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Kia ora koutou,​

As we enter the final year of delivering on our 2025 strategy, it’s heartening to reflect on the progress we’ve made together, not just when times are 
good, but also when they’re tough. Globally, the conversation around diversity, equity, and inclusion (DEI) has shifted, making progress more complex. 
In contrast, this year has been about holding the line here in Aotearoa, keeping DEI at the forefront, even as many organisations focused on simply 
staying afloat. That’s something we can be proud of.​

Across all reported areas of diversity, we’re seeing a richer, more complete picture of our industry. More firms are collecting and reporting data 
they hadn’t in the past, and more individuals are feeling safe to share their identities at work. Increases in reported representation for our rainbow, 
neurodiverse and Asian communities likely reflect a maturing data approach, increasing numbers into the sector and a growing psychological safety 
in workplaces — a sign that inclusive cultures are taking hold.​

While we’ve made progress in closing the pay equity gap and holding it steady at around +/- 1 percent, down from 5.6 percent two years ago, the 
overall gender pay gap remains high at 18.3 percent. Whilst this has dropped slightly from 19.4% last year, this gap reflects ongoing challenges with 
the underrepresentation of women in senior leadership roles, a key factor in pay disparities. We also recognise that in smaller firms, where one or two 
individuals can significantly influence the numbers, these issues can be more visible. Your numbers will tell your own story. While overall women in 
leadership held steady, this year we saw a drop in women in senior leadership roles, balanced by a rise in women in people leadership positions. This 
shift highlights the importance of building and supporting a strong leadership pipeline and reinforces the need to track progression over time. It’s only 
by following these journeys that we can understand where barriers remain and ensure that diverse talent is moving through to the top.​

A NOTE FROM OUR DIVERSITY AGENDA  
STEERING COMMITTEE CHAIR

This report reflects the importance of measuring what matters. It shows how, even in tough times, our members have remained committed to authentic and practical action. And as we prepare to 
launch our new 2026–2030 strategy, we do so from a stronger base, with bolder goals, deeper insights, and a clearer understanding of what it takes to sustain this movement long term.​

We are proud to present this third annual snapshot of where we stand. It remains the largest voluntary disclosure of demographic data in our sector, and it speaks to the integrity and accountability 
of our collective.​

Thank you to our members who continue to support us in creating a truly equitable and inclusive industry where everybody thrives. 

Ngā mihi,
Josie FitzGerald
Chair of The Diversity Agenda 
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THE MAHI WE’RE DOING TO HOLD THE LINE
The past 12 months have tested the businesses across Aotearoa. In an economic climate where many organisations are focused on simply keeping people in jobs, driving new DEI initiatives 
has felt tougher than ever. But holding our ground matters. Keeping diversity, equity, and inclusion on the agenda, even when times are challenging, is what prevents hard work and progress 
from slipping backwards. 
 
Over the last year, the Diversity Agenda has focused on equipping our members to maintain their DEI momentum and ensure inclusive practices remain a non-negotiable part of doing 
business. Despite the pressures, our community has continued to show up for themselves, their teams, and the wider industry.

DEI LEADS COLLECTIVE 
Now supporting 58 DEI professionals, this group has become a vital space 
for sharing what works when resources are tight, problem-solving in real 
time, and helping each other embed DEI as business-as-usual.. 

INDUSTRY ROPŪ 
Our ropū (Neurodiversity, Māori, Education, and Rainbow) continue to be 
the voice for collective impact. 

INCLUSIVE LEADERSHIP PROGRAMME 
This year, we delivered our inclusive leadership programme, bringing 
together 160 leaders from across the industry. Participants engaged in 
workshops on Te Tiriti o Waitangi, belonging, Autonomy and Purpose, and 
Mobilise, building their capability as inclusive leaders and active allies. The 
result is a growing network of leaders equipped to take this mahi back into 
their organisations and help strengthen the industry from the inside out.

REFLECTIONS ON THE YEAR 
 
This year wasn’t about rapid leaps forward, it was about holding firm. Keeping the pay gap closed. Keeping diversity strategies alive. Keeping DEI visible in boardrooms, leadership conversations, and 
throughout workplaces.

