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[IN CONFIDENCE RELEASE EXTERNAL] 

16 May 2025 

 
  

 

Dear  

Thank you for your request made under the Official Information Act 1982 (OIA), received on 16 
April 2025. You requested the following:  

All reports, submissions, aide memoires, briefings, reports, analysis, and sent, held, or 
received by your organisation in relation to updates to Diversity and Inclusion, or Diversity, 
Equity, and Inclusion (DEI), or Belonging and Inclusion, regulation policies, plans, and 
strategies including but not limited to: 

1. The development, implementation, or evaluation of diversity, equity and inclusion
policies, strategies, plans, and regulations.

2. The Public Service (Repeal of Diversity and Inclusiveness Requirements) Amendment
Bill.

3. Communications with New Zealand First and other coalition partners concerning
Diversity and inclusion policies (or similar policies/regulations) and the proposed
repeal.

4. Assessments or analysis of the effects of removing DEI or similar regulations from
public service legislation.

Timeframe: From January 1, 2024, to the date of this request 

Item 1  

Three documents are in scope of your request relating to the development, implementation, or 
evaluation of diversity, equity and inclusion policies, strategies, plans, and regulations. 

The paper Diversity Equity & Inclusion: Our 2024/25 Roadmaps presented to the Enterprise 
Priorities and Performance Committee on 29 August 2024 is attached as Appendix A. 

The documents Diversity Equity & Inclusion Roadmap 2024-2025 and Māori Representation 
Roadmap 2024-2025 are publicly available on Inland Revenue’s website at ird.govt.nz/about-
us/publications/annual-corporate-reports/our-gender-pay-gap-action-plan. These documents 
are therefore refused under section 18(d) of the OIA, as they are publicly available.  
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Outcomes and Goals
Diversity Equity and Inclusion supports IR to be effective and efficient. 

• At an individual level, our focus continues to respond to the needs of our diverse workforce. Providing people from 
different communities with what they need to perform at their best. Upskilling and supporting leaders to lead diverse 
people, enabling them to achieve their goals, grow in their roles and contribute to organisational priorities. 

• Our representation goals are aligned to the demographic population of New Zealand. Diverse teams bring different 
perspectives together stimulating creativity and innovation, which lead to new ideas and solutions.  

• Embracing diversity in our workplace means our people understand the needs of the diverse communities we serve, 
which informs the way we design and deliver our policies, products, functions and services.

• We have a strong commitment to and focus on building an inclusive workplace for all our people. This is important for 
the steps we are taking to bring Māori world views into everything we do and to support our overall aspiration of 
improving Oranga for current and future generations.

IR ’s DEI and Māori representation roadmaps set out a comprehensive programme that supports IR to:

• increase diversity at all levels, to reflect and deliver for the communities we serve

• make substantial progress toward closing gender, Māori, Pacific, and ethnic pay gaps

• accelerate progress for wāhine Māori, Pacific women, and women from ethnic communities

• create inclusive and safe workplaces, including for disabled people and members of Rainbow communities

• strengthen inclusion so that everyone feels respected, valued and able to achieve their potential.

 



 

Progress to date
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Progress against 2023/24 roadmap actions

The focus of the 2023/24 roadmap was to build on the foundations and practices that were established over previous 
years. See Appendix 2 for our progress on key actions.  Many of the actions/focus areas of the last 12 months are longer 
term actions that will continue to progress over the next 12-24 months. 

• The discovery work with Māori and Pacific peoples relating to barriers to career development continue to be a focus for 
our recruitment practices and leadership capability, building on the actions taken so far. 

• Workforce development is a system of practices brings together Whanake, Talent Management, Succession planning, 
the use of Talent Pools, Learning and Development opportunities, and Talent Acquisition practices. These are the 
practices that we can use purposefully to identify and support the development of individuals from underrepresented 
groups. Our current focus is on embedding Whanake as our performance approach and strengthening our talent 
management practices as foundational practices that we will build on to enable an end-to-end system of practice. 

• Te Pou o te Tangata supports leaders to lead in an inclusive way.  The delivery of the Leadership Induction and 
development learning has provided a strong foundation for leaders to grow their understanding of Te Pou o te Tangata 
in action. This learning will continue to be added to over time to support organisational priorities and practical support 
for leaders to apply this learning to their work.

• Our focus on an inclusive workplace for people with disability has seen us enter into a one-year partnership with the 
accessibility tick. While we decided not to seek the accessibility tick itself, an initial assessment has provided us with 
useful advice on where we might improve. These will be worked through with the Diversability community and different 
parts of IR to identify the actions that we already have underway and any new opportunities for improvement that 
align with IR’s priorities.  

 









  

Focus for 2024/25
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Our approach for the 2024/25 roadmaps

• In our 2024/25 roadmap we want to refocus our representation goals.

• Being clear about achieving representation across all levels of role, aligned with the working population of 
New Zealand, enables a purposeful and deliberate focus on our actions.  This clarity will support us to 
attract, develop and retain people from currently under-represented communities.

• Our DEI roadmap is considered relatively mature by Te Kawa Mataaho, compared to the wider public 
service. Due to the deep engagement conducted in 2022 and 2023 (and on-going), and the long-term 
nature of our focus areas, our focus this year is on maintaining our approach, rather than a step change or 
new actions.  

