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THE STORY 
 
Fisher & Paykel Healthcare’s journey to bring the company closer to gender diversity began 
with a question posed by CEO Lewis Gradon: “Do we have a problem?” 
 
Fisher & Paykel Healthcare specialises in the design, development and manufacture of medical 
devices. A large portion of the research and development employees are engineers or scientists 
- historically male-dominated STEM fields. There was a concern that the company was not 
doing its part to promote gender equality. 
 
The CEO put a call out to senior executives to nominate a small team from across the business 
to answer his question. The team was made up of HR managers, a quality engineer, investor 
relations manager and legal counsel, with sponsorship and oversight from Lewis. It initiated 
Project CATALYST. 
 
Strategic Analyst Nhi Nguyen-Smith says the team looked back at its company values and 
beliefs to understand what it wanted to achieve and why.  
 
“One of our core beliefs is that our people are our strength, and everyone should be respected, 
valued and given the opportunity to reach their full potential,” she says.  
 
“We looked to our data to guide the way. Taking a holistic approach, we performed a Gender 
Diagnostic which involved statistical analysis across all stages of the employee life cycle using 
data from the past three years to look for signs of potential bias.” 
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The gender diagnostic highlighted areas that needed to be addressed. There was significant 
difference in gender representation at the higher levels of management, compared to the 
employee population. Male salaried employees were promoted to a management role seven 
months faster, on average, than their female counterparts. There was a statistically significant 
gender pay gap for like-for-like roles across the organisation. 
 
The team presented its findings to the Board and executive team, and followed up by 
extending an invitation to all staff to a Diversity and Inclusion presentation by the CEO and Vice 
President of Human Resources.  
 
The team also prepared changes to policies and procedures to address the Gender Diagnostic 
findings. All changes were communicated to employees and implemented by HR. They 
included: a review of all salaries and rectifying any cases where employees were underpaid in 
relation to their experience in the role; a review of policies to identify sources of potential bias 
related to gender pay equality and promotion to management positions; performance rating 
added to annual salary review process; and the development of a formal Flexible Working 
Policy to reflect the changing needs of the workforce, and remove barriers that may impact 
gender representation. 
 
Video interviewing was added to the graduate recruitment process, resulting in a more gender 
diverse candidate pool. 
 
Feedback from employees has been overwhelming positive. Following the implementation of 
recommendations from Project CATALYST, 86 per cent of employees responded positively to 
the statement ‘I feel F & P values diversity’. 
 
The judging panel commented that the support of Fisher & Paykel Healthcare’s CEO and the 
transparency of the data has allowed the business to make significant process several areas of 
gender equity. 
 
 

THE CHALLENGE 
A large proportion of Fisher & Paykel Healthcare’s employees are in historically male-
dominated roles. There was a concern it wasn’t doing enough to promote gender diversity. 
 

STRATEGIES FOR SUCCESS 
• A team was formed to address the issue. As a result the following changes were 

made: 
• All salaries were reviewed, rectifying any cases where employees were underpaid in 

relation to their experience. 
• Policies reviewed to identify sources of potential bias related to gender pay equality 

and promotion to management positions. 
• Performance rating added to annual salary review process. 
• Flexible Working Policy developed to reflect the changing needs of the workforce, 

and remove barriers that may impact gender representation. 
• Video interviewing introduced to graduate recruitment process which resulted in a 

more gender diverse candidate pool. 

 



 
 

 

RESULTS AND BENEFITS 
• Introducing video interviewing into the graduate recruitment process contributed to a 

more gender diverse pool. The 2018 graduate recruitment round resulted in 50 per 
cent female recruits, compared to 21 per cent in the 2016 round and 29 per cent in 
the 2017 round. 

• More balanced gender representation across the New Zealand salaried employees. At 
senior job levels, the ratio has risen from 17 per cent female in July 2017 to 23 per 
cent female. At the lowest job levels the ratio increased from 40 per cent female in 
July 2017 to 43 per cent female. 

• Closed the gender pay gap in the New Zealand operation to have no statistical 
difference for like-for-like roles. 

• In the 2018 engagement survey, positive responses were received from 86 per cent 
employees for “I feel F&P values diversity” and 90 per cent employees for “We have a 
work environment that is open and accepts individual differences”. 

 

KEY LEARNING 
A cross-functional team is effective in finding solutions to workplace inclusion challenges. 
“Although the small core team was effective in the initial stages, as it became more visible 
and solutions were being developed, a wider team would have been valuable in developing 
more well-rounded solutions and driving progress.” 
 

 
 

https://diversityworksnz.org.nz/

