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Welcome to the Pacific Women’s Watch New Zealand 

Conference  

Christine King, President 

Tēnā koutou, tēnā koutou, tēnā koutou katoa; talofa lava; kia orana; mālō e lelei; bula 

vinaka; nameste; salam alaikum; welcome. 

A warm welcome to you all to our one-day conference and a special welcome to our patron 

Prue Kapua and our speakers Dame Susan Devoy, Bev Cassidy-MacKenzie, Carol 

Anderson and Sue Gould.  Thank you all for giving up your Saturday to speak with us. 

Our conference theme this year is “Celebrating Our Diversity”, a phrase I recall from a 

previous Race Relations Commissioner Hiwi Tauroa.  This has led me to give much thought 

to just what we mean by diversity.  In the press I find I am often reading about racial/ethnic 

diversity.  We know that New Zealand and Auckland in particular are racially and ethnically 

diverse.  This to me is an exciting aspect of this city and to be shared and enjoyed.   

But there is more to diversity – in the work place we think of women’s involvement and 

opportunities.  Recently there has been a focus on the need to diversify company boards 

and senior management by including more women.  This is to be applauded and certainly 

fits with the goal of many of our organisations for equality for women, but we must not 

overlook those who do not exactly fit in to the so called norm.  How can we ensure that 

indigenous women, disabled women, women of ethnic minorities, those whose sexual 

orientation separates them from others, and those with different beliefs to the mainstream 

are given a fair chance and have their voices heard?  

These and many more factors contribute to our diversity and I believe that if we are sensitive 

to and accepting of difference we can only benefit.  I feel that I am very privileged to be able 

to participate in and enjoy the amazing diversity of women and men with whom we share this 

country and city. 

I am sure that our speakers and our discussion will open up ways in which we can develop 

and work to enhance the wellbeing of all women in Aotearoa New Zealand regardless of who 

they are, where they fit in society and what they believe. 

 

-------------------o0o------------------- 
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Dame Susan Devoy  

Race Relations Commissioner Human Rights Commission 

I’ve been asked to set the scene of life in our culturally diverse community.  I’ve been asked 

to talk about living positively with diversity.  But before we can even talk about living 

positively with diversity there is something that all New Zealanders need to accept as part of 

our culture.  And it is a culture that all of us need to belong to if we are to truly celebrate 

diversity. 

If we are to live positively with diversity then we have to create a culture in which racist 

attitudes, statements and actions are considered unacceptable by a majority of New 

Zealanders.  We need to develop a culture that has zero tolerance for racism.  We need to 

develop a Kiwi culture that doesn’t just talk about zero tolerance for racism: we need a 

nation of people who refuse to accept racism as part of their lives. 

A zero tolerance for racism is mandatory if our children and grandchildren are going to live 

positively with diversity.  A zero tolerance for racism is particularly crucial because of the 

kind of country we now live in. 

As many of you will already know, New Zealand is one of the most ethnically diverse nations 

on earth.  In fact we are what social scientists would describe as super diverse.  New 

migrants combined with longer established ethnic minority communities mean New 

Zealanders identify with an unprecedented variety of cultures, identities, faiths, languages 

and immigration statuses. 

We are super diverse and this huge demographic change has taken place in less than a 

generation.  In 20 years’ time, Statistics New Zealand project that more than half of all Kiwis 

will be Asian, Māori and Pasifika.  At the same time more than two thirds of all Kiwis will also 

identify as European or Pākehā due to the fact that many of us identify with more than one 

ethnicity.  In such an ethnically diverse nation, we simply cannot afford for racism to become 

embedded in our culture and our thinking. 

This year at our Diversity Forum, the Human Rights Commission will be launching a 

comprehensive strategy that will encourage Kiwis to talk openly and safely about racial 

discrimination.   

If there is one thing I’ve learned throughout my time as Race Relations Commissioner, it is 

that casual racism and prejudice happen all over New Zealand.  People share their stories 

with me all the time.  Some stories are shocking and violent.  Most stories don’t make the 

news but one by one, if they go unchallenged; they end up defining what kind of people we 

are. 

I’d like to tell you about a few. 

One took place at an office in a government department of all places.  A young man was 

minding his own business working at his desk when a colleague asked, “Where do you come 

from?” 

The young man replied: “I’m from Masterton.” 

The colleague sighed.  “No come on, where do you REALLY come from?” 
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The young man replied, “OK I’m from Masterton but we moved from Carterton when I was 

five.” 

By this time the colleague – whom he barely knew – was angry and aggressively told the 

young man to grow up.  The man then went on to enquire about where other workmates 

came from. 

But here’s the thing.  He didn’t ask any Pākehā people where they came from.   

The young man sat at his desk for a few minutes then got up and went over to his colleague 

and asked, “Excuse me but where do you come from?” 

The colleague quickly replied: “I’m from New Zealand of course.  I’m a Kiwi.” 

And the young man said, “Me too.  I’m a fourth generation New Zealander.  I’m a Kiwi.” 

The young man is a Chinese Kiwi whose ancestors helped build this country and who first 

arrived here in the late 1800s. 

Here’s the thing: the person asking where everyone else came wasn’t even born here – he 

was born in Australia.  But for some reason he felt he was more of a Kiwi than the young 

man he originally challenged because that young man is a Chinese Kiwi. 

This is the kind of casual racism many New Zealanders face every day. 

It’s the kind of thing we need to call people out on and challenge them about as well. 

But it’s not easy to be the one who does that.  You have to be incredibly brave to publicly 

take a stand as this young man did.  And that’s where the rest of us come in.  We need to 

stand up for our friends and colleagues.  We need to let them know that they’re not alone, 

we need to let them know that we don’t think what’s going on is OK. 

