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What is Uptempo?

Uptempo is a learning incubator testing ways

to grow Pasifika intergenerational wealth and
wellbeing in Aotearoa. We work in South and
West Auckland, exploring how Pasifika-centred
workforce innovation can enable Pasifika people
to thrive. We work directly with 80+ Pasifika

‘aiga (families), Pasifika-centred organisations
including The Fono, Tupu Toa, Social Labour
Supply and First Union, and with government,
employers and Pasifika-centred adult education
providers. We bring together the lived experience
and strengths of Pacific people with the skills and
knowledge of our partners, to identify changes
that will strengthen Pasifika intergenerational
wealth and wellbeing.

Uptempo is part of Alo Vaka, the Pacific Skills

Shift Programme funded through the Ministry of
Business, Innovation and Employment. Uptempo
is also funded by the Peter McKenzie Project (JR
McKenzie Trust) and powered by The Southern
Initiative (TSI), a social innovation unit nested
within Auckland Council.

We acknowledge the Uptempo ‘aiga, workforce
intermediary partners and employers we
interviewed, for their contribution to this report.
Thank you for sharing so generously.



https://www.uptempo.nz/
https://thefono.org/
https://tuputoa.org.nz/
https://www.sociallaboursupply.com/
https://www.sociallaboursupply.com/
https://www.firstunion.org.nz/
https://www.mbie.govt.nz/about/who-we-are/our-structure/
https://www.mbie.govt.nz/about/who-we-are/our-structure/
https://www.petermckenzieproject.org.nz/
https://www.tsi.nz/
https://www.tsi.nz/
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Puapinga

Our Values

Our values are the
foundation for how we
show up in our work,
the mindsets we bring

and our actions.

Transformative systems change is complex,
messy, and uncertain. Our values help us stay
true to our kaupapa and guide us, as we carve
a pathway forward and energise a community

of support around the need for change.

988
Tausileva

SAMOAN

We honour our relationships
and recognise that
everything is connected.
We are culturally grounded
and through this, build trust,
respect and impact.

Lototo?

TONGAN

We have the courage to do
new things and not being
afraid to make mistakes,
accepting our failures and
learning from them. We are
brave enough to challenge
the status quo and hold
ourselves and other people
accountable.

Manaakitanga

MAORI

Our actions demonstrate our
love and care for our people
and our kaupapa.
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ROTUMAN

We openly share and

work together with others
to achieve our goal of
intergenerational wealth for
all our people.

Fakamoliaga

NIUEAN

Our culture is a superpower!

We are unapologetically
Pasifika and walk our talk
every day.
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tmployer action on
Pasifika workforce
progression

Employers are part of the solution to closing

the Pacific pay gap and raising Pasifika
intergenerational wealth and wellbeing. Equally
important are government levers to incentivise
employers to enable Pasifika workforce
progression. Drivers for employers to support
Pasifika workforce progression include attracting
the best talent, managing labour and skills
shortages, the knowledge that young Pasifika
and Maori will make up increasing numbers of
the workforce, raising productivity and economic
development, growing workforce diversity and
supporting social cohesion and equity.

We are finding that many employers need support
to recruit, retain and promote Pasifika in their
workplaces. By mid-2023, Uptempo will be testing a
draft Good Employer Matrix (GEM), to support
employers to do this and be good employers of
Pasifika and others. A group of employers will help
us develop the GEM into a final product by the end
of 2023/early 2024.
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Our inquiries

In this report we explore the following questions..

> "

> <

What is effective

in supporting
employers to enable
Pasifika workforce
progression?

> ~
> <

How can employers
help create
pipelines for
Pasifika workforce
progression?

> b

< <

>

>

What does What support do
employer readiness employers need to
to support Pasifika become ready or to
employees to do more?
progress in work
look like?

>

b
> <

What system
changes would
incentivise
employers to
accelerate
Pasifika workforce
progression?
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Our approach

In developing this report, we:

Reviewed research evidence on effective
employer action to support (Pasifika)
employee workforce progression

Reviewed Uptempo data, team reflections
and practice-based learning

Interviewed six employers and two Uptempo
workforce intermediary partners who work with
employers - Tupu Toa and Social Labour Supply

Interviewed four members from different ‘aiga,
who have all been supported by Uptempo and
partners to gain better employment

From here we describe the Pacific pay gap, followed by four strategies
Uptempo has developed in response to the inquiries above and

how we are testing these strategies. We then share our learning to
date for each of the five inquiries, drawing on research evidence

and Uptempo’s practice-based evidence. We conclude with
recommendations for government and for employers, to accelerate
Pasifika workforce progression and help close the Pacific Pay gap.
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The Pacific Pay Gap and
fording new horizons

“Alongside Maori women, Pacific men and women
experience the largest pay gaps compared to other
ethnic groups. There is no sign that this gap is closing”

Pacific Pay Gap Inquiry 2022

In 2018 there was a $17,700 gap between Pasifika
and non-Pasifika incomes in Auckland (Census
2018). In 2022, the median hourly wage for Pasifika
working in Auckland was $25.24, compared with
$34.10 for Pakeha (Statistics New Zealand, 2022).
In 2021, for every dollar earned by a Pakeha

man, Pacific men were paid 81 cents and Pacific
women only 75 cents. At the current rate of
change, it would take over a hundred years to
close this preventable pay equity gap (Pacific Pay
Gap Inquiry 2022).

