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I22 4344-

4346 

It’s a pretty soft rule 

isn’t it?  You could 

look at the board on 

their annual report 

and work out for 

yourself how many 

women there are, 

they’re just doing the 

counting for you, I 

think. 

Diversity 

Rule 

dr2  y     

I23 4362-

4365 

Now I think of it, I 

think it’s a tiny, tiny 

baby step, I wouldn’t 

call it a half step, I 

suppose it gets them 

thinking about it 

hopefully, maybe 

they’re slightly 

embarrassed if they 

have report they 

have no diversity, 

but is it going to 

drive a massive 

change of 

behaviour?  I doubt 

it. 

Diversity 

Rule 

dr3  y     

I24 4372-

4373 

Are they really 

though?  We have 

this 25% group don’t 

we?  So what’s it 

achieved? 

Regime 

Change 

rc1  y     

I25 4379-

4386 

Nothing. Not that 

I’m aware of. Look 

that’s probably a 

little harsh. Look, 

there’s been a 

general awareness 

around the need for 

diversity. There’s 

been a bit more 

thought about it, 

probably as a result 

of the 25% Group, 

certain core people 

in there who have 

championed it have 

definitely try to 

bring some different 

directors onto their 

boards, that’s 

probably only a 

handful of people 

and it’s general been 

seen as a female, that 

would be my 

observations. So it’s 

an improvement, but 

again it’s a very 

small one. Are they 

on track to achieve 

what they set out?  

Regime 

Change 

rc2  y     

I26 4397-

4402 

It surprises me a 

little bit I suppose, in 

some ways it 

doesn’t, I mean the 

boards are very 

focused on diversity 

being a gender issue. 

I don’t really know 

why?  I suspect it’s 

some sort of almost 

subconscious reason 

about if they are 

going to depart from 

the white male old 

board, probably the 

next easiest thing to 

do is to bring a 

woman in, that’s 

probably why, as 

opposed to a young 

person, or someone 

who’s ethnically 

diverse 

Regime 

Change 

rc3 y y     

I27 4404-

4409 

Fundamentally it’s 

all driven by a few 

of having people 

around the table who 

will rock the boat 

and they’ll be 

uncomfortable with. 

So it all starts from 

that almost 

subconscious 

position. So my 

instinct would be is 

the reason they’ve 

leapt on women is 

they’re the least 

likely to make the 

situation 

uncomfortable and 

boards are really 

really really focused 

on that 

Selection 

Challenges 

sc13 y y     

I28 4409-

4412 

I mean even the 

Future Directors 

thing that’s been an 

issue. I mean we’ve 

only had 6 

companies 

participate and I 

think it’s because of 

all the others we’ve 

talked to they’re 

absolutely terrified 

of bringing someone 

in who is different. 

Regime 

Change 

rc4 y y     

I29 4422-

4425 

That’s similar to the 

question you asked 

me before though 

isn’t it I mean I think 

they bring a different 

viewpoint, a 

different background 

and history and 

therefore they think 

about issues and 

challenges and 

strategies in a 

different way. 

Firm 

Strategy 

fs2   y y y y 

I30 4425-

4427 

They also bring a 

different network 

actually, which also 

could be useful. 

Board members 

bring their network 

too so their network 

will be more diverse 

and different for that 

reason. So, it’s just 

different thinking I 

think. 

External 

Environmen

t 

ee1   y y y y 

I31 4437-

4449 

Yes absolutely. Well 

let’s take a business 

that’s trying to, let’s 

take a hypothetical, 

let’s take a business 

that’s perhaps 

thinking about how 

it can introduce new 

capital or undertake 

a joint venture or 

something like that. 

Now if everyone 

sitting around a table 

is male, pakeha, 

from Auckland, then 

they’re likely to 

think of banks and 

Firm 

Strategy 

fs3   y y y y 

I31 4437-

4449 

Yes absolutely. Well 

let’s take a business 

that’s trying to, let’s 

take a hypothetical, 

let’s take a business 

that’s perhaps 

thinking about how 

it can introduce new 

capital or undertake 

a joint venture or 

something like that. 

Now if everyone 

sitting around a table 

is male, pakeha, 

from Auckland, then 

External 

Environmen

t 

ee2   y y y y 

I32 4449-

4459 

Now Ngai Tahu 

were interesting 

because they’re so 

sort of successful 

that probably a lot of 

the pakeha directors 

have that link but 

you know, it could 

be another iwi that’s 

just been given a 

whole lot of treaty 

money or something 

Firm 

Strategy 

fs4   y y y y 

I32 4449-

4459 

Now Ngai Tahu 

were interesting 

because they’re so 

sort of successful 

that probably a lot of 

the pakeha directors 

have that link but 

you know, it could 

be another iwi that’s 

just been given a 

External 

Environmen

t 

ee3   y y y y 
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I33 4467-

4472 

Yes similar lines, 

just thinking about 

things from the 

viewpoints of 

different 

stakeholders, 

bringing a different 

cultural view 

because Maori tend 

to think more long 

term don’t they so 

that can be a 

difference as well, 

just another mindset 

in the way the 

strategy is attacked 

and planned, and 

again, just that 

different network, 

they might be able to 

feed in different 

ideas for different 

things that are going 

on. 

Firm 

Strategy 

fs5   y y y y 

I33 4467-

4472 

Yes similar lines, 

just thinking about 

things from the 

viewpoints of 

different 

stakeholders, 

bringing a different 

cultural view 

because Maori tend 

to think more long 

term don’t they so 

that can be a 

difference as well, 

just another mindset 

in the way the 

strategy is attacked 

and planned, and 

again, just that 

different network, 

they might be able to 

feed in different 

ideas for different 

things that are going 

on. 

Decision 

Making 

Process 

dmp2   y y y y 

I34 4487-

4488 

They’re becoming a 

real force in farming 

aren’t they?  Does 

Fonterra have a 

Maori director for 

example?  I don’t 

think it does. Which 

is amazing really 

isn’t it. 

Industry 

Specific 

is2 y y y y y y 

I35 4496-

4503 

one thing I should 

have mentioned is 

for the larger 

companies in New 

Zealand, a lot of the 

processes for 

appointing directors 

are run by Australian 

search firms. So 

they’re never going 

to appoint a Maori, 

because they don’t 

even know who they 

are, or how it all 

works so the reality 

is if Fonterra go to 

Egon Zehnder which 

is what they 

typically do to run a 

search out of 

Melbourne for their 

directors, they’re 

never going to 

appoint someone 

like that so that’s 

part of the problem 

as well, a small part, 

but it’s probably 

worth mentioning. 