I always think to myself when I tell this story: where were the rest of the people in this office? 

Why didn’t anyone stand up for that young man? 

The thing with prejudice is that if adults are treating others with racial prejudice and getting 

away with it, then we can be pretty confident that our children are as well. 

A friend of mine told me of a story that took place in a school yard a few months ago.  A girl 

who was particularly good at soccer angered the school bully who started chanting racist 

names at her.  After a few minutes the bully’s abuse succeeded and the young girl burst into 

tears in the middle of a game. 

But here’s where the story takes a turn for the better.  The rest of the children playing soccer 

stepped in.  They ran to the side of their friend.  They told the bully off.  They called the 

game off.  They all headed to the principal’s office with their friend. 

What is so wonderful about this true story is that when that young girl grows up and looks 

back on her childhood: there will be a memory of the day where a bully racially abused her – 

but the rest of the school stood up for her and stood alongside her.  Unlike so many New 

Zealanders who experience racial abuse or prejudice: this young girl didn’t face it alone. 

Essentially this is what our strategy is all about.  We want New Zealanders to share their 

experiences about racial prejudice.  And we want other New Zealanders to stand up for 

them. 
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No doubt some critics will say what we are doing is political correctness gone mad.  Some 

will argue that we should just leave things as they are as “She’ll Be Right”.  But we firmly 

believe that if we leave our country’s future to chance: she won’t be right. 

One of the greatest challenges facing our country is to understand our own people, to know 

our own demographics and to plan for our future.  New Zealand’s not too distant past shows 

us what happens when we don’t plan for a future with all New Zealanders’ interests at heart. 

All these factors combine meaning that super diversity presents unparalleled challenges and 

opportunities to policymakers and practitioners, as well as to businesses, communities and 

migrants. 

If we are to truly celebrate cultural diversity – then we need to challenge racial prejudice 

wherever we see it.  It’s not easy to be the one that stands up for someone else but imagine 

how much harder it must be to be the one who is being humiliated? 

Don’t get me wrong.  I don’t think Kiwis are bad people.  Far from it, I think we’re pretty good.  

Our identity as New Zealanders is about giving everyone a fair go, but we need to remind 

ourselves that that fair go is for everyone. 

Racial prejudice is the opposite of giving everyone a fair go, it goes against our inherent 

identity as New Zealanders.  It’s time to talk about why racial prejudice goes against our Kiwi 

way of life.  Brave conversations, courageous kōrero is what we need to be having more of. 

However, this past month has made me feel very proud to be a New Zealander as 

thousands of Kiwis and scores of non-government organisations have taken to the streets 

and to social media to continue to remind us of our own humanity.  The Parihaka Peace 

March, Te Puea Marae taking in homeless families, advocating for our Government to take 

in more refugees: these are things that New Zealanders do. 

We stand up for others when no one else will, we demand that others less fortunate than 

ourselves get a fair go, we embrace ethnic diversity and we refuse to be scared of it: these 

are New Zealand values. 

When our grandchildren look back in years to come, my hope is that they immediately 

recognise that these things represent our identity as New Zealanders. 

Cultural diversity in Aotearoa New Zealand must be founded on an understanding of our 

past.  For this to happen, New Zealanders need to be very grateful we have a Treaty of 

Waitangi.  175 years ago our ancestors agreed that all Kiwis have rights.  Not just European, 

Māori or rich Kiwis: the Treaty guaranteed that all Kiwis have rights.   

I believe the Treaty is New Zealand’s founding human rights document.  We should be pretty 

proud that this is what our nation is founded on.  Back in 1840 the notion that all people had 

human rights was a world leading concept because in most so called civilised nations: 

slavery was still legal.  The Treaty of Waitangi and our ability as a people and a nation to be 

honest about our past is our insurance policy for the future. 

Māori culture is an intangible cultural treasure that binds and defines all New Zealanders.  

Take the haka, it’s about focusing people for the journey ahead, it’s about honouring people, 

it’s about uniting people.  The spine tingling haka our own local schools perform – boys and 

girls from all ethnic backgrounds – are a sight to behold and one as a mum and a New 

Zealander that makes me feel so proud of our younger generation.  They give us all hope.  

Even our national anthem – thanks to our kids we sing it in both of our languages, Te Reo 

Māori and English.  Our kids are our greatest hope for the future.   
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New Zealand is now one of the most ethnically diverse nations on earth.  When it comes to 

race relations New Zealanders are doing better than we’ve done before.  But we can do 

better, in fact: we have no choice but to do better. 

We’re pretty good at learning from our past in New Zealand – planning for our future is 

something we need to get better at.  We can’t just say “She’ll Be Right” and hope for the 

best.  If we don’t plan for our future and our children’s future now chances are, she won’t be 

right.   

 

-------------------o0o------------------- 

 

Bev Cassidy-MacKenzie 

Chief Executive, Diversity Works (formerly EEO Trust) 

We’ve been the Equal Employment Opportunities Trust for nearly 25 years, and as such 

we’ve grown with New Zealand.   

In order to remain relevant we needed to have an identity change that reflected the work that 

we do. 

So, we are Diversity Works New Zealand! 

It is our place as Diversity Works New Zealand to:  

 Promote a better understanding of the benefits of diversity in business. 

 Help organisations better integrate it into policies and procedures and then to 

celebrate their inspiring outcomes as a result. 

What I’d like to do to start off with is to give a bit of context for Diversity in New Zealand – let 

me start by looking at New Zealand as a village of 100 people;  

 49 of us would be male and 51 would be female 

 Our average age would be about 38 

 The number of us still working at 65 has doubled in the past decade 

 14 of us would be Māori, 11 would be Asian, and 7 would be Pasifika. 