WEBINARS THAT MEET THE MOMENT
This year, we delivered 14 webinars on timely, practical topics ranging 
from menopause in the workplace, neuroinclusion, global data insights, 
navigating redundancies through a DEI lens and more. 

CE CONNECT LAUNCHED
A new space created for Signatories to engage in high level meaningful 
conversations and practical accountability, recognising that impactful 
change starts at the top. 

GROWING VISIBILITY OF THE MOVEMENT
We took part in 17 speaking engagements, uplifting the Diversity Agenda 
brand and sharing our message with wider industry audiences. 

CONNECTION AND LEARNING ACROSS AOTEAROA
We held 32 member events across the country and in collaboration 
with industry influencers, creating opportunities for connection, shared 
learning, and support for DEI action at every level. 

NETWORK MOMENTUM CONTINUES
Our community continues to grow, with 4,203 social media followers 
and 1,186 newsletter subscribers. A clear sign that, even when change is 
challenging, interest and commitment remain strong.
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While overall women participation in the industry has reduced again for the second year, the reduction of 1.3% is an significant improvement on the previous year’ drop of 4%.  
 
Accord firms performed much better than the market with only a 0.2% reduction versus the 1.3% of the industry. Overall there was a lot more volatility with the smaller engineering and 
architecture firms driving most of the reductions perhaps showing the greater impact the economy has on smaller organisation. The larger firms were far more stable in their gender 
balance.  
 
Showing the adverse market conditions is the global gender gap report where in 2025 New Zealand fell below 70% parity threshold for the first time since 2017. 
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While Women in leadership held flat in 2025, there was a change in leadership mix. Women in Senior Leadership reduced by 4.7% but People Leadership increased by 1.5%. The larger volume of 
People Leaders softened the impact to the total numbers.  
 
All organisations, over 1,000 employees had a reduction in women at the senior level. However, 33% of Accord organisations have achieved the target of 40-60% of women representation at the 
senior level which is an increase of 3% from last year.
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QUALIFIED WORKFORCE
To strengthen our insights, we’ll be expanding our reporting to include qualified engineers and architects working in technical roles. This will provide a clearer baseline for measuring progress on key 
diversity representation across the technical workforce. It will also give us tangible data to track the impact of initiatives such as increasing STEM engagement in schools, and offer deeper insight 
into where the real retention challenges lie.
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THERE IS POSITIVE NEWS  
LOOKING TO THE FUTURE
The gender balance of employees with less than 2 years experience in Accord organisations is within the 40-60% target across the board.  
This hopeful sign is an indicator that the declining trend of the last few years is changing. 
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RETENTION
Retention presents a relatively balanced picture, with a slight skew towards men. Across Accord 
organisations, the average turnover rate last year was marginally higher for men, with 15.4% leaving 
their organisation compared to 15.1% of women. While the difference is small, it indicates that 
women are not exiting the workforce at higher rates. This is a positive sign for retention efforts, 
however, it’s still important to consider the broader context behind these figures at your own 
organisation.

In architecture, the trend differs slightly, with higher attrition among women. Encouragingly, this 
is being balanced out by a higher proportion of women entering the profession compared to 
engineering.
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PAY GAP
50% of all respondents improved their gender pay gap and all organisations over 500 employees improved their pay gap. However, the pay gap is still 18.3%, which is 
much higher than the national average of 8.2%. This means that women are effectively working 46 days a year for free. 

The gender pay equity gap was stable with a very slight increased driven by medium businesses. Architecture has a much smaller employee base so it’s swings are 
expected to be much higher.
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Māori representation has increased to 3.5%, up from 3.2% last year, which is an 
encouraging step in the right direction. 95% of Accord organisations have taken action to 
develop Māori cultural competence, and it’s particularly promising to see that nearly all of 
the largest firms have implemented initiatives that go beyond the standard approaches.

Despite this progress, Māori remain underrepresented in our industry. They currently make 
up around 7% of the engineering workforce, well below their 14.9% share of the working-age 
population. Continued focus and collective action will be essential to closing this gap and 
ensuring greater equity in representation.