Systemic disadvantage in education is one
reason that Pasifika get paid less and are
promoted less. However, only 27% of the gap
between Pasifika and Pakeha men’s wages, and
39% of the gap for women, can be explained
by background factors such as education,
age, family situation or occupation (Cochrane
& Pacheco, 2022; New Zealand Human Rights
Commission, 2022; Treasury, 2018). Income
equality for Pasifika in New Zealand requires
identifying and dismantling barriers across the
employment landscape, including education,
youth transitions from school, HR recruitment

processes, promotion processes, and pervasive
discrimination and double standards (Came et
al, 2020; New Zealand Human Rights Commission,
2022).

Employers working with Uptempo understand
that ‘the future of the workforce is brown’, with
up to 30% of Auckland’s working age population
projected to be Maori or Pasifika in 20 years
(Statistics New Zealand, 2022). Many employers
are grappling with current labour shortages
and readlise that they need to change their
approach, to access Pasifika talent and markets.
Some employers are aware that Pasifika talent
is often overlooked or screened out by current
mindsets and systems. Some can also see

that our education, training and employment
systems can perpetuate and deepen this
inequity. These systems are part of the complex
structure that is institutional racism - change
will require increasing understanding of current
inequities and their implications and growing a
commitment to workforce diversity, equity and
inclusion (DEI).


https://pacificpaygap.hrc.co.nz/
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Uptempo rainbow - four connected strategies

Uptempo has been working with employers and
the employment system to move from an ad

hoc ‘gap filling approach’ to labour shortages,
towards industry-level strategies that meet
employer needs and pathway Pasifika into high
quality, resilient jobs. Uptempo is learning that this
requires four connected strategies:

Employers meeting labour
needs by working with
culturally competent
workforce intermediaries to
recruit, retain and progress
diverse (Pasifika) talent

System collaboration to
develop new qualifications,

b practices and pathways for
Pasifika across sectors and
industries

Va\
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Internal transformation
via organisational culture
change and applying
tools like Uptempo’s Good
Employer Matrix

Industry-level strategies to
increase Pasifika participation
in sunrise industries and
quality, resilient jobs

January 2023

Uptempo has targeted two kinds of sectors and
industries so far to test these strategies:

1. Sectors where Pasifika are traditionally
clustered that are experiencing skill
shortages, such as construction and
infrastructure, security, manufacturing, health
and social care. The aims are to support
Pasifika workers in low paid roles to move
up the ladder faster via upskilling, start roles
higher up the pay scale, and potentially open
pathways into sunrise industries where there
are more opportunities for progression.

2. Higher-paid industries where Pasifika are
underrepresented, such as tech, finance
and insurance. One example is Uptempo’s
partnership with Datacom, described here.
Stepping-stone roles and upskilling pathways
for Pasifika without specialised skills in these
sectors are sought, through engagement in
training that works for Pasifika and employers.

For both these approaches, identifying stepping-
stone jobs has been important — where training
and experience combine to immediately boost
earnings and status, and open up opportunities
for career progression. Stepping-stone jobs have
good starting pay, ability for ongoing upskilling
and pathways to sunrise jobs over time, including
in potentially different industries, via transferable
skills such as logistics, administration, customer
service or project management.



https://static1.squarespace.com/static/5cf74c8f2829e20001db724f/t/630c32265211993691a2bbfb/1661743655831/Uptempo+Datacom+Story.pdf
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1. What works to accelerate Pasifika and
minority progression in the workplace?

11 Research evidence

Numerous robust research reviews of corporate and public sector
diversity outcomes have clarified what supports recruitment, progression
and retention of minorities and women (Atewologun et al., 2018; Dobbin

& Kalev, 2007, 2017; Parsons et al, 2022). Key to success is adequately
resourcing this work properly and managers taking ownership of it, which
empowers them to feel like agents of change (Dobbin & Kalev, 2017).