And the larger 

Selection 

Challenges 

sc14 y y     

I36 4539-

4548 

Oh absolutely, I 

mean again it’s 

touching on stuff 

we’ve talked about 

already but they may 

well bring 

connections that are 

useful in the labour 

force sense, 

connections in terms 

of capital that could 

come into the 

business tend to be 

better connected 

sometimes than 

public sector too 

actually, not all the 

time but because 

public sector have 

had this huge push 

for diversity, there 

are a lot of senior 

people down there 

and so there ‘s that 

connection. So they 

absolutely can and 

actually the public 

sector thing is an 

External 

Environmen

t 

ee4   y   j 

I37 4572-

4577 

I think so, you want 

your board to be 

ideally reasonably 

represented of the 

customers and the 

stakeholders don’t 

you, so we get to a 

situation where 

pakeha are the 

minority, and within 

that, pakeha men are 

the real minority and 

boards are pakeha 

men, well, at some 

stage they lose touch 

with reality on a 

stakeholder basis, so 

yeah, I think it will 

definitely have a 

huge impact. I think 

the companies that 

embrace that earlier 

will have a 

competitive 

advantage 

eventually. 

Selection 

Challenges 

sc15 y y y y y y 

I37 4572-

4577 

I think so, you want 

your board to be 

ideally reasonably 

represented of the 

customers and the 

stakeholders don’t 

you, so we get to a 

situation where 

pakeha are the 

minority, and within 

that, pakeha men are 

the real minority and 

boards are pakeha 

men, well, at some 

stage they lose touch 

with reality on a 

stakeholder basis, so 

yeah, I think it will 

definitely have a 

huge impact. I think 

the companies that 

embrace that earlier 

will have a 

Diversity 

Rule 

dr4 y y y y y y 

I38 4587-

4588 

very glacial kind of 

change, but it is 

moving at least in 

the right direction 

Selection 

Challenges 

sc16 y y     
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Interview List J 

ID Line # Words Code/ 

Common 

Thread 

Code 

(number) 

Nomination 

Committees 

Diversity 

Rule 

Access to 

Resources 

Firm's 

Strategy 

Decision 

Making 

Process 

External 

Environment 

J1 4598-

4600 

We employ a 

headhunter, who 

create a list of 

suitable candidates, 

we narrow them 

down and a select 

number will be put 

in front of the board 

and the board will 

make a choice. 

Nomination 

Committee 

nc1 y      

J2 4621-

4622 

Ensuring that a club 

environment does 

not exist, ensuring 

that the diversity of 

thought will be as 

wide as possible so 

that entity will get its 

best result. 

Nomination 

Committee 

nc2 y      

J3 4628 Diversity of 

thought’s really 

important. 

Nomination 

Committee 

nc3 y y     

J4 4635-

4637 

It’s slowly starting to 

come up but I think 

we’re some way off 

that so we’ll talk 

about gender, 

there’ll be some 

debate around 

ethni… ethni … 

ethnic … whatever!  

But decisions won’t 

go anywhere near it. 

Nomination 

Committee 

nc4 y y     

J5 4644-

4645 

There are very few 

Maori people in the 

space of applying for 

NZX50 boards other 

than government 

related entities. 

Selection 

Challenges 

sc1 y y     

J6 4652-

4654 

No, the talent pool I 

don’t think is 

relevant. I think the 

engagement and 

structure in which 

most … so, we could 

have significant 

Maori for all we 

know sitting on 

NZX50 boards but 

they may not be as 

distinguishable as 

others  

Selection 

Challenges 

sc2 y y     

J7 4654-

4661 

so what we’ve got is 

a successful Maori 

will be involved in 

government, in 

education or in their 

own iwi 

management and 

structure, so that’s 

where I think most 

educated Maori are 

going, and that may 

be because that’s 

how they wish to 

help New Zealand 

Inc or help Maori, I 

don’t know but you 

think about how 

many successful 

Selection 

Challenges 

sc3 y      

J8 4667-

4672 

Yes, because they’ve 

got so many other 

things, so you know, 

treaty settlements, so 

you’ve got a hell of a 

lot of Maori who do 

law degrees, so 

they’re not going to 

be sitting on the 

corporate boards yet, 

there are a lot of 

tribal interests 

getting started so 

there are a lot of 

people sitting in 

Selection 

Challenges 

sc4 y      

J9 4679-

4682 

No, they probably 

wouldn’t be doing 

their job if they did. 

But boards should be 

diverse as to 

thought, and to a 

degree they have to 

be conversant of the 

environment they 

live in so, a board of 

eight 60 year old 

males is going to 

struggle unless it’s 

Decision 

Making 

Process 

dmp1 y      

J10 4693-

4698 

I’m strongly against 

that, I think that’s 

not the role of 

boards so if you’re 

looking for a 

Mandarin-speaking 

someone then surely 

you employ them in 

your executive. If 

you’re engaging in 

primary industries 

Executive 

Role 

er1 y y y y y y 
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J11 4714-

4717 

It’s a start and it’s a 

debate around stick 

or carrot. You can, 

but you should not 

force diversity upon 

people, what you 

should do is co-erse 

them into a position 

where they believe 

it’s the appropriate 

course of action so 

in essence the NZX 

Rules are a step 

along co-ersion. 

Diversity 

Rule 

dr1  y     

J12 4730-

4735 

That’s a debate, it’s 

working a lot better 

because Australians 

1) are diverse a little 

bit more, 2) they 

seem to have taken 

on board the issue 

around diversity a lot 

easier than we have. 

So if you look at 

gender, their leaders 

of influence which is 

a group of males 

trying to get 

diversity a hell of a 

lot more easier, a lot 

more traction, than 

we get, it’s immature 

around these issues. 

Male champions of 

diversity. 

Diversity 

Rule 

dr2  y     

J13 4744 They’re similar lines 

but it’s far more of a 

struggle than in 

Australia. 

Diversity 

Rule 

dr3  y     

J14 4750-

4758 

We are starting 

further back, we 

don’t quite 

understand as a 

nation the need for 

diversity at these top 

levels. So, if you go 

back and look at 

data, Australian 

boards, American 

boards even, hire 

new board members 

via a headhunter or 

recruitment firm. 

Majority of New 

Zealand boards still 

hire board members 

based on director’s 

networks. That 

distinction alone is 

fundamental to 

thinking so if you go 

to a head hunter 

they’re going to tell 

you about modern 

theory, they’re going 

to tell you about the 

need for diversity etc 

etc so you’re already 

half way there 

Nomination 

Committee 

nc5 y y     

J15 4767-

4769 

Ok so that could 

happen but the 

number of people 

not retiring is such 

that you aren’t 

making a significant 

difference by hiring 

only new directors in 

that process, so by 

definition it’s slow. 

