and improve outcomes for 
individuals. It is important that all our people are 
employed under fair and equitable conditions that are 
bias free. 
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Another component of our inclusion and diversity 
uplift was the establishment of our I&D Council in 
2018. This is an active council that meets monthly, 
has a breadth of diversity in its membership, includes 
union delegates, and is chaired by an ELT member. 
The Council’s role is to champion and encourage 
inclusion and diversity initiatives nationally. Members 
champion inclusion locally and within their roles. 
The Council membership raises awareness of 
opportunities and barriers, to providing a safe and 
positive workplace for all our people. Our members 
are all passionate about the wellbeing of our people 
and are strong role models for inclusion and diversity. 

A refresh of the I&D Council membership and 
structure is underway to enable the passion of 
members, to accelerate organisational change. This 
will be achieved by improving line of sight, and work 
stream accountability, for the uplift of inclusion, 
equity, and diversity through all aspects of our work. 
The new way of working will be staying strongly 
connected to the Voice of our People (Regional I&D 
Champion Groups, union insights, the voice of Māori, 
our ELNs, Shaping Corrections4  and Te Taunaki5 ).  

Organisationally, a refreshed focus on the capability of 
our people is progressing. This has and is, delivering 
new roles to increase capacity, support new ways of 
working, and a fresh look at our employee lifecycle. 
This provides greater opportunities for inclusion, 
equity, and diversity to be interwoven through the 
way we work. Over time, this will ensure we can keep 
improving the work environment for staff, whānau, 
and our stakeholders.

4.  Department six monthly staff engagement survey
5.  Public Service Diversity Census 2021 completed by 5,340 Corrections staff
6.  Annual Report Ara Poutama Aotearoa 2021-2022

Our Organisational Context
At 30 June 2022, we had 9,694 full-time, part-time, 
and casual staff.  The vast majority of our staff are 
employed under one of our collective employment 
agreements. We continue to value and work with 
our unions, to support the wellbeing of our staff, and 
identify areas for improvement. We work with the 
Corrections Association of New Zealand (CANZ), the 
Public Service Association (PSA), the New Zealand 
Nurses Association (NZNO), and the National Union 
of Public Employees (NUPE).

In broad terms, we have three different working 
environments. Firstly, the custodial environment 
where staff are involved in the 24/7 management of 
prisoners. Secondly, the community-based roles with 
mainly case management and probation focused 
roles. Finally, we have our corporate environments 
which include staff in our national and regional hubs.  

This means we cannot take a ‘one size fits all’ 
approach but need to work with all parties, to achieve 
appropriate solutions. It also means that different 
regions, work environments, and teams are at 
different stages of their people journey. Each region 
has its own People Plan that links to the national 
People Plan. Each of these enables our Hōkai Rangi 
strategy and guides us in enhancing our workplace 
environment.  

“There is no doubt COVID-19 had a significant effect 
on some of our operations. But over the year I was 
continually impressed by the ways our people were 
able to adjust to changing situations in environments 
that were tumultuous. Often this meant creating 
local solutions in an extensive and complex network, 
something that is being encouraged as it held 
Corrections in good stead through the year.” Jeremy 
Lightfoot, Secretary for Corrections and Chief 
Executive.6
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Our approach
We acknowledge that the identified legislation, public 
service strategies, commitments and action plans 
below are all important levers for change and will 
continue to actively work on all of these.

• Māori Crown relations / Treaty of Waitangi

• Public Service Act 2020: Section 75

• Whāinga Amorangi

• Kia Toipoto - Gender Pay Gap Action Plan

• Papa Pounamu

• NZ Disability Strategy 2016-2026

• Positive and Safe Workplaces

• Inclusion and our Rainbow community  

We refer to the range of guidance and resources 
developed by the Equal Pay Taskforce and Public 
Service Commission. Our national and regional 
People Plans are aligned to achieving the public 
service-wide milestones across the range of 
inclusion, equity, and diversity (I, E & D) factors. 

During 2022, we have placed and recruited a Senior 
Advisor I&D into each region. These roles work 
closely with their people leaders to support the public 
service / national alignment and integration of I, E & 
D into the way we work.

Te Pono / Transparency
This published action plan fulfils the first of the 
transparency requirements. More information can be 
found in our Annual Reports.

HR and remuneration policies and frameworks are 
published on the staff accessed Intranet. All union 
collective agreements are on the intranet and contain 
the relevant salary scales. All roles are advertised 
with salary range or midpoint information to increase 
transparency.

It is acknowledged that we need to work in closer 
collaboration with the unions on this plan in 
the future and will be exploring more regular 
engagements. 