Organisation
and culture

What is effective

Senior leadership team all sit on a
diversity taskforce with responsibilities
for developing and implementing an
organisation-wide workforce diversity,
equity and inclusion plan, including
within their individual teams

Full time staff member dedicated to
equity and diversity in recruitment and
workforce progression

Build organisational culture of inclusion
and cultural competency, e.g. shown
by concrete accommodations for how
different people go about their work -
improves retention of minorities

Allocating 1% of budget to diversity
initiatives

Track equity data across teams with
transparent reporting on workforce
diversity, equal pay and promotion
targets, linked to internal or national
awards system

‘Snowball effect’ — increasing diversity
in management and higher levels of
organisations leads to more diverse
recruitment and progression overall

What is ineffective,
or even counterproductive

Diversity scorecards rating individual
manager performance — evidence of
backlash from non-minority managers,
resulting in more hostile environment
for minorities and declining minority
numbers

Diversity mission statement or policy with
no meaningful budget or staff

‘Unconscious bias’ training for individuals,
and compulsory diversity training — little
evidence of meaningful behavioural
change, evidence of ‘gaming’ trainings,
disengagement, and backlash from non-
minority staff, resulting in more hostile
environment for minorities

January 2023
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Recruitment
and promotion

What is effective

What is ineffective,
or even counterproductive

Targeted minority recruitment
programmes to expand candidate pool,
including through cluster-hires and
programmes with tertiary institutes

Symbolic equal opportunity corporate
statement in job ads — no effect

Change recruitment processes to make
applications and their assessment
more holistic (for example including life
experience)

Review the promotion and pay rise
process for institutional bias
(i.e. using equity datar)

Work with workforce intermediaries to
access diverse talent

Training and
development

Mentorship programmes where minorities
can access mentorship from senior
people at least two rungs up

Networking without senior staff
mentorship or buy-in

Voluntary diversity training of managers,
focused on skills for managing a diverse
workforce

Mandatory diversity training of managers
- evidence of backlash from non-minority
managers, resulting in more hostile
environment for minorities.

Management training programme
targeting minority staff development

Skills training and development promoted
appropriately to minority staff

(Duvenport et al., 2022; Dobbin & Kalev, 2007, 2017; Marschall, 2021; Parsons et al., 2022)
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2. What does employer readiness
to support Pasifika emplo egs
B!

1.2 Practice-based evidence from
Uptempo's work with employers

Uptempo employers have expressed a need for support to implement the
approaches above. Uptempo has seen that Pasifika-centred workforce
intermediaries such as Tupu Toa and Social Labour Supply are well placed to
provide this support, as they are grounded in culturally specific knowledge
about what works for Pasifika. Uptempo has found that what works for
Pasifika to disrupt in-work poverty includes:

« Employers utilising existing support
mechanisms such as the Ministry of Social
Development’s Mana in Mahi programme
(note that this could be broadened to support
progression across industries, as well as within
industries).

 Supporting training to happen in paid work
time.

« Employers working with Pasifika-centred
workforce intermediaries and training
providers that can connect with Pasifika
communities and provide wraparound
support.

+ Supporting Pasifika mentoring and peer
support networks in the workplace that are
culturally-grounded and focused on upskilling
for career advancement.

We are finding that employers respond to stories
about how workers'’ lives change for the better
via workforce progression and want to see

more evidence of these benefits. One significant
employer wanted to know “if other businesses
have evidence-based programmes that work
[for Pasifika progression]. We are working
anecdotally.”

Resources can be provided to employers on the
existing evidence, linked to best practice and
Pasifika-centred workforce intermediaries for
Pasifika progression. This will be part of the toolkit
to accompany the Good Employer Matrix (GEM),
which Uptempo is developing with Tupu Toa by
by late 2023/early 2024. The GEM will provide a
practical guide for employers wanting to up their
game in hiring, retaining and supporting Pasifika
staff to progress in work. It will include what to do
in terms of actions for employers, why, and
where to go for support. Practical targets will
support employers to assess, improve and
transform their:

a) organisational culture;
b) recruitment and progression:
c) pay and conditions; and

d) training and development for Pasifika, based
on evidence of what works. Employers can use
the GEM to map their journey to becoming a
good employer for Pasifika people across these
four domains.

to progress inwork look

Employers are at different stages of
understanding and readiness to support
Pasifika workforce progression. Similar to
our ‘traffic light system’ for ‘aiga readiness,
Similar to our ‘traffic light system’ for ‘aiga
readiness, Uptempo has developed a
traffic light system for gauging how ready
employers are to embark on a DEI (Diversity,
Equity and Inclusion) journey for Pasifika
progression. While not hard and fast rules
that are a one-size-fits all, these general
indicators can help potential workforce
intermediaries and other partners to assess
where employers may need support. They
also support employers to consider where
they are on a journey towards being a good
employer for Pasifika or any other under-
served group and make connections to their
organisation’s purpose and values.