Selection 

Challenges 

sc5 y y     

J16 4781-

4784 

Yes, but it’s looking 

at diversity in a 

much wider sense. 

It’s diversity of 

thought. Part of a 

process, part of 

evolution and we as 

a country need to 

accept that there’s 

knowledge outside 

of New Zealand that 

we should tap into, 

so we should use 

off-shore parties 

probably more. 

Selection 

Challenges 

sc6 y y     

J16 4781-

4784 

Yes, but it’s looking 

at diversity in a 

much wider sense. 

It’s diversity of 

thought. Part of a 

process, part of 

evolution and we as 

a country need to 

accept that there’s 

knowledge outside 

of New Zealand that 

we should tap into, 

so we should use 

off-shore parties 

probably more. 

Firm 

Strategy 

fs1 y y     

J17 4832-

4841 

Oh there’s lots of 

uniqueness but they 

need to get over it 

and contribute as 

leaders of industry 

and as leaders of 

society as distinct 

from indigenous 

people. Maori spend 

too much time 

looking back, use the 

money and look 

forward. Get rid of 

social housing, get 

rid of handouts and 

get people educated, 

get them educated in 

heritage, no issue but 

get out and move 

forward. The days 

are gone when the 

Selection 

Challenges 

sc7 y y y y y y 

J18 4859-

4860 

Sensitivity, you 

mean hire some local 

to go and smooth the 

way?  That’s what it 

is, so that’s kind of 

wrong isn’t it? 

Nomination 

Committee 

nc6 y y y y y y 

J18 4859-

4860 

Sensitivity, you 

mean hire some local 

to go and smooth the 

way?  That’s what it 

is, so that’s kind of 

wrong isn’t it? 

Selection 

Challenges 

sc8 y y y y y y 

J19 4868-

4880 

If you go back to 

basics, the board 

should be of a level 

and of an ability that 

1) they’re cognizant 

of tangata whenua, 

they understand, 

every New 

Zealand’er should 

understand the 

importance of the 

land and the water, 

we don’t, ok, so I 

don’t think Maori 

could teach me that. 

Executive 

Role 

er2 y y y y y y 

J20 4888-

4891 

So fine, I can’t argue 

that you need help, 

but, you may not, 

you could turn up to 

Tainui tomorrow and 

say, you are who you 

are, this is who I am 

and I’d like to find a 

way or working 

together and you 

might actually sit 

down and sort it out 

Selection 

Challenges 

sc9 y y y y y y 

J21 4958 Gender is number 

one … 

Selection 

Challenges 

sc10 y y     
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J22 4964 Because we’ve 

chosen it … 

Selection 

Challenges 

sc11 y y     

J23 4970 We, the royal “we”. 

Gender is a topical 

way of achieving 

diversity. 

Selection 

Challenges 

sc12 y y     

J24 4977-

4978 

The premise is that 

someone should not 

be appointed 

because of their 

ethnicity. That’s step 

number one 

Selection 

Challenges 

sc13 y y     

J25 4978-

4986 

Is the pool available?  

Gut feel?  No. If we 

went and said that 

was our objective 

today, we wouldn’t 

make any traction, if 

we say gender is, 

and I think if you 

were to read for 

instance, the 

definition, I know 2 

people, including 

me, of what we’re 

trying to do in the 

25% group it is 

actually to achieve 

diversity rather than 

simply gender, but 

gender is number 

one in that process. 

Because once you 

get to gender, people 

will actually say this 

actually works quite 

well and then they’ll 

look outside the 

square to the next 

stage but you can’t 

have tokenism and 

I’m not sure that we 

Selection 

Challenges 

sc14 y y     

J26 5006-

5008 

What currently do 

Maori want their 

children to be?  

Professionals in one 

way or the other. 

Either leading the 

tribe or involved in 

government or 

tertiary or services. 

Selection 

Challenges 

sc15 y y     

J27 5023-

5024 

If the economy gets 

a chance to grow, 

which it should, then 

by definition there 

will be more Maori 

in commercial 

entities. 

Firm 

Strategy 

fs2 y y     

J27 5023-

5024 

If the economy gets 

a chance to grow, 

which it should, then 

by definition there 

will be more Maori 

in commercial 

entities. 

Industry 

Specific 

is1 y y     

J28 5038-

5040 

If you’ve got Tainui 

with 30 businesses 

and it’s got at least 

30 tribal leaders in 

those businesses, 

then by definition 

it’s got people in 

commerce. As they 

mature they should 

have people looking 

to go on boards. 

Industry 

Specific 

is2 y y     

J29 5046-

5048 

but that’s it, but you 

cannot tell me that 

the way that Fonterra 

should engage in the 

Chinese market is to 

put a Chinaman on 

it’s board ok. 

Firm 

Strategy 

fs3 y y y y y y 

J29 5046-

5048 

but that’s it, but you 

cannot tell me that 

the way that Fonterra 

should engage in the 

Chinese market is to 

put a Chinaman on 

it’s board ok. 

Industry 

Specific 

is3 y y y y y y 

J30 5057-

5059 

Ok, I can’t allow that 

to be a basis of 

intellectual 

discussion, because 

it’s wrong. They 

should have, if it’s a 

strategic plan to get 

into China they must 

have a work plan, a 

strategy, a business 

plan and employees 

to make it happen. 

Full stop. 

Executive 

Role 

er3 y y y y y y 

J31 5071-

5076 

Yes of course there 

is because on 2026 

50% of the 

population are non-

Caucasian and of the 

50% who are 

Caucasian, over 50% 

are over 65 so 

therefore 

exponentially, after 

2026 non-

Caucasians just got 

Regime 

Change 

rc1 y y  y   

J32 5108-

5113 

But how many of 

them are in 

commerce?  In 

percentage terms. 

And how many of 

them have engaged 

in commerce which 

is NZX50?  Because 

then you come to an 

Asian given a 

Selection 

Challenges 

sc16 y y     
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J33 5157-

5159 

Yes, because if you 

look at it, it’s a 

predominance of 

gender diversity. 

You should actually 

do this number, 

gender ethnicity. 

Maori women are 

getting more board 

seats than probably 

pakeha women are. 

Selection 

Challenges 

sc17 y y     

J33 5157-

5159 

Yes, because if you 

look at it, it’s a 

predominance of 

gender diversity. 

You should actually 

do this number, 

gender ethnicity. 

Maori women are 

getting more board 

seats than probably 

pakeha women are. 