 More than a quarter of us would have been born overseas (but if our village was 

Auckland, then that would be closer to 40%) 

 79 of us would not have a tertiary qualification 

 And 3 men and 1 woman out of our village would earn more than $100,000 per year  

New Zealand has grown its economy through immigration; we have attracted investment, 

people and skills – we needed to. 

We now have 213 different ethnicities.  At the moment and 186 of those reside in Auckland. 

At the last New Zealand census in 2013 the median age was adjusted to 38 years old and 

that is up from a median age of 26 years 40 years ago. 

It makes good business sense to have a range of ages at work particularly with a skills 

shortage predicted for New Zealand in the near future which will mean that we will need to 

retain mature workers as well as support and develop younger workers and those 

transitioning into the workforce for the very first time.   
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Because fertility rates have dropped.  We now have less babies than we ever did.  My mum 

was part of the Māori urban drift from the east coast of New Zealand down towards 

Wellington – Poneke – the ‘big smoke’.  She had to make the move to help support her 

whānau and send money back to the farm to help her mum and dad and her 12 siblings.  Big 

whānau back then.  But plenty of workers. 

I come from a whānau of four – like most of my friends, and their friends.  Four or five 

brothers or sisters is the norm.  Plenty of cousins, plenty of fights, plenty of fun.  And again, 

plenty of workers for our economy.  But now, we have a generation where there are so many 

‘only children’ or ‘pigeon pairs’ of two kids and this has been happening for a while, so we 

now need a combination of our ageing workers and immigration to help us with the workers 

for tomorrow.  To ensure we can meet the needs that our future will ask of us.   

Not surprisingly the issues of New Zealand’s growing diversity are becoming a very popular 

area of discussion in the media.  In particular, the emphasis on growing ethnic diversity as a 

result of migrations. 

Terms such as super diversity and hyper diversity have been borrowed from other contexts 

and used to describe what is happening in New Zealand, usually in reference to ethnic 

diversity as a result of increased migration over the last 15 years. 

The most significant changes are in the growth of Asian communities in New Zealand, 

although there has also been an increase in Middle Eastern, African and Latin American 

groups. 

Other related issues which have been of focus recently are issues relating to: 

 Gender pay equity 

 Harnessing transnational connections 

 The impact of diversity on democracy in the new New Zealand  

 Changing business practices and the changing future of New Zealand 

 At the moment we have 1 in 5 workers aged 55 years or over, our New Zealand 

government figures predict that by 2020, (which is only 4 years away) this will be one 

in four workers, and by 2030 it will be 1 in 3 – so you can see here our growth has 

been and continues to be rapid in this space. 

I want to reiterate two key messages: the business case for diversity and for the benefits of a 

diverse and inclusive committees 

I realise that I am somewhat preaching to the converted but I think it is always good to share 

and be armed with the latest research and information. 

One of the key recent pieces of research on why diversity and inclusion will be a priority for 

2016 comes from Deloitte.  Deloitte surveyed 450 global companies and found that there are 

positive impacts on cash flow, innovation, improved performance and development of 

leaders.  “Companies that embrace diversity and inclusion in all aspects of their business 

statistically outperform their peers”, said Josh Bersin of Deloitte in 2015. 

 

-------------------o0o------------------- 
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Carol Anderson  

Superdiversity Centre  

The term ‘superdiversity’ is used where more than 25 per cent of the resident population is 

comprised of migrants or where more than 100 nationalities are represented.   

The Superdiversity Centre for Law, Policy and Business is a multidisciplinary centre 

specialising in analysing the law, policy and business implications of New Zealand’s super 

diversity. 

Last year, the centre undertook a stocktake of diversity in New Zealand, the awareness of 

super diversity, and the issues it raises.  The stocktake focused on government, non-

government organisations and businesses.  The result was 400 pages of research which can 

be viewed online: http://www.chenpalmer.com/superdiversity/reports/.   

The centre has also produced a piece of work titled ‘Superdiversity, Democracy and New 

Zealand’s Electoral and Referenda Laws’, which investigates the implications of super-

diversity for participation in democracy, including the effect of large migrant groups who may 

have language barriers on voter participation.   

The next piece of work will be on the intersection of disability and ethnicity and super 

diversity.  Compounding disadvantages can occur when you have multiple diversities, for 

example, when you combine ethnicity with disability.   

The Superdiversity Centre does research and analysis, advices government, non-

government organisations and businesses about law and policy strategies needed to adapt 

to the super diverse environment.  The centre can bring issues into the public domain and to 

leaders.  The focus of our work to this point has been to make it clear to leaders in 

government and the business sectors that we have reached a point where you ignore 

diversity at your peril. 

The Superdiversity Centre also provides cultural capability stocktake for organisations and 

cultural capability training. 

Cultural capability is more than having a lot of information about a culture’s language or 

history.   

Rather, cultural capability is: 

 A skills set 

 A set of experiences  

 An attitude  

 A journey 

Cultural capability is about understanding that there may be a different way of viewing the 

world.  That your cultural view of the world might not be the only view of the world. 

I want to talk about my own cultural journey.  I grew up in Christchurch in a totally white 

environment.  Māori culture was studied in school, like the Romans or Egyptians, there was 

no contact with them.  I went to teach in Taumarunui where 40% of the students at the high 

school were Māori.  I taught for a few years, started to learn Māori and was feeling pretty 

good about it.  One day I was feeling frustrated with my ability to communicate with some of 

the Māori boys in the class.  I went to the school guidance councillor and said “I just feel like 

http://www.chenpalmer.com/superdiversity/reports/
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I have to change the way I do everything.” And he said “Yes”.  And it was that word that 

shifted me.  From then I increased my involvement.  Each step took me further along the 

road of my cultural journey. 