< b
< <



https://tuputoa.org.nz/
https://www.uptempo.nz/reports
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Employer ‘traffic lights”: Readines for equity journeys

Wage progression potential

Organisational motives and values

Flexibility

Who is on board

Getting help and building
relationships with the wider
ecosystem

Data on recruitment, pay equity,
promotion, progression

Red

MORE INFORMATION AND SUPPORT AROUND
KEY CONCEPTS AND BENEFITS NEEDED

Do not pay the living wage and are
dependent on minimum wage labour with
40+ hrs per week as standard

Transactional approach or noflow values-
based motives — labour-gap-plugging, box-
ticking

Low willingness to be flexible over
recruitment requirements, i.e. not hiring for
future potential, not able to see value beyond
CV

No key person driving change, lack of
management commitment

Lack of awareness as to why a social support
ecosystem for workers might be needed, that
one might exist, or resistant to the notion that
employers should take an interest in it

No data on workforce, resistance to
collecting it

January 2023
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Orange

OPEN TO CHANGE,
CLEAR POTENTIAL FOR ACTION

Green

BEEN TAKING STEPS AND MAKING PLANS,
READY TO MOVE FORWARD WITH SUPPORT

Good starting rate, i.e. at least the living wage.

Open to developing a wage progression plan
and strategy

Wage progression plan in place, looking to
introduce more progression supports

Some values-based motives, though not
clearly connected or fleshed out in practice
yet

Values and pragmatic motives aligned with
DEl and articulated

Willingness to be flexible over recruitment
requirements, though not sure how to
change this via standard practice

Willingness to be flexible over recruitment
requirements, is willing to work with and trust
socially-motivated workforce intermediaries

Key contact driving change, no extra
resources available, support from above
variable

Key contact driving change, planning for
extra resources to be available, support from
above consistent

Openness to building relationships with
community-based partners, interested in
learning more

Ready to invest more formally in learning
partnership with socially motivated
recruitment, seeking improved connections
to training partners

No or limited data on workforce, due to not
being sure why or how to collect it

Ready to improve data processes, capture
and reporting
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J. What support o employers need

tohecome ready or tlo more?

The updated Good Employer Matrix will present specific changes that
employers can make to be an attractive employer for Pasifika (and others).

Three further kinds of employer support are described below.

3.1 Employer education on

Pasifika workforce progression

Employers interviewed for this report tended to focus on making training
generally available for Pasifika staff, rather than on setting organisational
goals for how many Pasifika staff should be upskilled and progressing, and
by when. Employers who were Pasifika progression champions noted that
understanding was inconsistent throughout their organisation, and that
there was a lot of work to do. From Uptempo’s experience and interviews with
employers and workforce intermediary partners, employers need support

to diversify their talent, recruit and retain Pasifika talent and support Pasifika
employees to progress. Uptempo employers interviewed wanted the why,

what and how:

Why Wht

How

+ Understanding why a  Evidence of what works to
diversity, equity and inclusion support Pasifika recruitment
(DEI) lens in the workplace is and progression and
important appropriate targets

+ Seeing evidence of the + Practical tools to:

benefits of hiring and « Set up fair wage strategies
progressing Pasifika, and transparent

inCIuding from other progreSS|on plonr“ng
employers .
+ Collect hiring, pay and

promotion data so
progress can be tracked

 Learning about different
ways of valuing Pasifika
employee experience and

thelberefite orthic » Guidance to review

recruitment approach

+ Guidance to set up and
deliver mentorship and
progression support for
Pasifika

« Employers dedicating

resources, staff and
leadership to attracting

and keeping diverse talent
and workforce progression,
including Pasifika progression

Connecting to the Pasifika-
friendly ecosystem of
training, supported
recruitment and
employment, and social
support for employees and
their families

January 2023
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Uptempo partner Tupu Toa places Mdori

and Pasifika university graduates with large
employers who can support them to progress.
They describe strong employer competition

to obtain Pasifika and Mdori talent, with their
university graduates in hot demand among big
corporates aiming to source the best talent and
hit diversity targets. Director Anne Fitisemanu
explains that they put their employers “through
an application process, do you have buy-in at the
top, commitment to Te Tiriti, do you have a Mdori
and Pacific strategy — checking for why they want
our talent. We want to see partners who have
career pathways, who progress and develop
people as leaders. We are a movement not a
programme.”

Meanwhile, smaller businesses often have a
tight-knit and supportive family’ culture, where
everyone in theory is able to access the same
support, training and benefits, but without
systems in place to check whether there is equity
in uptake of training, or of career outcomes
across different gender and ethnic groups. They
do not tend to have a ‘diversity taskforce’ or a
diversity officer, as large employers might, and
may initially be resistant to diversity and equity
policies. But some are aware that their Pasifika
workers may need to be supported in ways that
suit their circumstances and needs, to have a fair
chance at progression.