Regime 

Change 

rc2 y y     

J34 5174-

5187 

But shouldn’t you be 

championing the 

success and 

acceptability of 

Maori being 

involved in the 

corporate world as 

distinct from Maori 

being involved in the 

Maori economy. 

Wouldn’t it to be 

great if the CEO of a 

number of public 

companies that did 

not have Maori 

investment in it, was 

Maori?  That would 

be a success. 

Regime 

Change 

rc3 y y     

J35 5187-

5192 

If you have the right 

person who comes 

from a very deep 

cultural background 

of any form, then 

their thought 

processes and their 

view which is very 

strong in Maoridom 

as it is in Asia about 

longevity and about 

generational wealth, 

they will add 

significantly to any 

corporate, but 

they’re attributes of 

certain philosophical 

beliefs aren’t they, 

as distinct from who 

they are. That’s all. 

Selection 

Challenges 

sc18 y y     

J36 5201-

5202 

No, yes they should 

but that implies that 

the company isn’t 

doing it properly 

because the 

company should 

have the resource of 

itself to open those. 

Executive 

Role 

er4   y y y y 

J37 5214-

5216 

Yeah but you don’t 

need a board 

member. What 

you’re saying is, 

does corporate New 

Zealand take 

advantage of access 

to every available 

avenue of growth, 

the Maori economy 

and Maori network 

is beneficial, end of 

story. 

Firm 

Strategy 

fs4 y y y y y y 

J38 5228-

5229 

I don’t see it as a 

board member, I 

think the company 

itself should be 

turning over every 

stone. 

Firm 

Strategy 

fs5   y y y y 



 

Corporate Governance: Board Diversity and Ethnic Minority Directors  

on New Zealand’s Stock Exchange Top 50 Boards 

 

 

Copyright © Wayne Beilby 2015 73 

 

 

Interview List K 

ID Line # Words Code/ 

Common 

Thread 

Code 

(number) 

Nomination 

Committees 

Diversity 

Rule 

Access to 

Resources 

Firm's 

Strategy 

Decision 

Making 

Process 

External 

Environment 

K1 5243-

5252 

When a gap 

opportunity 

identifies itself I 

guess the first stage 

we sit around and 

look at what skills 

set we’re looking 

for, boards have 

become very 

conscious of that 

now, it’s not what it 

used to be. You need 

to make sure you 

cover the disciplines 

as part of the board, 

so that’s usually the 

discussion we have 

pretty much as a full 

board to start with 

and then the 

nomination 

committee will take 

it over in most cases 

now, I can think of 

over the last couple 

of years, we have 

used an external 

party who we have 

briefed in terms of 

what we are looking 

for, and then let 

Nomination 

Committee 

nc1 y      

K2 5258-

5262 

I think in recent 

years the diversity 

question has been 

one more about 

gender, to us, the 

number of boards, 

we were talking 

about it last week in 

fact where diversity 

was the skillset, the 

range of skills that 

we have on the 

board, it’s not all 

accountants, it’s not 

all lawyers, that sort 

of thing, engineers, 

marketing people, 

that sort of thing.  

Nomination 

Committee 

nc2 y      

K3 5266-

5268 

one of our questions 

has been that we 

need to be appearing 

to not just the white 

part of the 

community, there are 

other ethnic groups 

as well so it’s pretty 

relevant. 

Selection 

Challenges 

sc1 y y  y   

K4 5276-

5284 

It’s all part of the 

brief that we give if 

we’re using an 

external party, as to 

what we’re wanting. 

I think in particular 

of a gender diversity 

issue that we had in 

one of my boards 

recently and we 

briefed head hunters 

accordingly. They 

couldn’t come up 

with a woman which 

is what we were 

looking for, in NZ 

with the right skill 

set so we said, well 

let’s have a look at 

Sydney and 

Melbourne and we 

found the right skill 

set there so we did 

that, so you know we 

Selection 

Challenges 

sc2 y y  y   

K5 5291-

5294 

On NZX50 boards I 

think that’s correct, I 

think if you look at 

the SOE’s then 

clearly there’s a 

greater 

representation there. 

I would, very 

controversial, I 

would suggest that 

some of it is 

compromised 

standards just to be 

able to say they have 

achieved that. 

Selection 

Challenges 

sc3 y y     

K6 5300-

5302 

Sort of a quote 

requirement, and I 

don’t agree with 

quota-type 

requirements. I think 

Australia’s probably 

gone a bit further 

down that path than 

what NZ has. We 

don’t tend to believe 

in those sorts of 

things too much  

Diversity 

Rule 

dr1 y y     

K6 5300-

5302 

Sort of a quote 

requirement, and I 

don’t agree with 

quota-type 

requirements. I think 

Australia’s probably 

gone a bit further 

down that path than 

what NZ has. We 

don’t tend to believe 

in those sorts of 

things too much  

Regime 

Change 

rc1 y y     

K7 5312-

5318 

I think it will happen 

though, I mean, 

because equally 

there have been very 

few ethnic minorities 

in CEO roles and 

senior roles within 

companies but 

within companies 

there are more and 

more coming 

through the ranks so 

I think it’s a matter 

of time and the same 

could be said I 

Executive 

Role 

er1 y y     

K8 5318-

5321 

We’ve had situations 

where Maori in 

particular have made 

it to lists, but haven’t 

had the skills that 

we’ve been looking 

at, equally, my 

boards, I suppose 

there is only 2 Maori 

appointments I guess 

I can think of so I 

guess it’s not that 

good. 

Selection 

Challenges 

sc4 y y     

K9 5331-

5339 

Which is really not 

different to what we 

had a few years ago 

with women that 

were coming out 

with great 

qualifications but 

really hadn’t been 

out there in the front 

line gaining 

experience at all, or 

Regime 

Change 

rc2 y y     
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K10 5347-

5349 

I guess encouraging 

our organisations 

that you’re on the 

boards of to have 

some pretty specific 

policies in that 

regard in terms of 

our own 

management teams 

and helping those 

people grow up 

professionally 

Regime 

Change 

rc3 y y     

K11 5349-

5358 

I remember in my 

Price Waterhouse 

Coopers days we had 

programs that do 

exactly that, to try 

and get someone to 

help them right at 

the university stage, 

with scholarships 

and then job 

opportunities and 

there does need to be 

more of that, but 

that’s a long term 

sort of thing, it takes 

a long time to be 

approved but I think, 

I can think of my 

organisations, a 

number of positions 

where Maori are 

coming through 

much stronger but it 

really has to be 

achieved at that level 

because if you don’t 

build up that skill 

set, that experience 

base in the company 

and then the 

expectation that they 

come onto a board, 

because what have 

they got to deliver?  