Another way of looking at cultural capability is core and flex.  What’s the core part of you that 

is “this is me”, and what’s the part of you that can flex? Our aim is to encourage people to 

reassess what people think of as really important to them, to make them more flex.  We all 

have our own core, they are all different, but we want to grow our flex.   

As a white middle aged pākehā woman, I am in the cultural majority.  We don’t need to think 

about these things much.  We can stay in our bubble.  We are the main group that need to 

be reached to have their mind sets changed.  I like to think it all helps; don’t give up on 

people because they seemed entrenched in their views, keep having discussions.  As Dame 

Susan Devoy said, call out racism, otherwise the moment slips by.   

 

-------------------o0o------------------- 

 

Sue Gould 

Training Solutions Coordinator for Portal, a division of Renaissance Group 

What does disability mean? 

The dictionary defines disability as:  

 Lack of adequate power, strength or physical or mental ability; incapacity 

 Physical or mental handicap, especially one that prevents a person from living a full 

life 

 Anything that disables or puts one at a disadvantage 

 The state or condition of being disabled 

 Legal incapacity, legal disqualification 

The perceived meaning then is that: 

 People who live without a disability have no limitations 

 People who live without a disability can do or be anything they want 

 A disabled person who can work 30 hours a week is considered inspiring or ‘unique’ 

 Your ‘common’ is my ‘unique,’ my ‘common’ in your ‘unique’ 

Decide for yourself which of the above statements is true or untrue. 

There are barriers which prevent us from taking part in society.  These include physical 

barriers, but also attitude barriers and organisational barriers.   

Emerging Disability: 

 New entrants at school are being taught: 

o How to sit on a chair 

o How to use a knife and fork 

o How to drink from a cup 

 Parents are being taught: 

o How to play with their children 

o How to cook, clean and maintain a home 
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We live in a world of change.  A disabling world of change.  The emerging disabled, 

disempowered and disengaged may become the very saviours of all people who historically 

been told they don’t have the ability to live a full life. 

Is the tide of understanding around what a disability really is about to be placed in a position 

where it might sustain some meaningful and beneficial gains? 

Social Unrest: 

 Young men demonstrate entitlement and dominance over young girls and other 

women (teachers, care workers) – disabling of women to feel safe and secure 

 Modern stresses can lead to increased mental illness – a modern invisible disability? 

 People deemed not fit for paid employment – labelling for long term oppression – 

disabling messages 

In terms of social unrest, worldwide there is change afoot and we need to be prepared for 

change and be part of the change rather than waiting for the change to take us over. 

What does your organisation have to offer for those in the midst of social unrest? When we 

think about the power that shifts when words are spoken, what can your organisation 

contribute? 

Words have Power 

Disability – disability is ripped apart and put back together usually because no one can come 

up with an alternative. 

Crippled – reassigned! We stopped using it to describe people living with a physical disability 

and attached it to a crippling mortgage, a crippling financial regime, and crippling work 

conditions.   

Unable – a polite excuse? ‘We are unable to take your call right now, but if you leave us a 

message, we will get back to you just as soon as we can.’ 

Powerless – a cop out? I feel powerless – I know I should be doing something, but I really 

don’t want to pursue this at all.  It’s not my decision. 

Disadvantaged – highlights that some people think that life is nothing more than a 

competitive game.  I didn’t win the advantage so I am clearly of a lower intelligence, lower 

waged, live in poor housing. 

Handicap – again it’s been reassigned, this time to the golf course (and I reckon it formed 

the basis of many organisational processes in the social service sector) - let me explain.   

The United States Golf Association constructed the handicap system to level the playing 

field for everyone.  Golf handicap calculations use an esoteric system of “course rating” and 

something called “slope” to compute exactly how many strokes everyone should get.  Few 

people understand or can explain how the course rating and slope are computed, so be like 

everyone else — accept both and go with the flow. 

If you’ve never played golf before, you won’t have a handicap yet.  Don’t worry — you have 

plenty of time.  When you're ready, you want to test yourself on a real golf course.  The first 

thing you need to do is keep a score.  Get a golfer friend to accompany you in a round of 18 

holes.  This person must keep score and sign your card at the end of the round.  To be valid, 

a card needs two signatures, your own and that of the person you’re playing with.  That way, 

all scores are clearly valid, and corruption is kept to a minimum.   
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All you have to do is hand in your scores at the course where you normally play.  Your 

handicap at any one time is 96 percent of the average of the best 10 of your previous 20 

scores. 

Your handicap fairly accurately reflects your current form because you must record your 

score every time you go out.  Most clubs and public facilities make things easy for you.  They 

have computers into which you feed your scores.  The program does all the work and 

updates your handicap. 

My point here is that while we, the people, continue to reassign degrading, disempowering 

and disabling terminology, we aren’t dealing with the real problems that are being faced by 

those who are labelled by these powerful words.   

But the one word here that surprised me as I was doing this research, was ‘handicap’.  The 

golfing fraternity turned this word into a positive method of levelling the field for those who 

were not as good at golf as those who had been playing for a long time.   

Isn’t that what we are all advocating for people who live with a disability? Who would have 

thought that a male dominated sporting body could change the intention of a derogatory 

word? 

We all know there are barriers and challenges are that face people with different abilities.   

Such social barriers include:  

 Environment 

o Inaccessible buildings 

o Inaccessible language 

o Inaccessible services 

o Inaccessible communication 

 Attitudes 

o Prejudice 

o Stereotyping 

o Discrimination 

 Organisations: 

o Inflexible procedures 

o Inflexible practices 

Yet, we know the people in our communities who face barriers and challenges often are not 

in the driver’s seat of decision making, and are constrained by confidentiality and privacy 

laws.   