• For the 2024/25 update, we will be effective and efficient by leveraging key insights from previous 

engagements and that we have received from a range of sources. We will still engage with unions and 
People Led Networks to update them on the roadmap approach and key data as per previous years.

• The following slides set out our high level focus areas and the key pieces of work across each other these 
areas. Noting this is key actions, rather than the full roadmap itself.
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Focus for 2024/25 – Workforce Development

Area Detail

Whanake As our core people practice – Whanake is our holistic approach to managing performance. The individual 

sits at the centre. Leaders need the capability to uncover and support career aspirations of diverse people 

and support their development to perform at their best every day. 

Talent 

Management and 

succession 

planning

Talent Management is the approach by which we identify and nurture current and future talent, to meet 

current and future workforce needs.   We are currently reviewing and exploring how we can create more 

visibility of underrepresented groups within our Talent Management processes, moving away from 

traditional tools like the  ‘9-box grid’.

System & tools Redwood upgrades to the Oracle product Ātea, provide us with an opportunity to create a more positive 

user experience, and improve functionality. We are exploring additional tools within Ātea, that can support 

longer term career development and mitigate bias (Oracle GROW and Dynamic Skills). Along with creating 

more visibility of underrepresented talent within the system.  

Workforce development is the system of practices that enable us to understand the aspirations of our people and enable 
them to develop and grow their capability through learning/training and development opportunities. 

It starts with Whanake as our performance approach, and the insights leaders get from those conversations support 
broader talent management and succession planning. 

We want to ensure that under-represented groups/individuals are visible, and that bias is not a factor through these 
systems, enabling a more deliberate approach to decision making and representation change that supports our 
representation and pay gap action goals.
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Next steps

• Over the next few months, we are intending to share our planned approach with our stakeholders. We 

will seek views on the focus areas, and whether there is anything missing – at this stage we will also 

provide an update on the high-level metrics to signal progress and where we still have more to do.

Our stakeholders include Unions, our People Led Networks & Whānau Māori. 

• Our messaging will reinforce that many of the actions are longer term, so our focus over the next year is 

continuing to focus on making shifts in these areas to enable positive outcomes. 

• Te Kāhui Tūhono will continue to be engaged as we review the specific actions in relation to Māori 

representation. This is to ensure that the roadmap is holistic to support better representation outcomes 

for Māori – in terms of Kia Toipoto. 

• We will be bringing the final draft DE&I and Māori representation roadmaps to you with a view to  

publishing these in line with Te Kawa Mataaho expectations by 15th November 2024. The agreed actions 

relating to accessibility will be included in this roadmap. 

 



  

Appendix
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Progress on our 2023/24 roadmaps – continued

Focus area Description Actions completed Status

Rainbow Provide information, resources and learning that 
explains what we expect. Help leaders to create 

safe and welcoming work environments. 
Promotion and visibility of what it means to be 

an ally.

• Increased educational offerings 
including resources and webinars.

Complete

Recruitment Sourcing targets diverse talent. Hiring leaders 
and our Talent Acquisition team have deliberate 

conversations about the type of capability they 
need, including cultural capability. Ensuring our 

interview processes are inclusive and supportive 
including clear feedback.

• Working group alongside Talent 
Acquisition with representatives from 

Whanau Māori and Tagata Pasifika 
identified areas for improvement in 

recruitment and development practices.

Priority for 2024/25

Whanake Continue to embed and evolve Whanake, as a 
key practice of our capability-based approach. 

Align resources to Te Pou o te Tangata.

• Whanake Sharepoint updated.
• Resources aligned to Te Pou o te 

Tangata.
• Improved tools to support Whanake 

conversations.

Priority for 2024/25

Workforce 
development

Strengthen tools, process and practice to embed 
and integrate Whanake, talent management and 

succession planning. 

• Investigated Ātea tools and support 
leaders to carry out these practices.

• Trialled different approaches to Talent 
management in some business groups.

Priority for 2024/25

 





 

20

Appendix 3. DEI goals and sector requirements

Our roadmaps group together a range of sector requirements, initiatives, work programmes and BAU that 

support under-represented and vulnerable employees.  

IR’s DEI goals
Diverse workforce
We will create a safe and open working environment 
where all of our people feel able to grow and do their best 
work without fear of embarrassment or retaliation

Inclusive workplace
We will break down barriers to inclusion, and celebrate, 
retain, develop, and attract a truly diverse workforce that 
is representative of the communities we serve

Leadership & Accountability

We will actively demonstrate our commitment to an 
inclusive culture through our leadership, and we will hold 
ourselves accountable for our progress

Kia Toipoto – Progress and milestones
The three overarching goals of Kia Toipoto are:
• make substantial progress towards closing gender, Māori, 

Pacific, and ethnic pay gaps 
• accelerate progress for wāhine Māori, Pacific women, and 

women from ethnic communities
• create fairer workplaces for all, including disabled people 

and members of rainbow communities.

Papa Pounamu – Agencies provide a summary of the work 

done across the five focus areas of People Networks, Diverse 
Leadership, Removing Bias, Cultural Competency and Building 
relationships as part of annual reporting. 

You can read about the specific milestones and progress 
reporting required by agencies on Te Kawa Mataaho website: 
Guidance for Public Service Agencies: Developing DEI Plans - 
Te Kawa Mataaho Public Service Commission

 