Ngā Hua Tōkeke mō te Utu / 
Equitable Pay Outcomes
Union collectives
Staff employed in positions that are covered by 
collective employment agreements are all employed 
on step-based pay systems.  The starting step on 
appointment to those positions is the first step on the 
relevant pay scale, which reduces the discretionary 
element for hiring managers in starting salary.  

For most roles, progression to the next step in the 
pay system is based on completion of competency 
requirements, or NCEA qualifications.  

In early 2022, with the ratification of the Frontline 
Manager’s Agreement, a competency-based step pay 
system was introduced into that collective agreement, 
which will further reduce bias in appointment and 
pay progression for staff employed in those frontline 
manager positions.

7.    Note: these figures come from our HR data, which is collected at various points in our practice and employee life cycle and not at a regular fixed point in time. 
8.    At 30 June 2022 Public Service Workforce data
9.    https://www.publicservice.govt.nz/research-and-data/workforce-data-diversity-and-inclusion/workforce-data-gender-representation-in-the-public-service/
10.  Median salary is the middle amount of pay earned – half the employees earn less, and half earn more than the median amount.
11.  Average (mean) salary is the sum of all salary, divided by the number of the people earning that salary.

https://www.corrections.govt.nz/resources/strategic_reports/annual-reports
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Our Gender and Gender Pay Update 
At 30 June 2022, our staff numbers by gender are; 
50.7% female, 49.2% male staff and 0.1% gender 
diverse7. Genders across the public service are; 
62.1% female and 37.3% male8.  Information from the 
Public Service Census / Te Taunaki shows that those 
with another or multiple genders make up 0.5% of the 
public service workforce9.

As noted previously, Corrections  has a -5.8% 
median10 gender pay gap and 0% average11 gender 
pay gap for all staff at 30 June 2022. It should be 
noted that our average gender pay gap continues to 
be significantly lower than the public service average 
of 7.7%12

The starting salaries gap for all roles between males 
and females has reduced from 1.6% in 1 July 2020 – 
30 June 2021 to 1.2% in 1 July 2021 – 30 June 2022 
[see appendix for table].

It is noted that we have two pay equity claims that 
have been raised. one claim is for psychologists, 
and the other is for probations officers and senior 
practitioners. in addition, we are a party to the pay 
equity claim raised for administration and clerical 
workers across 43 public sector agencies.

Note: the percentages exceed 100% as people can identify with 
more than one ethnicity.

*As at 30 June 2022, 30 June 2021, and 30 June 2020 respectively. 
These figures are our averages and they are calculated as the 
difference between the average salary for an ethnic group and the 
average salary for all those not in that ethnic group, expressed as a 
percentage of the average salary of those not in the ethnic group.

The average pay gap has reduced year on year for our 
Māori and Asian staff. As at June 2022 we have seen 
an increase in the gap for our Pasifika and Middle 
Eastern, Latin American, African (MELAA) staff, and 
reviewing this gap will be part of our ongoing wider 
gender and ethnic pay gap work.  

Whilst Corrections recognises that there is still work 
to do in lowering its gender and ethnic pay gap, it is 
acknowledged that our gender and ethnic pay gap is, 
in the main, reducing.

12.  At 30 June 2022 Public Service Workforce data
13.  Middle Eastern Latin American African

3.1%

3.5%

4.7%

11.7%

10.9%

10.8%

5.7%

5.8%

6.2%

2.9%

2.2%

4.5%

MELAA13Māori AsianPacific

2022*

2021*

2020*

Our Ethnic pay gap update
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Diversity Tier 1-3

Te whai kanohi Ii ngā taumata katoa / 
Leadership and Representation 
The realignment of the People and Capability Team in 
2021 was to enable the Hōkai Rangi Strategy through 
increased capacity, and commitment to our people. 
A component of this work is to progress a Workforce 
Planning Strategy with our senior leadership. This 
will enable our future people needs and ensure 
diverse representation in our leadership teams.

Ethnicity Tier 1-3

Note: the percentages exceed 100% as people can identify with 
more than one ethnicity.

*As at 30 June 2022 and 30 June 2021 respectively. 
** At 30 June 2022 Public Service Workforce data.

It is pleasing to see the lift in leadership numbers for 
all non-European team members over this period. 
Our gender leadership balance is aligned to the 
public service averages.