There is a difference between not knowing and not knowing yet.  YET is your opportunity to 

hunt out, research, collaborate, talk, design and deliver new ways of knowing.   

 

-------------------o0o------------------- 
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Workshop 1: Racial and Ethnic Diversity  

How does the United Nations Convention on the Elimination of all Forms of Discrimination 

Against Women (CEDAW) inform our society and how it develops?  

 New Zealand is part of CEDAW, which means we have responsibilities.   

 CEDAW needs to be exposed to the wider community, ethnic communities and 

universities, not just women’s organisations.  The “Cities for CEDAW” project is a 

great opportunity for exposure.   

 We need to have CEDAW explained in simple language so that everybody 

understands.  Note – PWW(NZ) has developed a simple brochure explaining 

CEDAW, a major international forum where women can be heard. 

How can cultural integrity be maintained in a new environment? 

 Maintaining culture must come from within the home.  Parents also need to teach 

children how to adapt to a new environment.   

 There needs to be a balance and communication between generations, children can 

be confused if navigating two cultures.  When they go to school, they learn other 

things, a different culture from that at home.  They need support.   

 Parents learn a lot along the years living in a new environment, they need time to 

adapt when there are multiple cultures working together. 

 We need to recognize our heritage and embrace the new culture.   

 People feel responsible towards their own community, and are sometimes shamed 

by them.  People need to accept that cultures evolve.   

Are we looking at a call for integration or assimilation?  

 “Assimilation” has bad connotations.   

 “Integration” means living together with different cultures.   

 It is not just about migrants, but also about the host community.  Migrants need to 

teach New Zealanders their ways, and vice versa.  It’s a ‘two-way street’.   

What are “New Zealand values”?  

 New Zealanders have very independent families, which is a culture shock for many 

ethnic minority communities, where family values are different.   

 New Zealand is diverse in its values between Māori, Pākehā and ethnic minority 

communities.   

 Some ethnic minority communities are surprised by voluntary work, which doesn’t 

exist in all cultures.   

 New Zealand values are changing.  Kiwis are ‘go-getters’.  New Zealand is small in 

size, but big in values.  Kiwis step up when somebody is in need.  Kiwis don’t make a 

fuss enough, they do step up but they need to step up more for what is right.   

 We need to embrace diversity and demand change together.   

 It is important to acknowledge that some migrants work a lot and have no time or 

knowledge about what is available to them, or about their rights.  This is why we 

need advocacy groups to represent them.   

 The media also has a role to play and has a social responsibility. 

 

-------------------o0o------------------- 
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Workshop 2: Cultural and Religious Diversity  

What does diversity mean to us? 

 Acceptance of different religion, race, culture, age, social status  

 Treating people equal no matter what background they are from 

Part of cultural and religious diversity is recognising positive and negative elements of each 

culture and religion.  We need to see the common root of each and celebrate it.  Elements 

from all religions can be used to work towards social change. 

The group later looked at culture and religion and how they overlap.  Culture is often 

confused with religion, or religion is used as an excuse for cultural fundamentalism, for 

example the oppression of women and minority groups.   

There is an established link between various religions and cultures and gender inequality.  

How can we practise our religions and cultures so that they are not oppressive? 

There are a lot of stereotypes within each religion and culture regarding other religions and 

cultures. 

Is there a space for change within each religion and culture so that they are accepted within 

the wider community? 

How we can accept other religions and cultures in our country? 

 Education  

 Incorporating the diversity of cultures into the Kiwi culture  

 Acknowledging others’ religions and cultures.   

Media also play an important part in educating and providing awareness of different religions 

and cultures. 

What are New Zealand values and how do we integrate with our values?  

 New Zealand as a whole is quite a ‘silo’ community and even if we call ourselves a 

multicultural and multi-religious community we are quite segregated. 

 Individual communities can encourage positive interactions.  Instead of stigmatising a 

religion and culture we need to come together as people and embrace each other. 

 People within their own communities must speak out about what is wrong and right 

with their religion and culture.  If critical comment comes from outside, people can be 

defensive and quite resistant to change. 

Concluding points highlighted:  

1. Links between diversity and gender equality were identified within various religions 

and cultures amongst the group.   

2. Integration, education and awareness were highlighted as a means to achieve 

cultural and religious diversity.   

3. Media is essential in promoting cultural and religious diversity.   

 

-------------------o0o------------------- 
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Workshop 3: Diversity, the “view from my window” 

This Diversity workshop was led by Sue Gould of Portal, a division of Renaissance Group.  
Portal offers innovative and sustainable training solutions that influence behaviour and 
attitudes of individuals, communities and organisations. 
 
Sue's session explored ideas of stereotyping and labelling, and the consequences that can 
come from such assumptions.  She distributed labels randomly for each participant to wear 
around their neck; these had various descriptors such as Caucasian, Beneficiary, Minister, 
Thug, Feminist, and Asian.  The group was encouraged to mingle and learn more about 
each other, and add a new descriptor to another person's label, one that was more personal 
to them.  This exercise encouraged participants to consider peers as more than just face-
value stereotypes, and for each to learn, get to know one another, seeing past any initial 
preconceptions.  Sue discussed how ‘labelling’ behaviour is often subconscious, and 
explored the damaging effects of stereotyping. 
 
Participants were encouraged to be vocal and communicative throughout the exercise, and 
share their feelings with the group.  Some migrants felt anxious when confronted with 
'Where are you from?" questions, as these sometimes had racist or exclusionary 
connotations.  Tangata whenua, meanwhile, felt it was important to feel connected to one's 
ancestry and proudly discuss this upon first contact.  The group discussed this cultural 
difference and ways to sensitively support everyone in these interactions. 
 