Selection 

Challenges 

sc5 y y     

K11 5349-

5358 

I remember in my 

Price Waterhouse 

Coopers days we had 

programs that do 

exactly that, to try 

and get someone to 

help them right at 

the university stage, 

with scholarships 

and then job 

opportunities and 

there does need to be 

more of that, but 

that’s a long term 

sort of thing, it takes 

a long time to be 

approved but I think, 

I can think of my 

organisations, a 

number of positions 

where Maori are 

coming through 

much stronger but it 

really has to be 

achieved at that level 

because if you don’t 

build up that skill 

set, that experience 

base in the company 

and then the 

expectation that they 

come onto a board, 

Regime 

Change 

rc4 y y     

K12 5390-

5395 

Which is the other 

thing, I keep on 

saying Maori, but if 

you think of the 

diverse nature of 

NZ, or particularly 

in the Auckland 

region here now, 

Asians are a major 

part and again, 

there’s not great 

Asian representation 

on boards in NZ, but 

there will have to be 

because we have to, 

if you’re in retail 

like I am in one of 

mine, you’ve gotta 

be appealing to that 

community and if 

you’re trying to 

grow off-shore, 

you’re going into 

those sorts of 

communities. 

Selection 

Challenges 

sc6 y y y y y y 

K12 5390-

5395 

Which is the other 

thing, I keep on 

saying Maori, but if 

you think of the 

diverse nature of 

NZ, or particularly 

in the Auckland 

region here now, 

Asians are a major 

part and again, 

there’s not great 

Asian representation 

on boards in NZ, but 

there will have to be 

because we have to, 

if you’re in retail 

like I am in one of 

mine, you’ve gotta 

be appealing to that 

community and if 

you’re trying to 

grow off-shore, 

you’re going into 

those sorts of 

communities. 

Regime 

Change 

rc5 y y y y y y 

K13 5404-

5410 

Yes, it just helps 

your understandings 

of the intricacies of 

the different 

environments, each 

is different, so yes, 

we’ve certainly 

talked about it on 

one particular board 

in terms of 

expanding beyond 

Australia and NZ, as 

far as the Asian part 

of that expansion is 

concerned, and 

we’ve got scope to 

grow our board, it’s 

a small board at the 

moment and maybe 

we need to be 

looking at having 

someone who can 

guide us in that area 

as well, just like we 

did when going to 

the UK, somebody 

Firm 

Strategy 

fs1 y y y y y y 

K14 5420-

5427 

It’s like I said at the 

outset, when there’s 

an opportunity on 

the board you talk 

about what are your 

requirements, is it a 

particular 

educational 

requirement, be it a 

lawyer or marketing 

person or whatever, 

or is it something 

else, is it diversity or 

is it gender or 

whatever, it just fits 

into one of those 

boxes is many ways 

and I think 

particularly 

companies and 

NZX50 are in that 

category, companies 

are operating 

Firm 

Strategy 

fs2 y y y y y y 

K15 5436-

5442 

my understanding is 

that it’s more of a 

guideline than rule, 

but it’s pretty useful 

to have that there 

and I think there’s a 

number of boards 

that have got quite a 

way to go so having 

something like that 

might just make 

them take notice, I 

can quote that all but 

one of my boards 

we’ve, as a 

consequence have 

introduced a 

diversity policy 

within the 

organisation, not just 

the board but right 

Diversity 

Rule 

dr2  y     

K16 5453-

5457 

Yes, well on that, 

it’s probably worked 

from a gender 

perspective and as I 

said before, as an 

organisation there’s 

probably some 

encouragement 

needed to get 

moving on these 

things so it may not 

be a bad thing but it 

couldn’t just be 

Maori, it would have 

to be Asian as well 

and when you start 

getting into that, 

how far do you 

break it down?  It 

Diversity 

Rule 

dr3  y     

K17 5468-

5473 

And as we get more 

Asian money, it’s a 

topical subject, being 

invested in NZ, I 

think, particularly 

when it’s in NZX50 

companies, there’s 

going to be an 

expectation coming 

from that angle as 

well that needs some 

representation so 

you know, that will 

help force the hand a 

bit but I think that’s 

a positive because 

we’re seeing at the 

Firm 

Strategy 

fs3 y y     

K17 5468-

5473 

And as we get more 

Asian money, it’s a 

topical subject, being 

invested in NZ, I 

think, particularly 

when it’s in NZX50 

companies, there’s 

going to be an 

expectation coming 

from that angle as 

well that needs some 

representation so 

you know, that will 

help force the hand a 

bit but I think that’s 

Industry 

Specific 

is1 y y     

K18 5483-

5487 

Well, diversity, be it 

ethnic or gender, 

certainly from a 

gender perspective 

I’ve seen benefits 

come through the 

boards on that. 

Women just have a 

different way of 

looking at things 

quite often and that’s 

healthy, that’s good, 

Decision 

Making 

Process 

dmp1     y  

K19 5487-

5493 

and similar on the 

Maori front there are 

differences in 

approach so it can be 

useful in terms of the 

people interaction on 

the board and how 

you resolve issues 

and I think also if 

you were going, one 

Decision 

Making 

Process 

dmp2     y  
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K20 5500-

5503 

Yes definitely, and 

you know even that 

difference in 

approach can be 

useful because 

Maori are very good 

at talking issues 

through, probably 

better than a lot of 

Europeans and they 

can abuse the shit 

out of each other and 

sort of reach 

agreement and carry 

on, and it’s quite 

good 

Decision 

Making 

Process 

dmp3    y y  

K21 5504-

5510 

and, if you’re going 

off-shore in the 

Asian area into 

China or something, 

perhaps some 

Chinese knowledge, 

which may be able 

to open doors for 

you which is 

incredibly important 

which you can’t do 

yourself, I mean sure 

you can have NX 

Trade office off-

shore but it’s far 

better to have your 

own people that can 

be doing that and 

developing 

relationships in those 

markets. So that’s 

where I see the real 

strength of it coming 

in being able to do 

that and that’s 

probably more from 

the non-Maori value, 

it is more the 

international 

ethnicity. 

Decision 

Making 

Process 

dmp4   y y y y 

K21 5504-

5510 

and, if you’re going 

off-shore in the 

Asian area into 

China or something, 

perhaps some 

Chinese knowledge, 

which may be able 

to open doors for 

you which is 

incredibly important 

which you can’t do 

yourself, I mean sure 

you can have NX 

Trade office off-

shore but it’s far 

better to have your 

own people that can 

be doing that and 

developing 

relationships in those 

markets. So that’s 

where I see the real 

strength of it coming 

in being able to do 

that and that’s 

probably more from 

the non-Maori value, 

it is more the 

international 

ethnicity. 