 14.  Middle Eastern Latin American African

MELAA14

Māori Male

2022* 2022*2021* 2021*Public Service
2022**

Public Service
2022**

European Female

Asian Disability

Pacific
Other/
Gender 
diverse

92.5% 55.6%

18.9% 44.4%

0.0%

80.2% 55.8%

14.5% 43.9%

95.9% 56%

18.4% 44%

0.0%

5.7% 0.0%

3.8% 4.0%

5.1% N/A

3.0% N/A

0.8%

2.0% 0.0%

2.0% 4.2%
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Te Ao Māori equity factors within 
specific workstreams underway
Through Hōkai Rangi 2019-2024, our intercultural, 
values and Whāinga Amorangi workplans, we are 
making specific progress in several equity and 
success factors for Māori. A new 3–5-year strategic 
approach to cultural capability uplift for the whole 
of the organisation, is in its early stages. Alongside 
promoting Te Reo Māori and Te Ao Māori skills and 
knowledge, the approach will include intercultural 
awareness and communication elements to ensure 
an inclusive approach where diversity in all its forms 
can be explored This will bring together related 
cultural capability priorities for organisational and 
public service progress. 

Two developing workstreams are: 

• Improving Justice Sector collaboration 
and alignment across Whāinga Amorangi 
implementation

• Our contribution to the Ministry of Justice led, 
National Action Plan Against Racism 

While cultural capability must focus on Māori 
Crown Relationships, intercultural and values-led 
capability round out this work. This is the competency 
framework we are currently focused on.

Mairangatia is a hub or platform that houses all 
its learning programmes in cultural capability, 
intercultural competence, and unconscious bias. 
Mairangatia means to raise or elevate. This refers to 
our commitment to uplifting staff cultural capability. 
It will be released in early 2023, with the intention 
of building our library to include the six competency 
areas of Te Arawhiti’s Te Ao Māori Capability 
framework, Whāinga Amorangi.

Kia Toipoto will ensure that Māori:

• have career paths that empower them to achieve 
their career aspirations

Please review the content of the Effective Careers 
and Leadership Development section for more 
information on these initiatives

• are influential at all levels of the workplace

Hōkai Rangi 2019-2024 outlines our commitment to 
improve outcomes with, and for Māori.

• participate in action and monitoring

Hōkai Rangi provides a purpose for our organisation 
and people. In a strategy refresh underway, one 
focus area will be ensuring we are able to measure 
the impact of the strategy and our actions to 
achieving transformational change.

Values-led Capability 
How we strengthen and unify 

our organisational culture 
through Ara Poutama Aotearoa 

narratives and our values

Aotearoa NZ 
History/Tiriti 
o Waitangi 

Literacy

Te Reo Māori Tikanga/ 
kawa

Engagement 
with Māori

Worldview 
knowledge

Understanding 
racial equity 

& institutional 
racism

Māori-specific Capability 
How we uplift Te Reo and Te Ao 

Māori in everything we do

Intercultural Capability 
How we develop skills for 
inclusiveness, equity, and 

manaaki for all

Cultural Capability Competency Areas

Whāinga Amorangi Competency Areas
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• agencies enhance workplace practices and the 
mana of Māori and others.

Please see the range of initiatives within our 
Whāinga Amorangi plan

Kia Toipoto will ensure that agencies/entities

• work purposefully and with good intentions to 
achieve equitable pay for Māori

Review the content of the Equitable Pay outcomes 
for our progress

• agencies ensure leaders and employees learn 
about and demonstrate cultural competence.

See the range of initiatives within our Whāinga 
Amorangi plan

• agencies celebrate tikanga, kawa, and 
matāuranga Māori.

See the range of initiatives within our Whāinga 
Amorangi plan 

Values-led Capability
There is a continued focus how our values guide and 
direct behaviours and decisions. People practices 
and frameworks will look towards our values and the 
Moments that Matter to our staff to guide workstream 
outcomes.

E Toru Ngā Mea (Phase 1) - Since 2020, 264 staff 
and leaders have been through E Toru Ngā Mea. 
This programme is designed to support leadership 
teams embed the organisations narrative and values, 
to provide a Te Ao Māori lens to our everyday work 
practices. This programme began in our Pathway 
sites and is one of our responses to the expectations 
outlined in Hōkai Rangi. 

Māori specific Capability - Whāinga 
Amorangi phase one: Empowering 
people. 
Te Reo Māori 
Over 2022, new classes to build staff capability in 
Te Reo Māori have been introduced. These address 
beginner, intermediate, and advanced skill levels. 
These classes build on previous and ongoing 
initiatives nationally, where sites are accessing 
training from local and community providers. Staff 
are also choosing to do individual learning, through 
learning institutions such as Te Wānanga o Aotearoa. 
The strength and support of Te Reo Māori in the 
regions, will be built on in 2022/23. 