Sue encouraged the group to think outside their pre-existing comfort zones and consider 
other people's experiences and opinions.   
 
Diversity is a good thing about living in New Zealand, and we are lucky that our population 
encompasses such a variety of experience and cultural backgrounds. 
 

-------------------o0o------------------- 
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Workshop 4: Diversity in the Community 

Diversity is understood in a general broad sense of the term - starting with people from 

different ethnic and racial backgrounds and also that there are varying degrees of diversity.  

People from diverse backgrounds have been in New Zealand for generations, while others 

are recent migrants.  Many communities are visibly diverse and there is obvious evidence eg 

distinctive appearance but there are also many, many people living in New Zealand who 

may, quite often, share cross-cultural backgrounds and have layers of diversity added due to 

age difference, education, faith, family background, New Zealand-born compared to born 

overseas and their varying ages on arrival in New Zealand.   

Diversity can also be very specific.  For example:  

 Developmental – some children are starting school at age 5 with very limited 

vocabularies 

 Physical and mental health of adults and children ranges widely 

Living in multicultural communities such as those that are increasingly found in many parts of 

the city should lead to Auckland residents having a clear understanding and appreciation of 

the diversity of Auckland’s population and its good points, such as the enriching of culture. 

Regrettably, this is not always so.  Longer-established residents can be dismissive and not 

at all positive about people who are ‘different’ and may resent them moving into ‘their’ 

neighbourhood.  Some New Zealand born citizens appear to be socially conditioned to be 

fearful of ‘difference’.  They are afraid of this form of change and resent newcomers eg 

complaining: “But all the shops are changing” with different foods, different ‘takeaways’ and 

their ‘different, distinctive smells’.  Older, well established residents can feel threatened by 

such changes and feel that they are being ‘taken over’; their familiar world is disappearing 

and some have real fear of what is taking its place.  Allaying these fears by our positive 

attitudes to diversity and change are worthwhile challenges for all of us to undertake. 

Our discussion group was challenged to ‘remove our blinkers’ and really see/appreciate the 

‘pluses’ and advantages of ethnic diversity that can enrich everyone’s lives.  Also to be 

individually pro-active in breaking down barriers between different groups of people whether 

their diversity is due to gender preference, age, physical or mental disability, race, religion 

and so on.  We must move beyond being ‘put in boxes’ - ‘We hope the bigots are getting 

lonely!” 

Breaking down these barriers within a community so that there is real, honest 

communication is most important.  Sadly this can take quite a long time but that should not 

deter any of us - we should use our freedom to speak up, rather than be by-standers.  Social 

planners and planning regulations must acknowledge, accept and be inclusive of diversity in 

their planning.  We want integration of Diversity (with a capital ‘D’) into all central and local 

government social design and planning – ‘universal design’.  Further, all social planning 

should acknowledge and pay attention to gender diversity - understanding LGBTIQ 

communities’ specific forms of diversity and their consequent challenges is long overdue.  It 

was cheering to hear of initiatives for provision of appropriate toilets in schools and 

workplaces.  Mention was made that as schools provide toilets for children with disabilities, 

there could be some integration of these facilities to accommodate students who are 

uncomfortable in the binary ablution blocks we presently have.   

-------------------o0o------------------- 
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Workshop 5: Racial and Ethnic Diversity 

What is diversity? 

 Having differences between people represented 

o We are an immigrant nation and have no right to deny diversity 

o However, we need to make sure that biculturalism underpins our diversity 

 Having diversity in leadership roles includes: 

o Gender equality and balance 

o Ethnic diversity – there are few examples of ethnic minority women in 

leadership.  There may be opportunities to encourage women in leadership to 

sponsor and mentor ethnic minority women  

 Ethnic diversity is a new thing for many New Zealanders 

 Conference attendees represent many different aspects of diversity – age, ethnicity, 

ability, gender 

What is the difference between race and ethnicity? 

 Race is more general and based on physical characteristics e.g.  African, Caucasian 

 Ethnicity is more specific and based on our cultural identity, but also associated with 

descent – who are we, who are our parents, who are our people? 

How should we deal with racial and ethnic diversity? 

 Integration is more positive than assimilation, but some individuals do make the 

choice to try and assimilate 

 We should invite people into our communities to get to know us and go to others’ 

communities to get to know them 

 Our race shouldn’t affect how we are treated – we are all New Zealanders 

What does it mean to be a ‘New Zealander’ or a ‘Kiwi’? What are ‘Kiwi Values’? 

 Are ‘Kiwi values’ just the values of the coloniser? 

 Many people living in New Zealand do not accept that racially diverse people can be 

called ‘Kiwis’ 

 Would we all want to be called a ‘Kiwi’? 

o Some of us do not, and prefer to be known as a ‘New Zealander’ 

o Some of us do, and actively identify as ‘Kiwi’ 

o Some of us are in the position of not being accepted as belonging in our 

ethnic homeland, and therefore being accepted as a ‘Kiwi’ or ‘New Zealander’ 

attains more importance 

o Mother tongue, use of language, accent and names seem to play significant 

roles in whether people are accepted as ‘Kiwis’. 

 There are widespread values that could be seen as ‘Kiwi’, and some of these are 

positive: 

o Humility is a decent value if we do not take it too far e.g.  tall poppy syndrome 

and false humility 

o Giving everyone a ‘fair go’ is also a decent value – it could be seen as giving 

respect to people who have earned it.   

 You also do not need to belong to a certain race to practise such values; could they 

be tools for inclusivity? 

-------------------o0o------------------- 
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Workshop 6: Religious and Cultural Diversity 

How do we bring diversity and cultural integrity into New Zealand? 

It was agreed that New Zealand has a lot of religious diversity. 