A Pasifika-heavy trades-sector workplace we
interviewed has a strong record on pay and
conditions, but was against ‘special treatment’
for any one ethnic group. In discussing outcomes
and progression for different groups however, a
manager noticed that "We find a lot of our Pacific
people are illiterate, so that's gonna make them
shy away from the admin responsibilities onsite
[..] you always find it's the Palagi people who are
the heads of the sites. And that's probably due to
their schooling, not necessarily managerial skills,
because the Pacific people | think they're more

in touch with their own peers and know how to
get on with them.” The employer concluded that
literacy training could be worth looking into for
Pasifika workers, to level the playing field.
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3.2 Partnering with those who can
recruit diverse (Pasifika) talent

External recruitment can be hit and miss and

a drain for employers, especially for small to
medium enterprises. Many employers would
prioritise attitude, potential and ‘the right fit’ over
what is on a CV. However, standard approaches
to job advertising, HR and recruitment tend to
present barriers to Pasifika people who might be
suitable candidates.

For Tupu Toa, “What gets in the way is bias in
recruitment teams. They are mainly European,
they come with mindsets and processes that
are really Western”, often overlooking the
transferable values, skills and talent that Pasifika
people have in serving their communities and
families. Employers might see “a single Mum
hitting B-grades with three kids... [but] their story
is a secret weapon - 1 am one of seven, the only
person to have gone to uniin my family, | get
called on to drive Mum and Dad everywhere,

I look after siblings’.” Employers need to “see
richness, put a value to culture, to language, to
navigating multiple worlds and cultures. We need
to reframe that with employers.”

Workforce intermediaries can be empowered by
employers to rise above inflexible HR recruitment
processes: “With [X candidate], the interview was
a formality, she already had the job, because

we had a relationship with the employer. She'd
already been interviewed by me” (Social Labour
Supply). The expectation in the partnership was
that the workforce intermediary was essentially
doing the main part of the hiring, vetting and
preparation process, and was trusted to do

so after building up a relationship with key
managers. This building of trust with a workforce
intermediary may be challenging initially for
some employers but can circumvent red tape
and help get the right people on board.

Culturally grounded workforce intermediaries
can help companies hire from communities
they don't typically reach. Employers in non-
traditional industries for Pasifika noted a lack of
Pasifika response to job ads: “l don’t know why
Pasifika don't put themselves out there, even
when | advertise on Seek | have maybe one

[Pasifika] application”. Language, cultural framing
and social accessibility of standard job ads

are typical barriers to recruiting from minority
communities. For Pasifika, overall lower levels

of formal qualifications is a specific barrier. TSI
research with ‘aiga found a fear of applying for
jobs you are capable of doing if you don't meet
all the named criteria, and how reluctance to
take risks is a self-protective trait in the context
of a community struggling to meet basic needs
(Uptempo, 20220, 2022b).” This was described by
an Uptempo Pasifika intern sourced via Tupu Toa
as “the fear of failing, the fear of letting the team
down.

Moreover, employers do not typically know how
to tap into rich Pasifika social networks to recruit.
Uptempo partnered with Datacom during a
major recruitment of Covid contact-tracers,
connecting via Pasifika community leaders and
social media to thousands of willing Pasifika
workers who had never been reached through
Datacom’s standard job ads. “We now have
access to talent and communities we've never
traditionally engaged with, that’s the beauty”
(Teresq Pollard, former Associate Director
Stru’;egic Partnerships for Datacom) (Uptempo,
2021).

Pasifika workforce research has highlighted
that managers need to be more proactive

in progressing Pasifika staff (The Southern
Initiative & Ministry of Business Innovation

and Employment, 2018). An Uptempo Pasifika
intern advocated for employers to nudge
capable Pasifika employees out of their comfort
zone: “They see that none of their people are
represented in higher roles, they shy away and
stick with what and who they are comfortable
with. Sometimes the way to overcome it is just
to put them in the roles. So they truly know what
they're capable of doing. And then other Pasifika
people will see themselves being represented
and just try and go for it as well.” Supporting
Pasifika workers with potential to step up, even
temporarily, can pave the way for other Pasifika
to progress.
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3.3 Partnering for internal transformation

As well as recruiting Pasifika talent, culturally
competent workforce intermediaries can help
employers make deeper changes to support
Pasifika workforce progression. For example, Tupu
Toa provides cultural competency training and
capability support as a condition of internship
placements - this is seen as a bare minimum

to support new staff from Maori and Pasifika
communities who are underrepresented in target
workplaces. Workforce intermediaries working

to place Pasifika candidates were all aware that
employers generally need support to attract

and retain diverse talent and be an equitable
employer. They highlight the importance of the
middle-management tier to implement change,
as middle management is typically closer to
operational realities than a CEO yet senior
enough to be able to get things done.

v
The potential of social procurement

Social procurement for employment equity directs
purchasing and recruitment spend towards
employment for marginalised communities.
Government procurement is a significant lever

to improve employment opportunities and

equity for minority communities. We are at the

early stages in New Zealand of using social

procurement for employment equity. We need
tighter approaches, better tools, and more
investment in contract monitoring and reporting
that ensures public social spend is more directly
informed by socially driven employers and skilled
workforce intermediaries. An Evidence Brief on
Social Procurement for Employment Equity will be
released by Uptempo in February 2023.