In 2019, the Tihi-o-Manōno application, a Te Reo 
Māori and Te Ao Māori cultural capability app, was 
launched. In 2021/22, uptake increased by 35 percent, 
with the total number of downloads on the app 
increasing from about 8,000 to 10,800 in June 2022. 
The app was designed and developed for Corrections 
staff but is also able to be downloaded and used by 
members of the public. Tihi-o-Manōno enables all 
staff with a mobile phone to access Te Reo Māori and 
Tikanga Māori content. 

Te Reo Māori resource books were made available 
to staff, with 1,900 books being distributed during 
2021/22.
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New Zealand history/Treaty of Waitangi 
literacy:
A range of New Zealand history and Treaty of Waitangi 
literacy programmes have been delivered throughout 
Corrections. One hundred and twenty-five people at 
National Office attended workshops covering Treaty 
of Waitangi literacy. Approximately 130 leaders have 
attended similar workshops in the regions. Other 
initiatives provide a broad cultural capability uplift 
alongside having strong links to New Zealand history/
Treaty of Waitangi literacy. 

The ongoing impact of COVID-19 on staff, systems and 
processes has made it challenging to progress all our 
Māori Crown relations capability goals. However, The 
Department is fully committed to these programmes, 
and good progress is being made. Building capability 
in Te Reo Māori and incorporating Te Reo Māori in our 
work is an important part of achieving Hōkai Rangi. 
Valuable insights and benchmarks to build on, were 
shared by over half our staff during the Te Taunaki / 
Diversity Census 2021. For example, Corrections staff 
score the use of at least some Te Reo Māori at work 
at 65% versus the public service average of 58%.

Our Māori Language Strategy has received significant 
investment for the financial year 2022/23 and there 
is a much more detailed and far-reaching work 
programme that will be rolled out from early 2023. 
This will be incorporated into the new 3–5-year 
strategic plan for cultural capability.

Intercultural Capability 
Mairangatia will be released containing modules 
and resources on unconscious bias, as well as an 
adaptation of MBIE’s introduction to intercultural 
capability, Mana Aki. The platform will be designed 
to be built upon as more learning packages are 
available. It will also contain, bite-sized learnings 
that are always available to ensure staff think broadly 
about their capability development in all three areas: 
values, Te Ao Māori and intercultural capability.

In 2021-2022, 770 people participated in Ara Tika, a 
five-day learning programme that starts new staff 
on their career journey in Corrections. This training 
programme includes a full day of learning focused on 
cultural capability, to cover topics such as systemic 
racism, unconscious bias, our values, and inclusion 
and diversity. 

65%
use at least 
some Te Reo 
Māori at work 15

Note: This result includes responses of “All Te Reo Māori”, “Mostly 
Te Reo Māori”, “Te Reo Māori equally with English” and “Some Te 
Reo Māori”.

67%*

63%*

60%*

60%*

46%*

70%*

68%*

63%*

65%*

I value my knowledge of Te reo Māori 
and wish to grow it.

I hear leaders regularly using Te Reo 
Māori words and phrases.

The Te Reo Māori goals of the 
agency are clear.

Staff are encouraged to use 
Te Reo Māori.

Staff are supported to improve our Te Reo Māori (e.g. 
through on-the-job learning, in-house courses, etc.)

I am comfortable supporting tikanga Māori (Māori 
cultural values and practice) in my agency

I am encouraged and supported to engage with Māori to 
ensure Māori views and perspectives are taken into account

I feel confident in my ability to identify aspects of my 
agency’s work that may disadvantage Māori

I understand how my agency’s Te Tiriti o Waitangi/Treaty 
of Waitangi responsibilities applies to its work

*% agree / strongly agree

15.  Public Service Diversity Census 2021 completed by 5,340 Corrections staff
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Five hundred and sixty-three staff have enrolled 
in the Unconscious Bias and Mana Aki modules. 
101 Have completed the programme and 111 are 
in the process of completing. In 2021, we trialed 
these two modules as a linked programme with 75 
staff from our central region. Access to the trial 
has been available to a range of business groups 
and teams. This has provided valuable insights into 
providing psychological safety within these sessions, 
and the opportunity to explore different delivery 
methodologies. A refreshed approach is in the 
planning stages as maximising behavioural impact is 
an important success criterion for these modules. 

The department will look to a bespoke cultural 
capability assessment, Kōrero Whakawhanake 
(Development Conversations) themes, six monthly 
staff surveys, and the two-yearly Te Taunaki survey to 
provide signposts on our progress.