While some felt that some religious customs were being superseded by cultural ones; all in 

this group considered that it is important to support different cultures and religions in New 

Zealand.   

We have to work together to make sure that religion does not separate us. 

A sense of community is essential and our diversity helps us to learn this. 

It is equally important that atheism and agnosticism are also respected and valued. 

We have to use the freedom that we have to speak up about the injustices and persecution 

happening elsewhere – as well as closer to home. 

New Zealand typically has a ‘go with the flow’ attitude.  However, we have problems with 

violence and alcoholism.   

New Zealanders can be apathetic, leading to apparent tolerance and ignorance of racism, 

whereas migrants are sometimes more outspoken about these behaviours.  This attitude of 

apathy to racism allows extremism, oppressive behaviour and hatred to flourish.   

We must not be ‘just not racist’; we must be ‘anti-racist’.  “Don’t be a bystander!” 

New Zealand has a pioneering background that need not slip into casual racism – ever….   

“Let the values of compassion, kindness and hospitality prosper!” 

 

-------------------o0o------------------- 

 

 



 

 

18 

 

 

Workshop 7: Diversity in the Workplace  

The co-facilitator Neelam gave the participants a personal account about her experience as 

a woman with disabilities, which was extremely valuable and gripping.  Listed below are a 

few interesting points: 

 We all have lived and learnt perspectives.   

 We all have to deal with labels, challenges and barriers.   

 We have different perspectives on the world, but our common factor is that we 

are all women.   

 The fact that we can get into a room doesn’t mean we are included.   

 Most of women’s work is unpaid.  It goes unnoticed and underappreciated.   

 Disability is defined as a restriction.  It can be physical, verbal, visual or hearing.  

But everyone has disabilities, even if they don’t have that label.   

 The term “disabled” puts people in a box, we think they can’t do anything!  

 People are not disabled, they have disabilities.  Disability is just a ‘thing,’ it won’t 

necessarily stop people from doing.  all sorts of activities.  Everybody has labels 

– having a disability is just one among many others.   

 Neelam is the only staff member with a disability in BNZ, and she is trying to get 

people to change their perspectives and attitudes.  People who need to know 

more about disability have simply never been in contact with it.   

 Maintaining an emphasis on independence is most important, Neelam talks about 

her disability being a “blessing in disguise”  

 Neelam is passionate about air rifle shooting and has faced the challenges of 

being a woman with a disability in this male-dominated sport.  She is regarded as 

an equal by other shooters.  and is focusing on the next Paralympics and is now 

the only woman competing from New Zealand in this area. 

 Neelam mentioned the importance of inspirational people who have helped along 

her journey.   

 She does not want to focus on her disability; her parents always taught her that it 

was just a ‘thing,’ however there are hidden disabilities: such as dyslexia, and 

deafness. 

 She encourages people with disabilities to be social, not isolate themselves.   

 Neelam ran a successful 8-week programme with young people with disabilities 

to support them to be independent.   

 People need to stand up, they need to use the voices they’ve been given and 

educate the wider community about ‘Disability’.   

Sue then gave the participants an exercise where they had to create their ideal world.  The 

world was called “Womenland”.  That world had equal pay, equal participation, and free 

education.  That world is in our grasp, but the reason why it’s challenging is because other 

people don’t believe what we believe, and we’re not fighting enough.   

Obstacles don’t mean we have to stop but that we have to look at other options to reach our 

goals. 

 

-------------------o0o------------------- 
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Workshop 8: Diversity in the Community  

This was a great discussion with all participants willing to share their experiences and 

reflections.  The main points were as follows: 

Media portrayal should be reflective of the diversity of peoples within the communities.  It 

was noted that diversity of populations really only exists in Tāmaki Makaurau Auckland and 

not in the rest of Aotearoa New Zealand.  Often when attendees were travelling around 

Aotearoa they missed the wonderful mix of ethnic backgrounds, these were really only seen 

in tourist towns such as Rotorua. 

Media portrayal extends to advertising, opinions and what is reported in a positive light, 

whereas often Māori were only deemed newsworthy in the New Zealand Herald and in 

television shows in a negative light.  But when Māori succeed, they are then described as 

New Zealanders.  Ethnicity was noted for other populations when a crime was reported but 

silent when Europeans broke laws.  Europeans also often have name suppression orders 

approved – more frequently than non-European. 

Local and national politics are different, however, the middle-class voices are often deemed 

representative of all communities. 

Diversity and community were overwhelmingly positive for all the group and is reflected and 

realised in: 

 Different music 

 Smells of food  

 Languages, especially children speaking their own languages 

 The different accents of populations and also visual sensations 

Members of the group shared their experiences of diversity:  

One of the group had taught life skills and met a person who had a Russian ethnic 

background, was considered Korean, highly educated and had worked in Siberia – diversity 

illuminated! 

Another spoke of black theatre shows prospering in New York and remembers growing up in 

South Auckland and enduring segregated seating in the local picture theatre 

Another spoke of the sadness of knowing that Okahu Bay was the site of the local Ngāti 

Whātua Māori who once resided there having their homes burnt and their forced removal to 

Takaparawha – Bastion Point.  And how diversity in and of community is so important to 

different populations’ knowing, understanding, respecting and appreciating each other as 

peoples of the world. 

And finally ‘gender colours’ have become so predetermined in our contemporary worlds 

around ‘blue for boys’ and ‘pink for girls’ but in fact historically the colours were never so 

embedded.   

 

-------------------o0o------------------- 
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Appendix: About Pacific Women’s Watch (New Zealand) 

Working for Gender Justice 

Pacific Women’s Watch (New Zealand) Inc is an organisation which has had special 

consultative status with the United Nations Economic and Social Council (UN ECOSOC) 

since 2010. 

