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ACCORD DIVERSITY ROADMAP ORIGINS

• Construction Sector Transformation Plan 1.0 – three year programme to tackle 
systemic challenges in the sector

• People Workstream – build capacity and capability of the workforce

• Barrier – diversity:

• Women make up 13% of the construction-related workforce

• Underrepresentation of Māori and Pacific people in skilled professions

• Transformation Plan 2022-2025 – six goals, #2 a more skilled and diverse 
workforce that is future ready





Tūhura (verb) (-hia, -ina, -tia) to discover, disclose, bring to light, unearth, open up, explore, investigate. 

Te Aka, Māori Dictionary

Diversity is not a problem to be solved.

It is a solution for increasingly complex times.



PROJECT OVERVIEW

• Recruitment versus retention – focus on inclusion
• Project in 2 phases:

• 360o assessment against AIM
• Roadmap design

• Timelines – started April 2021 – in the field during June/July
• Gap analysis in August/September
• Roadmap design Q4
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THE AOTEAROA INCLUSIVITY 
MATRIXTM (AIMTM)
TOWARDS A DIVERSITY, EQUITY AND 
INCLUSION NATIONAL STANDARD
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AOTEAROA 
INCLUSIVITY 
MATRIXTM



1. Leadership

Support, values, accountability, 
strategic approach

3. Diverse recruitment

4. Inclusive careers 
development

2. Diversity 
Infrastructure

6. Inclusive Collaboration

Job design, attraction 
and recruitment  

Training, development, 
remuneration, talent 
succession, cultural 

preparation.

Cornerstone policies, targeted 
policies, interventions, 

perceived diversity climate.

Awareness, inclusion skills, 
communication styles, approach to 

dissent.  

7. Social Impact

Customer representation, supplier 
relations, information/educational 

campaigns/systems.     

5. Bi-culturalism

Bi-cultural competence, 
representation, systems 

and responsibilities

INTERNATIONAL BEST PRACTICE NEW ZEALAND

AIMTM COMPONENTS
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GAP ANALYSIS

4 Lenses of analysis for 360o insights
• Literature review

• Employer maturity survey (quantitative)

• Employee perception survey (quantitative)

• Stakeholder interviews (qualitative)

Data disaggregation across 3 variables:
• Geographic location

• Organisation size

• Industry group and subsectors
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INDUSTRY MATURITY
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INSIGHTS FROM SURVEY ANALYSIS

• Genuine appetite for DEI as a way to a sustainable future

• Wide range in maturity regardless of size, location or industry group

• Inconsistent levels of maturity per AIM component across 

organisations

• Differences in average maturity between industry groups suggest 

inherent tensions in collaboration

• The first two levels of maturity are the hardest

• Diversity in the talent pipeline is critical (incl employers of apprentices)

• Deeply entrenched industry culture is a significant barrier
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INSIGHTS FROM QUALITATIVE ANALYSIS

• While leadership commitment is satisfactory, industry reputation 

influenced by the vocal 3.4% resistance

• Absence of business case and vision for DEI the main gap

• Focus on women and Māori with limited recognition for other 

dimensions or intersectionality (eg neurodiversity)

• Tension between equality and equity to address career outcomes

• Behavioural skills not valued as professional competencies

• Conservative industry and protective (proud) of traditional culture

• Lack of clarity on how/where to start
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“People in the past have 
taken great pride in giving 
their apprentices a hard 
time.  It was almost like a 
sport to send your 
apprentice home frustrated 
or broken or whatever.  It 
takes a long time to change 
those kinds of attitudes 
when there’s no circuit 
breaker in the middle.”

“Everybody will 
tell you they want 
things to change 
but nobody wants 
to change 
themselves.”
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A MULTI-LAYERED APPROACH

Enabling environment Construction Roadmap Report 
19 recommendations

Organisations as change 
activators

Online Tool
36 bespoke roadmaps

Receptive and supportive 
employees

Online Tool
4 bespoke roadmaps
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CREATING AN ENABLING ENVIRONMENT

GOAL 1: A high level of DEI 

knowledge across the sector 

GOAL 2: Clear pathways for diverse 

groups

GOAL 3: Robust policies and 

procedures

GOAL 4: Behavioural skills valued

GOAL 5: Safe and healthy workplaces rooted in bicultural confidence
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ROADMAPS FOR CHANGE
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ROADMAPS FOR CHANGE
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Connect Align Reimagine



• Productivity (How we learn)

• Productivity (What we learn)

• Culture (How we treat each other)

• Entry

• Career Progression

• Innovation and Disruptive Technologies

• Diversity, Equity and Inclusion (DEI)

• Environmental Sustainability

• Māori

• Pasifika

• Women

Key drivers

Priority Groups

Strategic themes

ConCOVE Strategic Alignment Test
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One of the most 
difficult things is not 
to change society –
but to change 
yourself.

- Nelson Mandela 1918- 2013
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