Te Whakawhanaketanga i te Aramahi 
/ Effective career and leadership 
development
The People and Capability uplift in 2021 reflects our 
focus on supporting our people, and our Hōkai Rangi 
strategy.  This included dedicated national teams 
for Leadership Development and Talent, who work 
alongside regional colleagues.

We recognise opportunities to ensure talent 
conversations are being enhanced with diversity being 
woven throughout. This would include the preparation 
and selection of assessors and panelists, leveraging 
their lived experience, to improve line of sight for 
those people who are less likely to be visible, or 
promote themselves. It is important that everyone is 
considered and could participate. 

Work is underway to co-create a bi-cultural 
framework across the organisation that will support 
women and Māori staff to identify possible career 
paths and provide equitable access to career 
progression, with a focus on senior leadership roles.  
We are also focusing on developing an organisation 
specific leadership development pathway that 
is grounded in Te Ao Māori, pūrākau, principles, 
and approaches that seek to remove bias, provide 
opportunities, and create equitable access to 
development. Inclusive leadership traits are core to 
the Leaders profile.

We are proud to share the leadership development 
initiative from the Central Region, ‘Aupiki tō Ara 
Poutama’. 

’Ira Tangata’, launched in September 2020 by 
leaders in our Central Region, reflects the Region’s 
people-centered focus. It’s principles and values-led 
approach, breathes life into our Hōkai Rangi Strategy. 
‘Ira Tangata’ enables the Region to continue to grow 
and develop the capacity and capability, of its people. 
‘Aupiki tō Ara Poutama’ / Ascend your Pathway 
to Excellence, is a new leadership development 
programme that was delivered in the Central Region, 
to enable their people strategy. ‘Being a great leader’, 
is the focus of this programme. The first group of 
participants from Community Corrections and Prison 
sites attended sessions over a year.

‘Hōkai Rangi’, ‘Ira Tangata’ and ‘Aupiki tō Ara 
Poutama’ align with the metaphor of Ara Poutama, 
drawn from the same narrative and the tauparapara 
(chant) ‘Kete o Te Wānanga’. The narrative speaks 
of Tāne’s ascent to the heavens to retrieve the three 
baskets of knowledge for the benefit of humankind. 
‘Aupiki tō Ara Poutama’ is an example of the Central 
Region bringing Te Ao Māori and Kaupapa Māori 
perspectives into strategic activities. The region 
knows that to be successful in achieving Hōkai Rangi 
outcomes, we need to invest in the capability of our 
Leaders. We need to enable them to reach Te Tihi o 
Manōno, the point from which unlimited potential can 
be realised.

‘Aupiki tō Ara Poutama’ design draws on Te Ao Māori 
in its approach.
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1. This explores leadership development (including 
for our emerging leaders) that is informed by Te 
Ao Māori and Kaupapa Māori perspectives.

2. Leaning into Mātauranga Māori by attending noho 
marae with wānanga, focus on oranga, use of Te 
Reo Māori, pūrakau, using metaphors that impart 
and share knowledge orally and experientially, 
and connection to Tane’s Ara Poutama.

3. Strategically connecting into ‘Ira Tangata’, by 
focusing on a development of puahiri. A piece 
of work that will sprout upwards and add value 
to ‘Ira Tangata’. This focuses on Moments that 
Matter to our people and which directly contribute 
to Hōkai Rangi.

4. Connect participants with their Line Managers 
by way of Kōrero Whakawhanake. These 
conversations are purposeful and meaningful, 
placing the kaimahi (staff member), and their 
oranga (wellness and wellbeing), at the centre. 
These practices will contribute to embedding the 
use of Kōrero Whakawhanake within the Central 
Region.

5. Connect participants to key theoretical 
components that strengthen our Leadership. 

6. Ensure planning and reflection, referred to as 
Tūruapō Aupiki, are in place to support our 
emerging leaders achieve their vision.

National and regional people leaders continue to 
work towards increasing diversity and societal 
representation. Examples of these include 
recruitment events for Pacific communities and noho 
marae recruiting. Corrections will continue to work 
with the Public Service Commission, Leadership 
Development Centre, Career Boards, Corrections 
Pacific Programmes and Ministry for Pacific Peoples 
amongst others, to provide opportunities for career / 
professional development and mentoring. 

Te whakakore I te katoa a ngā momo 
whakatoihara, haukume anō hoki / 
Eliminating all forms of bias and 
discrimination 
Eliminating bias and supporting leaders in their 
decision making is one of three organisational 
priorities identified by the Inclusion and Diversity 
Council. This uplift is already underway in a couple of 
ways.