Pacific Women’s Watch New Zealand links with Asia Pacific Women’s Watch (APWW), a 

regional network of women’s groups which has five sub-regions (Central Asia, East Asia, 

South Asia, South-East Asia and the Pacific).  At global meetings, eg annual UN 

Commission on the Status of Women meetings in New York, APWW speaks strongly for all 

its member ‘Watch’ groups.  It is also joined by representatives from three major 

international women’s networks: Isis International (feminist advocacy), APWLD (Asia Pacific 

Forum on Women, Law and Development), and ARROW (Asian-Pacific Resource and 

Research Centre for Women). 

Asia Pacific Women’s Watch (APWW) was established after the UN 4th World Conference 

on Women, held in Beijing 1995.  It collaborates with United Nations agencies, national 

governments and non-government organisations in empowering women and advancing their 

human rights.  APWW works to recognise the universality of human rights as women’s 

rights, forge new thresholds of gender equality, celebrate diversity and build peace through 

justice. 

Pacific Women’s Watch New Zealand holds open meetings and annual conferences which 

complement its aims to: 

 Monitor the implementation of CEDAW, the Beijing Platform for Action, UN General 

Assembly outcomes documents, and other programmes for action in New Zealand. 

 Enhance women’s leadership and promote gender equality in all decision-making 

processes. 

 Act as an agent of change by monitoring, reviewing and reporting, within New 

Zealand and to the UN, on the elimination of all forms of discrimination and violence 

against women eg CEDAW. 

 Pursue and uphold gender justice. 

 Encourage sustainable rights-based economic development. 

 Share information on good practice and lessons learned in advancing the status of 

women through effective communication.   

PWW(NZ) facilitated nationwide workshops for Beijing+10, Beijing+15, Beijing+20 Reviews 

via national longitudinal studies and focused workshops. 

PWW(NZ) members have participated within New Zealand and overseas in: 

 Pacific Trafficking in Persons Conferences, 2009, 2011, 2013 

 New Zealand Ministry for Women Caucus on International Issues – bi-annual 

meetings 

 Pacific sub-regional Beijing + 10 Workshop, Sydney 

 Asia-Pacific NGO Beijing+10 Forum, Bangkok; Beijing+15 Forum, Quezon City and 

Asia Pacific Beijing+20 Civil Society Forum, Bangkok 

 Global Forum for Women: Beijing+15, 2010 and the United Nations Commission on 

Status of Women, 2010, 2011, 2012, 2013, 2014, 2015, 2016 at UN, New York 
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Key Objectives of PWW(NZ) include:  

 Ensure women’s voices from the Pacific sub-region, especially New Zealand, are heard 

internationally 

 Be a communication link between New Zealand and other non-governmental women sub-

regionally and internationally 

 Share strategies to measure and assess changes in women’s status 

 Recognise views and expectations of Tangata Whenua – thus upholding the obligation to 

honour the Treaty of Waitangi 

Core Activities:  

Pacific Women’s Watch New Zealand writes substantial well-researched reports pertaining to the 

status of human rights of women and girls in Aotearoa New Zealand and submits them to relevant UN 

Committees, viz: PWW(NZ) NGO Alternative Reports to CEDAW, December 2006; September 2011; 

Status of Women Addendums July 2007, June 2012, December 2014; also Universal Periodic Review 

NGO Alternative Reports to UN OHCHR, 2013. This work is aligned to New Zealand’s reporting 

obligations as a signatory to core UN international instruments on human rights.  

In its Concluding Observations to the New Zealand government in 2012, UN CEDAW (Committee) 

noted that UN CEDAW (Convention) needed to be much more widely known in all parts of the 

country, among all segments of society including in schools and tertiary education institutions and 

among all segments of society including government officers, legislators, judges, lawyers, 

magistrates, prosecutors, the police, and other law enforcement officers for equality and the 

advancement of women. In response to this message, PWW(NZ) designed and printed an 

educational leaflet: 'CEDAW, Bill of Rights for women and girls in New Zealand' for wide distribution in 

the community which was launched by Policy Director, Ministry of Women's Affairs at PWW(NZ) 

Conference, 2013. 

Pacific Women’s Watch New Zealand publications are available on the website: 

www.pacificwomenswatch.org.nz – look under ‘Reports’. 

About us: 

PWW(NZ) is proud to report that not only do its Board member range in age from recent graduates in 

their twenties to veteran advocates from national NGOs who participated in UN 4th World Conference 

on Women, Beijing, 1995; but they also identify as members of eight ethnicities including Tangata 

Whenua. 

Our co-Patrons are: Dr Marilyn Waring CNZM, Ph.D. and Prue Kapua, President, Maori Women's 

Welfare League, Te Rōpū Wahine Māori Toko i te Ora. 

Pacific Women's Watch New Zealand membership is open to individual women, women's groups and 

organisations - without barriers. All are welcome. 

Contact: 

E-mail: info@pacificwomenswatch.org.nz 

Phone: (09) 575 1523  

Post: PWW(NZ) Inc., P.O.Box 99 464, Newmarket, Auckland 1149. 

http://www.pacificwomenswatch.org.nz/
mailto:info@pacificwomenswatch.org.nz


 

 

22 

 

 

 

 

 

 

 

 

 Pacific Women’s Watch (New Zealand) Inc. 
 

P.O. Box 99464 

Newmarket 

Auckland 1149 

New Zealand 

 

Phone: (09) 575 1523 

Email: info@pacificwomenswatch.org.nz 

Website: www.pacificwomenswatch.org.nz/  

mailto:info@pacificwomenswatch.org.nz
http://www.pacificwomenswatch.org.nz/