A workforce intermediary such as Tupu Toa

or Social Labour Supply can link recruitment,
training, in-house mentoring and social support
for employers, to advance Pasifika in their
workplace. They can link employers with:

+ Training providers — employers are not always
confident about being able to find the best
type of training for their Pacific staff, including
how to encourage engagement and uptake

- Social support services for employee
wellbeing

+ Guidance for supporting internal coaching
and mentoring that works for Pasifika career
progression

+ NZQA and other agencies — to access
upskilling opportunities, accreditations,
subsidies and apprenticeships.
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A.  Howemployers can help create
training pipelines for Pasifika

workforce progression

> h

Employers have a crucial role to play in helping
develop new training and apprenticeships for
high quality jobs. Uptempo has partnered with
employers and culturally competent training
providers to design and deliver a range of
training packages and micro credentials for
Pasifika workers. Uptempo was able to quickly
coordinate the development of niche training
bundles, and NZQA-approved formal micro
credentials, to fill critical skills gaps in high-paid
industries. While design and NZQA accreditation
typically took three months, implementation,
delivery and scaling required far more
investment and effort. In particular, there needs
to be careful management of expectations and
negotiations about:

« Compensation for commercial intellectual
property
« Compensation for time

+ Rights to delivery and implementation of
training packages — who is allowed to deliver
the training, and who can they deliver it to?
Will it only benefit potential employees of the
employer who developed it, or will the training
be allowed to scale?

« Lining up ‘pipelines’ of candidates who will do
the training, and ensuring they are placed into
work and supported on completion.

Uptempo’s experience supports Workforce
Development Councils’ scaling this kind of work,
to reduce New Zealand’s ongoing skills and
productivity gaps by utilising the voice of industry
to understand the issues and barriers. Greater
industry-wide involvement is needed for scale.
There also needs to be a consistent funder to
oversee, resource and coordinate relationships
between employers, training providers and
workforce intermediaries. Government agencies
are key to supporting scaling and Industry
Transformation Plans can be a coordinating
tool. In 2023, using the Advanced Manufacturing
Industry Transformation Plan, Uptempo will
outline what a collaborative approach looks like
when centred around the aspirations of Pasifika
workers in Auckland’s manufacturing sector.

In some industries, employers still need to
deliver substantial on-the-job training after
short training packages are completed. Scaling
the pipeline will depend on coordination of the
intake and having enough skilled staff capacity
to support new trainees. This points to employer
networks working together to integrate trainee
cohorts. One employer partner of a new training
prototype noted: ‘| need to be able to stagger
trainings... we need to have 2-3 people with [a
newly qualified trainee] to teach and train them,
not a lot of jobs have that ability. | wear the cost,
I don't mind that, some places just can’t do it. We
had originally planned to do ten people at once,
but | cant do that all at once.”

January 2023
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h. Recommendations

51 Recommendations for government

Approaches to supporting Pasifika employment,
upskilling and workforce progression, including
interactions with employers, are currently
fragmented. Creating networks of good
employers of Pasifika in key industries requires
government investment in integration across
the employment landscape. This can begin by
mapping what larger-scale collaboration and
coordination would look like to support Pasifika
workforce progression in targeted industries, and
how this might be incentivised and supported.

It would involve reimagining the talent and

skills flow of whole sectors, so that equity

goals, diversifying talent, inclusive workforce
development and productivity propel each other
forward. This can occur at national scale and
locally at industry level, so that support is tailored
to the needs of local employers and the strengths
of the regional workforce.

Government has a clear role in strengthening
anti-discrimination and pay equity compliance
in law, policies and regulations. Evidence shows
that even the possibility of pay equity auditing by
government increases minority representation
and progression in workplaces. Stronger legal
requirements around workforce diversity, equal
pay and opportunity lead to more diverse
workplaces (Dobbin & Kalev, 2017; Holzer &
Neumark, 2006).