Pacific Peoples representation has improved across the board this year after a small 
reduction in 2024. The solid growth in Senior Leadership is especially positive to see, but with 
Pacific Peoples being 9% of the working age population, more work is needed in this space. 
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Asian representation in our industries continues to improve and is now approaching 
alignment with the overall population, which stands at 17%.
There has been significant growth in Asian representation, particularly at the People 
Leadership level and even more so within Senior Leadership roles.

MELAA (Middle East, Latin America and Africa) representation has slightly declined on 
last year, but they are still well represented compared to their population average of 1.5%. 
The improvement of representation at the People Leadership and Senior leadership is a 
positive sign. 
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LGBTQIA+
According to the 2023 Census, 4.9% of the population identify as members of the 
rainbow community—a figure that aligns closely with representation across all Accord 
signatories.

The increased opportunities and visibility for the rainbow community within engineering 
and architecture, supported by the Rainbow Special Interest Group (RSIG), are clearly 
paying dividends. Firms that actively promote and participate in events such as 
nationwide Rainbow Parades and Pride Month are helping to create safer, more inclusive 
workplaces where Rainbow+ individuals feel comfortable being their authentic selves.

The Diversity Agenda continues to support the LGBTQIA+ community through 
involvement with RSIG under Engineering New Zealand. RSIG provides resources, 
knowledge, and workplace policies to its members, committing to a safe space and a 
voice for organisations, their Rainbow+ communities, and allies.

2025 2024 2023

Accord

Engineering

Architecture

0.0% 1.0% 2.0% 3.0% 4.0%

4.9%

5.0%

3.1%

5.0%

12



DISABILITY
Stats NZ recently updated its estimate of the number of New Zealanders living with a 
disability, revising it from 24% to 17% following changes to how disability is measured. 

Despite this, the employment rate for disabled people aged 15–64 remains significantly 
lower—just 39.4% compared to 81.7% for non-disabled people. This employment gap 
helps explain why disability representation across Accord organisations is still well 
below the working-age population average.

Encouragingly, we’ve seen an increase in reported disability representation this year, 
largely driven by our larger engineering firms. This points to a growing commitment to 
creating accessible, inclusive workplaces where disabled professionals feel supported 
and empowered to self-identify.
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NEURODIVERSITY
There is limited prevalence data available on the neurodiverse population in New 
Zealand. 

The Neurodiversity in Education Coalition estimates that around one in five young 
people in Aotearoa are neurodiverse. Meanwhile, the New Zealand Health Survey 
reports that 2.9% to 4.0% of children aged 5 to 14 have been diagnosed with ADHD—
though this is widely believed to underrepresent the true level of need.

Studies indicate that many neurodivergent individuals, including autistic people, often 
engage in masking behaviours to navigate social and professional environments. By 
encouraging participation from our members and fostering open conversations, we can 
build a more accurate understanding of neurodiversity in our industry and create more 
inclusive, supportive workplaces.
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WHAT’S NEXT
The mahi continues. Our 2025 strategy remains our focus for the remainder of this year ensuring we stay committed to the areas where we know 
we can make the biggest impact.

Māori Cultural Competence:  
Supporting our members to continue weaving Te Ao Māori into the DNA of their organisations—not as a project, but as a way of doing business.

Diversity at the Leadership Table:  
Increasing representation of Māori, Pacific Peoples, women, and other under-represented groups in leadership—because diverse leadership drives better outcomes for everyone.

Aging Workforce:  
Bringing attention to the realities and needs of our aging workforce, helping members future-proof their businesses and retain valuable knowledge and experience.

Participation and Growth:  

Continuing to grow the movement by supporting members of all sizes and expanding our reach and influence.

As we look ahead, our 2026–2030 strategy builds on the solid foundation we’ve laid over the last three years. It reflects the progress we’ve made, the lessons we’ve learned, the realities of the 
changing world we work in, and the focus remains clear: keeping DEI work authentic, practical, meaningful, and embedded into the way we do business as an industry. 

The pillars of our current strategy continue but evolve to meet the needs of the future workforce including stronger action on cultural competence, leadership representation, inclusion across 
generations, and the long-term sustainability of our movement.
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Diversity Agenda
hello@diversityagenda.org
www.diversityagenda.org

Last year’s report for reference: 
Diversity-Agenda-2024-insights.pdf (diversityagenda.org)


