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Tracking Equality at Work 2016 – Summary and Recommendations 

 

Everyone has the right to work. The right to work is a fundamental human right which is set out in international law. It 

guarantees workers should be free from discrimination and have the right to equal pay for equal work. Whether workers 

are treated fairly, with dignity and can adequately support themselves and their families is a measure of how equal a 

society is. 

Tracking Equality at Work is a web-based interactive tool that measures equality at work. It includes data on four key 

aspects of work: employment, pay, leadership and discrimination, using 24 indicators, two of which are new for 2016 

(pay by qualifications and global leadership).  The data is disaggregated by sex, ethnicity, age, and disability and 

indicates trends over time. The web-tool makes it possible to track the persistence of inequality over time, and whether 

or not progress towards equality is being made. 

A. Employment - The employment indicators used in the tool are: unemployment, underemployment, NEET (not in 

education, employment or training), and labour force participation 

Women have higher rates of unemployment, underemployment and lower rates of labour force participation than men.  
 
Young people (under 25) have higher rates of unemployment, underemployment and lower rates of labour force 
participation than all other age bands.  
 
Māori people have higher rates of unemployment and lower rates of labour force participation than all other ethnicities. 
 
There has been a significant increase in the number of Māori women underemployed between 2014 and 2015.  Young 
Māori and Pacific women are disproportionally affected by unemployment.  Māori women under 25 years have an 
unemployment rate of 23.6%. Young Pacific women under 25 have an unemployment rate of 31.4%. 
Statistics around disabled people in employment are only updated every five years in the census. Updated data for 2015 
is not available. 
 
Some positive initiatives have taken place in regard to improving employment outcomes for disabled people, which it is 
hoped the government will continue to build upon. 

Recommendations regarding Employment  

1. Statistics New Zealand collects data annually regarding the employment of disabled people; 
2. MSD extends the youth mentoring and assistance programmes available to the under 18's into the under 

25 age group to assist with employment, education and training.  
3. The Ministry of Social Development (MSD) continues to build on the success of Project 300 and the Lead 

Toolkit for Employing Disabled People in the State Sector with a work programme to improve employment 
outcomes for disabled people including the development of guidelines on reasonable accommodation. 

 
B. Pay rates - The pay gap indicators are: median hourly pay in the labour force, full time equivalent median annual 

pay in the public service, annual income of disabled and non-disabled people, characteristics of people in receipt 
of the minimum wage, and minimum wage exemptions. 
 

Men are paid more than women in the private and public sector. The gender pay gap has been persistent 
over time and sits at 11.8% according to Statistics New Zealand. Other countries such as Australia and the 
UK have passed legislation requiring companies report on their gender pay gap in order to minimise it. 
 



Ethnicity, as well as gender has an effect on pay rates. European New Zealanders are paid more than all other ethnic 
groups. For example, Pacific and Māori women are paid a lower rate than European women. 
   
Disabled people have lower incomes than non-disabled people. 
 
The majority of people on the minimum wage are women in both the under and over 25 age groups. 
 
There are also gender and ethnic inequalities in median hourly pay rates among workers with the same educational 
qualifications. 

Recommendations  

4. The New Zealand Government legislates pay transparency by requiring companies with more than 250 
workers to publically report on their gender pay and bonus gaps on an annual basis.  

 

C. Leadership - The leadership indicators used are: senior management in the private sector, senior management 

in the public service, public sector boards, and private sector boards. 

Gender equality has not been achieved against any of the leadership indicators. 

The percentage of female appointees on state sector boards has increased to 43 percent which is a ten year high, up 

nearly 2% from 2014. 

Boards administered by the Department of Internal Affairs, the Ministry for Women, the Ministry for Social Development, 

Ministry of Education and the Ministry of Health have achieved at least 50 percent of female appointments. 

Women make up 44.2% of senior managers in the public sector, up 2.2 percent from 2014. However, there has been a 

sharp decline in women in senior management roles in the private sector in 2015.  Information on the representation of 

people from different ethnic backgrounds in senior management in the private sector and on state sector boards is still 

not being collected. 

A United Nations recommendation adopted by the New Zealand Government aimed to increase participation of women 

in governance to 45% in the public sector and 10% in the private sector by 2014. The public sector target has nearly 

been met and the private sector target has been exceeded, so it is timely to review and increase the targets to achieve 

more gender diversity in business leadership.  

Only 19% of businesses in New Zealand have women in senior management roles. New Zealand ranks low in this area 

when compared to other countries. One of the most successful countries at achieving gender diversity in senior 

leadership roles is Russia, with 45% of businesses having women in senior management. The Eastern European region 

as a whole has 35% women in senior roles. One of the reasons attributed to the success of this region is affordable, 

high quality childcare attached to most businesses.  

Recommendations 

5. Affordable, high quality childcare continues to be a priority for the government to ensure that women with 

children are able to continue in the workforce and progress to senior roles.  

6. Targets for leadership on private sector boards be lifted to 30% and, for women on public sector boards, to 

50%.  

7. Public and private organisations with more than 250 people have measurable, reportable targets for 

diversity at all levels of their organisation.  

 

D. Discrimination and harassment - Indicators for discrimination and harassment are based on complaints 

made to the Human Rights Commission in the areas of employment and pre-employment.  Sexual harassment 

data is also reported.  

Indicators for discrimination and harassment are based on complaints made to the Human Rights Commission. The 
most frequent grounds for complaint were age and race.  
 
The number of complaints on the basis of disability has halved. Demographic information for each complainant to the 
Commission is not always indicated by the complainant. The number of complainants on the basis of disability has 
halved. Data shows that European people are more likely to make a complaint than Maori, Pacific or people of other 
ethnicities. 


