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THE STORY

Engineering and architecture are very male
dominated, a situation which cannot effectively be
addressed without a concerted effort from senior
leaders in these industries.

As the governing bodies of the two professions,
Engineering New Zealand, the Institute of
Architects (NZIA) and the Association of Consulting
Engineers (ACENZ) decided to work towards
making that change.

In April 2018, these organisations launched the
Diversity Agenda, which asks industry leaders to
commit to 20 per cent more women in leadership
roles in the architecture and engineering industries
by 2021. At the initiative’s launch, 45 organisations
joined the movement, a number which has more
than doubled since.

These changes are needed for a number of reasons. Although 50 per cent of graduating
architecture classes are women, only 22 per cent of registered architects are women. In
engineering, the statistical picture is more dire. Engineering school rolls are only 26 per cent
women on average, and fewer than eight per cent make it into senior management roles. Maori
and Pasifika people each make up just over two per cent of engineers.

Because these industries are responsible for designing and building the most important
infrastructure, it is vital that they are representative of the populations that will make use of
that infrastructure.
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In its second year, the Diversity Agenda has expanded its goals to encourage broader
conversations about inclusion of ethnic minorities and the LGBTQI community, as well as
parenting and flexible work. The group is also beginning conversations with Master Builders and
the New Zealand Construction Industry Council on how they might implement diversity and
inclusion initiatives in their own male-dominated environments.

Each member of the Diversity Agenda commits to an annual survey to measure progress, and
the second of these will be completed soon, showing short-term change from the initial
results last year.

Andrew Read, Director of Pederson Read, says, “For too long we have said that the skills
shortage in our profession is someone else’s problem to solve.

“We need to change the face of the profession from older white males to something more
diverse and welcoming.”

THE CHALLENGE

Architecture and engineering, the two industries responsible for major infrastructure, are
among the most male-dominated workplaces in the country. This means that diverse sets of
voices are not often heard in the development of New Zealand’s infrastructure.

STRATEGIES FOR SUCCESS

e Founded the Diversity Agenda based on the core target of getting a 20 per cent
increase in women in leadership positions in the architecture and engineering
industries by 2021.

e Developed six core principles and a set of resources to help member organisations
achieve this goal.

e Ran more than 30 events around the country to encourage in-person discussion of
issues around diversity and inclusion among members.

e Expanded the scope of the programme after the first year into broader diversity and
inclusion issues as well as gender diversity.

e Required members to commit publicly to the 20 per cent target and take part in an
annual survey to measure progress.



RESULTS AND BENEFITS

e The Diversity Agenda has more than doubled its membership in just over a year since
launch to nearly 100 organisations.

e Positive comments from industry leaders and commitments to change

e Founding Partner Beca launched the Growing Greatness programme, which works
with women in the middle of their career across companies to ensure they continue
to progress

e Kim Rutter was encouraged to create WIiE CAN (Women in Engineering Canterbury), a
camp which encourages female students to pursue STEM careers.

e Founding Partner HERA instituted a scholarship to advance the engineering education
of Maori women.

KEY LEARNING

Changing a male-dominated industry so that it is more welcoming to diverse voices requires
visible commitment and work from senior leaders representing a wide range of key
businesses.

DO WORKPLACE DIVERSITY AND INCLUSION WELL
AND DO WELL BECAUSE OF IT.

Visit diversityworksnz.org.nz or call 0800 DIVERSITY (0800 348 377)


https://diversityworksnz.org.nz/