• Regional I&D leads are offering and delivering 
inclusion and diversity awareness and 
unconscious bias sessions across their regions.

• The Corporate Policy Framework includes 
the I&D Council as a mandatory group to be 
consulted with when policies are being developed 
or reviewed. In 2022 training council members 
have provided feedback aimed at removing bias 
and discrimination on six organisational policies.

• A plan is being developed for an organisational 
refresh of HR / People and Capability Policies 
and supporting information is underway. This 
will include consultation with the I&D Council. 
There is a clear intention to ensure Public 
Service Commission priorities and guidelines are 
incorporated into the HR policy and supporting 
documentation refresh. 

• The working group aimed at increasing inclusion 
and diversity outcomes in the staff induction 
programme Ara Tika resulted in additional 
activities being added. This will enhance what 
is already in place to cover our values, the Ara 
Poutama16 narrative and the breadth and value 
we place on diversity.

• Inclusion and Diversity Champions groups 
across the country are increasing the visibility 
of equity and diversity, while role modelling 
inclusive behaviour. This will raise awareness of 
the impact of bias and support achieving more 
values aligned behaviour. These groups are led 
by an I&D practitioner and will focus on local 
cultural celebrations and raise awareness of 
opportunities for change.

16.  The Ara Poutama Aotearoa / Department of Corrections narrative
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• The number of national and regional Employee 
Led Networks (ELNs) has grown during 
2022. Each of these diverse communities is 
deeply committed to supporting each other 
and increasing awareness and knowledge 
around their perspective. This will help reduce 
unconscious bias and invite new behaviours from 
all our team members. 

• Our organisation and its leaders have 
demonstrated their support for these networks, 
by becoming active sponsors, enabling staff to be 
involved, and funding. 

• The I&D Council has also been able to provide 
contestable funding pools for network initiatives 
and cultural celebrations over the last four years. 
This will continue in the year ahead.

• With the support of funding from the Council, 
a Pride Pledge stocktake has been completed. 
Insights from this analysis, the Te Taunaki results 
and guidance from CARN (Cross Agency Rainbow 
Network) continue to inform the best way to 
support our Rainbow community and eliminate 
discrimination and bias. 

• Our national Rainbow network remains active 
in its support of our members and leaders. An 
uplift in the number of trained / lived experience 
Rainbow Champions enables local teams to build 
their knowledge, and support for the rainbow 
community. These champions and I&D Leads 
deliver our refreshed Rainbow Diversity training. 
Attendance will now be recorded in our Learning 
Management System.

Recruitment remains a focus area due to a tight 
labour market, border restrictions and increased 
staff turnover. Recruitment is a bias hotspot, and 
our regional and national teams will be improving 
practices in a range of ways in the year ahead.

• Setting candidates up for success

• Regional reflections on practices as recruitment 
teams were relocated into regional offices to 
enable a more focused site and community-
based approach

• Continuing to refine the E Hono Ana recruitment 
approach, which takes a wider values-led 
approach to the interview process 

• How assessment centers for frontline roles will 
continue to evolve to get a balance between 
good practice and setting candidates up for 
success.

• Exploring how custodial roles could be more 
flexible in their structure, to improve inclusion 
and flexible working option

• Improving the accessibility and disability 
enablement of our recruitment practices

• Improving the support hiring managers receive

 » to ensure they are aware of their 
unconscious bias and how this impacts their 
decision making

 » how the interview and panel selection are 
set up

 » selection decisions

 » starting salary decisions alongside diversity 
considerations

 » leveraging the Senior Advisor Inclusion and 
Diversity, and cultural capability roles, to 
increase cultural capability and confidence.
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Te Taunoa o te Mahi Pīngore / 
Flexible-work-by-default
Our Flexible Working Policy is aligned to the Public 
Service guidelines, which were developed as part of 
supporting the Gender Pay Gap Action Plan 2018-
2021. Staff and unions were consulted with at the 
time, and our practices and ways of working, continue 
to evolve. COVID-19 and our actions to keep people 
safe during this pandemic, continue to impact how we 
respond to operational risk and team management. 
Adapting to these factors, changes where the focus 
lies when applying the triangular approach below, 
aimed at showing the ideal balance between the three 
key stakeholders. 

The Te Taunaki18 survey was completed in the middle 
of the COVID-19 lockdowns, and this will have 
impacted staff responses. However, we note the need 
to keep listening and working on the balance.