Resource 

Dependence 

rd1   y y y y 

K22 5524-

5530 

but I think you need 

to have that … it’s 

just another skill set 

that a board, if 

you’re operating in 

that market probably 

needs on the board, 

so when things are 

being raise they can 

come at it from their 

perspective rather 

than, I’ve been a 

consultant all my life 

but show a 

consultant your 

watch and he’ll tell 

you the time. Tell 

me you want to go 

into China and I’ll 

tell you what to do 

but you actually 

want someone who’s 

going to be there 

with you and be 

doing it. 

Decision 

Making 

Process 

dmp5    y y  

K23 5540-

5551 

Well my retail 

company was going 

into the UK, this 

isn’t an ethnic 

minority person but 

we wanted to, we’d 

been in the UK for 

quite a long time, 

prior to the IPO but 

it wasn’t really 

happening right. 

We’d had different 

advice from 

consultants and so 

forth but then we 

identified this retail 

expert in the UK and 

thought we’d invite 

to join our board, we 

thought maybe two 

chances of her 

saying yes, but she 

said yes, and it’s 

been absolutely 

fantastic. Now that 

knowledge that 

brought in the UK, 

whenever we talk in 

Firm 

Strategy 

fs4    y y  

K23 5540-

5551 

Well my retail 

company was going 

into the UK, this 

isn’t an ethnic 

minority person but 

we wanted to, we’d 

been in the UK for 

quite a long time, 

prior to the IPO but 

it wasn’t really 

happening right. 

We’d had different 

advice from 

consultants and so 

forth but then we 

identified this retail 

expert in the UK and 

thought we’d invite 

to join our board, we 

thought maybe two 

chances of her 

saying yes, but she 

said yes, and it’s 

been absolutely 

fantastic. Now that 

knowledge that 

Industry 

Specific 

is2    y y  

K24 5562-

5565 

It’s almost 

happening in reverse 

because you’ve got 

some of these large 

Maori corporations, 

Ngai Tahu, Tainui 

who are doing great 

things, and they’ve 

got some non-Maori 

people on their 

boards so it’s almost 

happening in reverse 

that they’re seeing 

they need to do that.  

Firm 

Strategy 

fs5 y  y y y y 

K25 5571-

5572 

Yes, and the 

experience, skill sets 

that they need to 

gather so yes I think 

the reverse should be 

happening as well. 

Firm 

Strategy 

fs6 y  y y y y 

K26 5595-

5600 

Yes well particularly 

those larger Maori 

organisations who 

are controlling big 

resources now, 

potentially I guess 

could give access to 

resources to those 

people and, yeah, I 

haven’t really 

thought about that 

too much but I could 

see that being no 

different to any other 

investment situation 

I think and as they 

start to get 

credibility, which 

those two in 

Resource 

Dependence 

rd2   y    

K27 5608-

5612 

Directly it’s not, but 

indirectly I think it 

is. I mean business is 

all about 

relationships and 

contacts and so 

forth, people 

working together 

and if that ethic can 

be conveyed from 

board level, that 

doesn’t mean that 

they’re sort of 

arranging contracts 

but if they’re 

pointing 

management in the 

Resource 

Dependence 

rd3   y  y y 

K28 5620-

5624 

Yes and that’s what I 

was saying before 

about going into 

China or Singapore 

or somewhere. 

You’ve got 

somebody who’s 

very experienced 

from that 

environment on your 

board, then I think 

they can bring real 

benefits. It is all 

about opening doors 

but it’s also about 

External 

Environmen

t 

ee1      y 

K29 5648-

5658 

the ethnicity ones are 

interesting, I think 

that will change 

pretty drastically as 

well, it obviously 

has to. The Maori 

one doesn’t surprise 

me because what I 

said at the outset in 

terms of, if you did a 

survey of SOE’s 

obviously you would 

Selection 

Challenges 

sc7 y y     

K30 5665-

5674 

But I think you can 

achieve that 

objective by other 

means and maybe 

just even having to 

report it, not just at 

board level but also 

within your 

organisation as a 

whole. My retail 

Regime 

Change 

rc6 y y     
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K31 5684-

5685 

but I can imagine 

that being the case 

because I know a lot 

of organisations 

have only in recent 

years become 

seriously sensitive to 

gender  

Diversity 

Rule 

dr4 y y     

K32 5693-

5697 

I think it’s been 

quite positive so in a 

way I think there’s a 

lot of HR teams 

around the country 

that’s been pushing 

these agendas in 

terms of ethnicity 

and gender and so 

forth, for some time, 

but it doesn’t sort of 

get much beyond 

that whereas, what 

gets reported, gets 

done. 

Executive 

Role 

er2 y y     

K33 5732-

5738 

Whereas I look at it 

slightly different and 

I look at it, as really 

another skill set that 

the board needs to be 

thinking about so 

whether it’s gender 

or whether it’s 

ethnicity or a lawyer 

or a marketing 

person, to me that’s 

the sort of category 

it comes into and 

boards, if they’re 

doing their 

homework right, 

should be thinking 

about that, what do 

we need in this 

particular market 

place and that’s 

where it should 

come through, not 

saying it’s about 

time we should have 

10% of Maori or 

something like that. 

It’s a business 

decision. 

Decision 

Making 

Process 

dmp6 y y y y y y 

K33 5732-

5738 

Whereas I look at it 

slightly different and 

I look at it, as really 

another skill set that 

the board needs to be 

thinking about so 

whether it’s gender 

or whether it’s 

ethnicity or a lawyer 

or a marketing 

person, to me that’s 

the sort of category 

it comes into and 

boards, if they’re 

doing their 

homework right, 

should be thinking 

about that, what do 

we need in this 

particular market 

place and that’s 

where it should 

come through, not 

saying it’s about 

time we should have 

10% of Maori or 

something like that. 

It’s a business 

decision. 

Business 

Knowledge 

bk1 y y y y y y 

K34 5746-

5750 

Yes, and when you 

see a couple of 

Chinese banks open 

for business in New 

Zealand recently, 

and I can think of 

over time in my 

PWC days and 

different 

organisations come 

to New Zealand, 

they get New 

Zealand’ers on their 

board because they 

want to know how 

you operate in New 

Zealand. Have you 

spoken with Jenny 

Shipley? 

Executive 

Role 

er3 y y y y y y 
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Interview List L 

ID Line # Words Code/ 

Common 

Thread 

Code 

(number) 

Nomination 

Committees 

Diversity 

Rule 

Access to 

Resources 

Firm's 

Strategy 

Decision 

Making 

Process 

External 

Environment 

L1 5779-

5793 

then there’ll be a 

nomination 

committee and I 

think I probably sit 

on 3-4 nomination 

committees, or 

governance 

committees which 

include searching for 

directors. Two 

general methods, the 

first method is that 

you appoint a search 

firm and you go and 

brief them on what 

you’re looking for. 