1. Implement the recommendations for
government from the Pacific Pay Gap Inquiry
(New Zealand Human Rights Commission,
2022):

a. Urgently introduce pay transparency
legislation.

b. Match minimum wage to the living wage.

c. Amend the Equal Pay Act 1972 to include
ethnicity and disability.

d. Establish a national pay equity taskforce to
ensure Pacific, Maori and ethnic pay gaps
are closed by 2042.

e. Implement the Tripartite Working Group on
Better Protections for Contractors.

-
5

Ratify the International Labour Organization
(ILO) 190 Violence and Harassment
Convention (2019).

2. Fund appropriate agencies to facilitate cross-
sector collaboration in targeted industries
to support Pasifika workforce progression.
This would involve coordinating community
organisations, schools, training, adult
education and industry bodies, and groups
delivering Pasifika career advancement via
placements, pastoral care, and employer
capability-building. This should occur at both
national and local levels.


https://www.mbie.govt.nz/business-and-employment/economic-development/industry-policy/industry-transformation-plans/
https://www.mbie.govt.nz/business-and-employment/economic-development/industry-policy/industry-transformation-plans/
https://pacificpaygap.hrc.co.nz/
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3.Fund the growth of culturally competent
workforce intermediaries that link holistic
social support and pastoral care with job
placement support. Both government and
employers require culturally grounded and
skilled workforce intermediaries, and these
need to be nurtured and powered up.

4.Expand social procurement policies and
strengthen their delivery. Use government
levers to direct spending towards workforce
equity — explicitly addressing the Pacific pay
gap, workforce progression and representation
goals. Set these goals collaboratively with
unions, social service providers and workforce
intermediaries. Improve monitoring of
government contracts with social outcomes.

5.Help finalise and champion the Good
Employer Matrix, starting with supporting its
adoption in the public sector. Key to uptake
will be clear practical targets for employers,
with resources and guidance on where to find
assistance as needed.

5.2 Recommendations for employers

6.Test your organisational diversity, equity
and inclusion practice against best practice
for employers outlined in section one, the
employer DEl readiness traffic lights and the
Good Employer Matrix.

7. Work with culturally competent workforce
intermediaries such as Tupu Toa and
Social Labour Supply to strengthen your
understanding and practice of DEl and how
to attract, retain and promote Pasifika talent.
Evidence the benefits arising. The importance
of working with appropriate workforce
intermediaries and learning alongside them is
a recurring theme from Uptempo’s practice-
based learning on how employers can
positively change their organisational culture.

8.Participate in initiatives to take more
integrated approaches to workforce planning
and ensuring an ongoing pipeline of diverse
talent for your industry or sector.

9.Use and share tools like the Good Employer
Matrix to grow organisational, industry and
sector wide capability in attracting, retaining
and progressing Pasifika workers.

January 2023
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Glossary

Social procurement for employment equity
— directs purchasing and recruitment spend
towards employment for marginalised
communities.

Sunrise employment — higher paid roles with
opportunity for progression, in industries that are
resilient to economic changes or shocks.

Sunset employment - roles paid under $23.65 an
hour (the living wage from 1 April 2023) with low
or no chance of progression, in industries that are
vulnerable to economic changes or shocks.

Workforce diversity, equity and inclusion (DEI) -
involves a commitment to increasing workforce
diversity, developing a culture of inclusion where
all employees feel safe, valued and supported

to be their best, and a commitment to equity
goals in the workplace such as pay equity and
fair treatment and opportunities for all. Workforce
DEl is o means to attract the best talent and
increase economic productivity, social cohesion
and equity in society. In February 2023 a three-
day conference on Workplace Inclusion is being
held in Auckland, reflecting growing awareness of

workforce DEI.

Workforce intermediaries - workforce
intermediaries broker the relationship between
workers and employers, reducing uncertainty

in the labour exchange process and managing
transaction costs. Workforce intermediaries
have the potential to be a key building block

of new workforce systems at the local level,
complementary to the wider employment
landscape and able to link together its disparate
elements (Marschall 2021).



https://www.livingwage.org.nz/
https://www.workplaceinclusion.org/
https://diversityworksnz.org.nz/why-diversity/

Page 26 Employment Landscape Report

R nces
.V‘

/|

Atewologun, D., Cornish, T., & Tresh, F. (2018). Unconscious bias training: An assessment of the
evidence for effectiveness (Research Report No. 113). Equality and Human Rights Commission.

Auckland Council. (2015). Exploring Pacific Economies: Wealth Practices and Debt Management
(Auckland Council Working Report, Issue July). Auckland Council.

Bruce Ferguson, P., Gorinski, R., Wendt Samu, T., & Mara, D. (2008). Literature review on the experiences
of Pasifika learners in the classroom: Report to the Ministry of Education. New Zealand Council for
Educational Research.