Corrections, at 58%, did rate below the public service 
average (78%) for how many staff currently use some 
form of flexible work. A low work/life balance score 
(44%) is seen across public service (52%) and is one 
of four contributors to job volatility across a wider 
range of New Zealand workers.19

Individual Team

Organisation

FLEXIBLE
WORKING

17.  https://www.publicservice.govt.nz/guidance/guidance-hybrid-working/
18.  Public Service Diversity Census 2021 completed by 5,340 Corrections staff
19.  https://www.seek.co.nz/employer/hiring-advice/four-reasons-workers-want-to-change-jobs

58%

42%

79%

75%

currently use 
some form of 
flexible work

don’t currently 
use any form of 
flexible work

of those want to 
have additional 
flexible work

of those want to 
have access to 
flexible work

Staff turnover is another factor that has hampered 
progress in achieving our flexible working balance. 
New team members are being trained and coached 
on site, and new teams are forming relationships and 
practices. These are all good people practices that 
are necessary but change access to hybrid working 
usage. 

In the year ahead the Hybrid Working Guidelines17 
recently released will inform conversations and 
reflections on our practices.
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Top reasons for using or wanting to use 
flexible work:

Corrections continues to enable people and our work 
through improved and interconnected technology, and 
relevant devices. 

How workspaces are designed and used connects 
to flexible working practices and the wellbeing of 
our people, which is at the heart of our Hōkai Rangi 
Strategy.

With Senior Advisors Inclusion and Diversity based 
in each of our four regions, there is an opportunity to 
support individual teams and sites more in the years 
to come. Some identified opportunities are:

• Lift awareness and usage of the range of flexible 
working options

• Promote the inclusion and wellbeing benefits of 
people working flexibility

• Influence how roles are scoped and recruited for

• Work through the PSC Hybrid Working Guidelines 
with leaders

• Support and advise teams with conversations, 
challenges, and trials

• Promote the intranet resource hub and online 
module

44%
are satisfied 
with their work/ 
life balance

42%

47%

39%

22%

18%

8%

12%

9%

3%

22%

Reduce time, cost or other impact of commuting

Allow more time for other activities

Caring for children

Time for study, training, education or learning

Other caring responsibilities

Other reasons

Voluntary work for community, cultural, or religious group

Help manage a disability or health issue

Another job

Required for job
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Permanent and Fixed Term 
Employees
(Period of Data, unless otherwise stated, is 1 
July 2021 – 30 June 2022)

Regional distribution of employees

Region European
Northern Region 26.9%
Central Region 17.4%
Lower North Region 23.9%
Southern Region 20.2%
National Office 11.6%

Age: as a % of agency workforce in 
5- or 10-year age bands

Age band %
Under 25 3.7%
25-34 20.2%
35-44 20.2%
45-54 24.6%
55-64 23.9%
65+ 6.6%
Not recorded 0.9%
Grand Total 100.0%

Religion: The Department does not record 
religion against HR data

Leadership Level: Ethnic and gender 
breakdown for all employees and by 
leadership tiers:

All employees20
Leadership 

Tiers 
(1-3 consolidated)

Date Female Male Female Male
30/06/2022* 50.6%* 49.2%* 55.6% 44.4%

30/06/2021* 49.3%* 50.5%* 56.0% 44.0%

Appendix 1: 
Demographics

20. Through an active National Rainbow Employee Network, and Regional Rainbow Champion Groups, we know that some of our staff belong to our diverse SOGIESC  communities. For 
data analysis purposes however, since we do not mandate that alternative genders are recorded in HR records, we cannot include Another Gender / Diverse Gender information for 
the Department, in this overall gender breakdown. 0.2% of employees have identified as Gender Diverse for reporting purposes.

Gender by tier

2

3

4

5

6

7

9

Ethnicity Distribution

Asian

European

Māori

MELAA

Other

Pacific People

Unknown

All employees
Date European Māori Pacific Asian MELAA
30/06/2022 67.7% 21.6% 13.3% 11.3% 2.3%

30/06/2021 68.8% 21.3% 12.9% 10.7% 2.3%

Leadership Tiers (1-3 consolidated)
Date European Māori Pacific Asian MELAA
30/06/2022 92.5% 18.9% 5.7% 3.8% 0.0%

30/06/2021 95.9% 18.4% 2.0% 2.0% 0.0%

●  Female      ●  Male

●  Female      ●  Male

13%

48%

55%

57%

48%

37%

52%

88%

52%

45%

43%

52%

63%

48%

38%

54%

56%

39%

41%

45%

43%

62%

46%

44%

61%

59%

55%

57%
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(Period of Data, unless otherwise stated, is 1 July 
2021 – 30 June 2022)

• Calculations are aligned with the Guidance 
Measuring and beginning to address Māori and 
Ethnic Pay  Gaps in the Public Service April 2021 
published by Te Kawa Mataaho.