They come with a 

whole selection of 

candidates, go 

through them, 

interview process, 

and I just did one 

last week, interview 

process where the 

person was being 

interviewed by the 

whole board and 

appoint somebody, 

or the other process 

is that everybody in 

the board is usually 

Nomination 

Committee 

nc1 y      

L2 5801-

5806 

Yeah, that’s 

probably the case 

because I think if 

you’re reporting to 

shareholders, they’re 

probably likely to 

ask this question, so 

you want to be able 

to demonstrate that 

you’ve gone through 

a reasonably 

rigorous sort of 

process and you’ve 

gone a bit broader 

than contacts of the 

current boards so, 

yes, in any sort of 

larger organisation I 

would tend to go the 

more formal process 

and get a third party 

involved 

Nomination 

Committee 

nc2 y      

L3 5806-

5811 

I must say, over the 

last 2-3 years, I’ve 

probably promoted 

myself that we have 

a more formal 

process. It’s a bit 

chicken-egg, there 

are more companies 

around that are doing 

it and they’re doing 

a better job. I think 

companies didn’t do 

that in the past, in 

my experience in 

particular, is that you 

go to a firm and they 

tend to be executive 

appointment but not 

director 

appointment, and 

they do a poor job of 

it, and it’s been quite 

hard.  

Nomination 

Committee 

nc3 y      

L4 5811-

5816 

I can remember 

going to the 

Director’s Institute 

and asking them for 

names and usually 

coming up with a 

whole lot of try-

hards but not really 

people that have got 

what I’m after. You 

get a whole lot of 

names thrown at you 

and it’s really not 

helpful. So it has 

been difficult, but 

now there’s 3-4 

firms that I can think 

of that specifically 

do do director 

appointments. So a 

bit chicken-egg. 

Nomination 

Committee 

nc4 y      

L5 5822-

5828 

There’s a bit of 

momentum about it 

in that I guess more 

companies are 

actually going to 

search firms so they 

set themselves up to 

provide directors 

whereas before it 

was only occasional. 

If I think back in the 

last 20 years or so 

I’ve been going out, 

although I guess I’ve 

been involved in 

quite a few 

companies that have 

got major 

shareholders and 

they tend to 

nominate directors 

so you’re not 

Nomination 

Committee 

nc5 y      

L6 5828-

5832 

I think a lot of the 

appointments that 

I’ve had over the 

years, they’ve just 

been personal 

approaches, it’s been 

quite rare that I’ve 

been approached by 

a search firm. So if I 

turn it around the 

other way and think 

of in the last year I 

was involved in and 

appointed to 3-4 

boards and 2 of them 

were direct 

approaches, they just 

rang me, and 2 of 

them were through 

companies 

Nomination 

Committee 

nc6 y      

L7 5844-

5855 

These companies 

come and go all the 

time but then I’ve 

had over the years a 

lot of bad 

experiences where I 

go to a firm and 

come up with 

buggar-all names 

and you end up 

going back to the 

second option and 

I’ve done that even 

in the last year, I’ve 

been to firms, it 

hasn’t worked out 

well, they haven’t 

got a good selection 

Nomination 

Committee 

nc7 y      

L8 5865-

5879 

I would say in most 

of them yes, we 

would certainly sit 

down and talk about, 

always, we sit down 

and talk about what 

we’re looking for 

and age comes up a  

lot because generally 

everybody’s getting 

older right, 

everybody sort of 

starts off by thinking 

of their ideal person 

and that is usually 

Selection 

Challenges 

sc1 y y     

L8 5865-

5879 

I would say in most 

of them yes, we 

would certainly sit 

down and talk about, 

always, we sit down 

and talk about what 

we’re looking for 

and age comes up a  

lot because generally 

everybody’s getting 

older right, 

everybody sort of 

starts off by thinking 

Regime 

Change 

rc1 y y     

L9 5879-

5883 

So diversity of 

experience would be 

way up there, so you 

want somebody with 

a bit of marketing, 

processing, 

operations, 

procurement, or 

whatever the issue is 

of the day then you 

think you want 

Selection 

Challenges 

sc2 y      
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L9 5879-

5883 

So diversity of 

experience would be 

way up there, so you 

want somebody with 

a bit of marketing, 

processing, 

operations, 

procurement, or 

whatever the issue is 

of the day then you 

think you want 

somebody with a bit 

of depth in this, we 

want international, 

we want … so that 

would be up there. 

Firm 

Strategy 

fs1 y      

L10 5883-

5894 

Probably the primary 

thing is the 

experience they 

bring to the table, 

and I always think 

that the specific 

experience you bring 

to the table is always 

going to be out of 

date because you 

were an executive in 

this type of firm but 

things have moved 

on so you’re not 

looking for a 

specific, but a 

general, somebody 

who really 

understands, if it 

were marketing, the 

principles of 

marketing, they’ve 

been involved in fast 

moving consumer 

companies or 

whatever if that’s 

what we want to do, 

so something they 

really bring the 

principles to the 

table, they know 

about health and 

safety in depth, so 

I’m looking for 

Selection 

Challenges 

sc3 y      

L10 5883-

5894 

Probably the primary 

thing is the 

experience they 

bring to the table, 

and I always think 

that the specific 

experience you bring 

to the table is always 

going to be out of 

date because you 

were an executive in 

this type of firm but 

things have moved 

on so you’re not 

looking for a 

specific, but a 

general, somebody 

who really 

understands, if it 

were marketing, the 

principles of 

marketing, they’ve 

been involved in fast 

moving consumer 

companies or 

whatever if that’s 

what we want to do, 

so something they 

really bring the 

principles to the 

table, they know 

about health and 

Firm 

Strategy 

fs2 y      

L11 5901-

5908 

Yes it does, like I 

think of, I’m on a 

meat processing 

marketing company 

and Maori farming is 

becoming more and 

more of an important 

feature of New 

Zealand’s livestock 

breeding and supply 

so the question 

comes up, should we 

have somebody from 

that sector on the 

board?  And the 

answer is always 

yes, as long as they 

bring everything 

else, yeah that would 

be great, 

connections, so 

business is about 

connections, so 

connections within 

the Maori farming 

by having somebody 

who’s connected that 

way would be great 

so in that company it 

definitely comes up. 