Came, H., Baduy, E., loane, J., Manson, L., & McCreanor, T. (2020). Ethnic (pay) disparities in public
sector leadership from 2001-2016 in Aotearoa New Zealand. International Journal of Critical Indigenous
Studies, 13(1), 1-15.

Cheung, J.(2007). Wealth Disparities in New Zealand.1-17.

Cochrane, B., & Pacheco, G. (2022). Empirical analysis of Pacific, MGori and ethnic pay gaps in New
Zealand. New Zealand Work Research Institute.

Davenport, D., Alvarez, A., Natesan, S., Caldwell, M. T., Gallegos, M., Landry, A., Parsons, M., & Gottlieb,
M. (2022). Faculty Recruitment, Retention, and Representation in Leadership: An Evidence-Based
Guide to Best Practices for Diversity, Equity, and Inclusion from the Council of Residency Directors in
Emergency Medicine. Western Journal of Emergency Medicine, 23(1), 62-71.

Dobbin,F., & Kalev, A. (2007). The Architecture of Inclusion: Evidence from Corporate Diversity
Programs. Harvard Journal of Law & Gender, 30(2), 279-301.

Dobbin, F., & Kalev, A. (2017). Are Diversity Programs Merely Ceremonial? Evidence-Free
Institutionalization. In R. Greenwood, C. Oliver, T. Lawrence, & R. Meyer, The SAGE Handbook of
Organizational Institutionalism (pp. 808-828). SAGE Publications Ltd.

Holzer, H. J., & Neumark, D. (2006). Affirmative Action: What Do We Know? Journal of Policy Analysis and
Management, 25(2), 463-490.

Marschall, Daniel. (September 2021). Workforce Intermediary Partnerships: Key to Success in High-
Performing Labor Markets. George Washington Institute for Public Policy.

January 2023 UPTEMP() Page 27

New Zealand Human Rights Commiission. (2022). voices of Pacific Peoples: Eliminating pay gaps.
Human Rights Commission.

Parsons, M., Caldwell, M. T., Alvarez, A., Davenport, D., Gallegos, M., Landry, A., Gottlieb, M., & Natesan,
s. (2022). Physician Pipeline and Pathway Programs: An Evidence-based Guide to Best Practices for
Diversity, Equity, and Inclusion from the Council of Residency Directors in Emergency Medicine. Western
Journal of Emergency Medicine, 23(4), 514-524.

signal, L, Lanumata, T., & Bowers, S. (2012). Punching loan sharks on the nose: Effective interventions to
reduce financial hardship in New Zealand. Program Evaluation, 23(2), 108-11.

Spoonley, P. (2015). A Political Economy of Labour Migration of New Zealand. New Zealand Population
Review, 41,169-190.

Statistics New Zealand. (2022). Dataset: Subnational ethnic population projections, by age and sex,
2018(base)-2043.

stead, V., & Altman, J. (Eds.). (2019). Labour Lines and Colonial Power: Indigenous and Pacific Islander
Labour Mobility in Australia (1st ed.). ANU Press.

The Southern Initiative & Ministry of Business Innovation and Employment. (2018). Pacific Peoples’
Workforce Challenge: Accelerating the advancement of Pacific people in the workforce. The Southern
Initative.

Treasury. (2018). Statistical Analysis of Ethnic Wage Gaps in New Zealand (Issue September). Analytics
and Insights Team, The Treasury, New Zealand Government.

Uptempo. (2021). Seven ways enterprise can learn from Pasifika to improve their workforce in Tamaki
Makaurau. The Southern Initiative.

Uptempo. (2022a). Increasing Pasifika ‘aiga readiness for workforce progression (No.1; Uptempo
Insights and System Implications, pp. 1-15). The Southern Initative.

Uptempo. (2022b). Pasifika-centred adult learning to grow intergenerational wealth (No. 2; Uptempo
Insights and System Implications, pp. 1-30). The Southern Initative.





http://www.uptempo.nz

	What is Uptempo? 
	Pu’apinga
	Employer action on Pasifika workforce progression 
	Our inquiries

	Our approach
	The Pacific Pay Gap and forging new horizons 
	Uptempo rainbow – four connected strategies 
	1. 	What works to accelerate Pasifika and minority progression in the workplace?
	1.1 	Research evidence 
	1.2	Practice-based evidence from Uptempo’s work with employers

	2.	What does employer readiness to support Pasifika employees to progress in work look like? 
	3.	What support do employers need to become ready or do more?
	3.1	Employer education on Pasifika workforce progression
	3.2	Partnering with those who can recruit diverse (Pasifika) talent
	3.3	Partnering for internal transformation

	4.	How employers can help create training pipelines for Pasifika workforce progression
	5. 	Recommendations
	5.1	Recommendations for government
	5.2	Recommendations for employers


	Glossary
	References