• Average (mean) salary is the sum of all salary, 
divided by the number of the people earning that 
salary. 

• Median salary is the middle amount of pay earned 
– half the employees earn less, and half earn 
more than the median amount.

Appendix 2: 
Gender and Ethnic Pay data

OVERALL GENDER PAY GAP:

OVERALL MĀORI PAY GAP:

OVERALL ASIAN PAY GAP:

OVERALL PACIFIC PAY GAP:

OVERALL MELAA PAY GAP:

0. 0%

3.1%

5.7%

11.7%

2.9%

Average gender 
pay gap

Average Māori 
pay gap

Average Asian 
pay gap

Average Pacific 
pay gap

Average MELAA 
pay gap

-5.8%

1.4%

2.0%

5.0%

0.0%

Median gender 
pay gap

Median Māori pay 
gap

Median Asian pay 
gap

Median Pacific 
pay gap

Median MELAA 
pay gap
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Average gender pay gap and median gender pay gap by service group
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Average gender pay gap and median gender pay gap by date

-8%

-6%

-4%

-2%

0%

5%

10%

15%

0%

2%

2018

2018 2019 2020 2021 2022

2019 2020 2021 2022

Average Māori, Pacific and Asian and MELAA pay gap by date

●  Average gender pay gap

●  Median gender pay gap

●  Average gender pay gap

●  Median gender pay gap

●  Average Māori pay gap

●  Average Pacific pay gap

●  Average Asian pay gap

●  Average MELAA pay gap
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5%

10%

15%

0%
2018 2019 2020 2021 2022

Average Māori, Pacific and Asian and MELAA pay gap by date

●  Average Māori pay gap

●  Average Pacific pay gap

●  Average Asian pay gap

●  Average MELAA pay gap

Average salaries across all roles by ethnicity and gender

$62,000
Female 

European
Male 

European
Female 
Māori

Male 
Māori

Female 
Pacific

Male 
Pacific

Female 
Asian

Male 
Asian

$64,000

$66,000

$68,000

$70,000

$72,000

$74,000

$76,000

$78,000

$80,000

$82,000
$84,000



Kia Toipoto: Gender Pay Gap Action Plan 2022/23 21

Staff on Individual Employment Agreements 
with Total Fixed Remuneration: 
Average position in range (PIR) starting salaries

Gender

Date Female Male
01/07/2021 - 30/06/2022 104.5% 105.7%

01/07/2020 - 30/06/2021 103.4% 105.1%

01/07/2019 - 30/06/2000 98.0% 102.0%

Note, through an active national Rainbow Network, 
and regional Rainbow Champion groups, we 
know that some of our staff belong to our diverse 
SOGIESC21 communities.

For data analysis purposes however, since we do not 
mandate that alternative genders are recorded in HR 
records, we cannot include another gender / diverse 
gender information in this overall gender breakdown.

21. Sexual orientation, gender identity and expression, and sex characteristics

Ethnicity

Date European Māori Pacific Asian
01/07/2021 - 30/06/2022 104.1% 103.7% 103.9% 108.2%
01/07/2020 - 30/06/2021 103.6% 102.4% 103.0% 104.3%
01/07/2019 - 30/06/2000 99.8% 98.6% 93.3% 98.5%
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Flexible working can be arranged in many ways. The table below shows different ways people can request 
to work.

Time Role/Career
• Swapping workday or hours with non workdays/hrs
• Time off in lieu (TOIL)
• Flexi-breaks
• Staggered start and finish times
• One off changes
• Peak time working (casual or part-time)
• Compressed week
• Fixed and flexible shifts: part-time and full-time
• Flexible or fixed shifts

• Job rotation
• Career break/sabbatical
• Phased return to work
• Secondments
• Retiring leave/phased retirement
• Job sharing

Place Leave
• Working from home
• Work hubs within Ara Poutama Aotearoa or with other 

agencies
• Remote working (full or part time)
• Activity based workspace

• Unpaid leave
• Weeks on / weeks off
• Other types of leave - such as study or special leave
• Term-time working (paid or unpaid)

Appendix 3: 
Flexible working options available
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  Follow us @CorrectionsNZ or visit  
our website www.corrections.govt.nz

Department of Corrections, PO Box 1206, Wellington, 6140
Phone: (64 4) 460 3000
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