Resource 

Dependence 

rd1 y  y y y y 

L11 5901-

5908 

Yes it does, like I 

think of, I’m on a 

meat processing 

marketing company 

and Maori farming is 

becoming more and 

more of an important 

feature of New 

Zealand’s livestock 

breeding and supply 

so the question 

comes up, should we 

have somebody from 

that sector on the 

board?  And the 

answer is always 

yes, as long as they 

bring everything 

else, yeah that would 

be great, 

connections, so 

business is about 

connections, so 

connections within 

the Maori farming 

by having somebody 

who’s connected that 

way would be great 

Industry 

Specific 

is1 y  y y y y 

L12 5908-

5914 

I’m on an insurance 

company as well, 

FMG and we’re 

focused on again, the 

rural sector, and we 

have got somebody 

ethnic, he happens to 

be Taranaki iwi and 

that’s great, he’s not 

connected 

completely but he 

understands and 

brings more to the 

table, we didn’t 

actually know he 

was as connected as 

he is, we interviewed 

him and took on all 

the other attributes 

that he brought that 

to the table and then 

we find out that he’s 

much more 

connected to the iwi 

than we thought 

which is handy 

Resource 

Dependence 

rd2 y  y y y y 

L12 5908-

5914 

I’m on an insurance 

company as well, 

FMG and we’re 

focused on again, the 

rural sector, and we 

have got somebody 

ethnic, he happens to 

be Taranaki iwi and 

that’s great, he’s not 

connected 

completely but he 

understands and 

brings more to the 

table, we didn’t 

actually know he 

was as connected as 

he is, we interviewed 

him and took on all 

the other attributes 

that he brought that 

to the table and then 

we find out that he’s 

much more 

Industry 

Specific 

is2 y  y y y y 

L13 5914-

5923 

So it comes up yeah, 

but in a company 

where it’s not a 

particular factor, 

then it doesn’t come 

up, if there’s a 

business reason to 

put it on the table 

then it is on the 

table, so I can think 

of these 2 companies 

that I sit on, yeah 

ethnic diversity does 

come up, ethnic 

diversity comes up. 

Synlait, for example, 

but it’s because 

we’re 29% Chinese 

owned but it’s more 

that’s where they 

live, that’s what they 

Firm 

Strategy 

fs3 y  y y y y 

L14 5929-

5933 

Well it does in those 

2 businesses because 

it’s an important part 

of the market that 

we’re in so you need 

to understand the 

market and what 

better than to have 

somebody on the 

board that 

understands the 

market better than 

you do. So in 2 

companies it does, 

the rest of the 

companies I don’t 

think. Ethnic 

diversity not really 

much 

Industry 

Specific 

is3 y  y y y y 

L15 5933-

5938 

It is a factor in New 

Zealand business 

that you need to 

understand the 

Maori element. 

Unless your business 

is focused on supply 

or targeting, whether 

you think therefore 

because New 

Zealand is whatever 

percent Maori, or 

whatever it is that 

we need 20% of the 

directors, I don’t 

think I’ve ever had 

that conversation, it 

Firm 

Strategy 

fs4 y      

L16 5939-

5944 

in fact we appointed 

a new director a 

while ago, diversity 

didn’t come up, 

knowledge of 

pharmaceuticals 

internationally was 

what we were 

looking for. We had 

a guy in Australia, so 

is he ethnically 

diverse?  I suppose 

he is, he’s 

Australian, but it 

wouldn’t have 

Selection 

Challenges 

sc4 y      

L17 5944-

5952 

The only discussion 

I’ve ever had in any 

boardroom about 

diversity in terms of 

we should be this 

percentage or that 

percentage, women 

or ethnicity or 

whatever is Genesis, 

and I think that’s just 

because we’ve got a 

female chairman and 

Selection 

Challenges 

sc5 y y     

L18 5960-

5968 

Because, factually I 

think because Maori 

was not predominant 

in New Zealand 

business 30-40 years 

ago, their education 

statistics, their 

prevalence in 

managerial positions 

and so on was 

Selection 

Challenges 

sc6 y y     
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L19 5975-

5986 

Yeah they are and 

they haven’t got 

enough Maoris to fill 

up the other half. So 

they’re looking 

around, so I find 

that, and you don’t 

want to get the 

reverse which is that 

you get people with 

Maori ethnicity, but 

they’re not up to it. 

I’ve got one example 

of that which is sort 

of positive 

reinforcement that 

I’ve got one board 

where there’s a 

person on the board 

because she’s Maori 

and she does not and 

could not contribute 

at the level that’s 

required and 

everybody just shuts 

up about it and puts 

up with it. Is it a 

drag on the 

company?  No, but 

you don’t want too 

many passengers 

you know. Is she in 

training mode?  

Yeah. Can the 

company afford to 

have a trainee 

Selection 

Challenges 

sc7 y y  y y  

L20 5986-

5990 

I think the doors are 

completely and 

utterly open and 

colour-blind, or 

ethnicity blind, that 

probably is hard to 

believe but, I 

certainly think that 

way and I pray 

sensitive to any sort 

of racism or 

prejudice or 

whatever and most 

people these days 

are, and would 

actively stamp it out, 

so I hope that 

answers that 

question. 

Selection 

Challenges 

sc8 y  y y y y 

L21 5999-

6008 

Yes well, you’re 

living in a society 

that the Maori 

culture is a bit like 

yourself, you can 

live in Auckland and 

ignore it and you can 

just charge on 

through and your 

company would still 

be successful, but 

most of New 

Zealand, 

appreciation of 

Maori culture, 

protocol and 

everything is pretty 

important. You can 

hire that in, and most 

companies do, they 

have somebody 

within the company 

that, you know, is 

culturally aware and 

get your waiata in, 

but everything else 

being equal, it would 

be nice to have that 

through the board 

room, you know, if 

you had some equal 

candidates, and 

Decision 

Making 

Process 

dmp1 y  y y y y 

L22 6014-

6024 

Yeah and somebody 

who understands 

who the local hapu 

are, who the local 

iwi are and … it 

adds something, it 

adds a mutual 

respect thing and all 

that sort of stuff. 

You can get it other 

ways, so it think 

most companies get 

it other ways, in 

most companies it is 

important, and 

they’ll have a person 

in the company that 

bring that, and 

they’ll pop into the 

boardroom and say, 

when we open the 

new factory we’ve 

got this … but if we 

had them around the 

board table it would 

be great, but there’s 

a scarcity, there’s 

not many of those 

guys around, and 

I’m not going to go 

Decision 

Making 

Process 

dmp2 y  y y y y 

L23 6032-

6038 

I guess my first 

reaction is a personal 

one, is that really 

necessary?  In this 

day and age there are 

people that need to 

be pushed to get 

ethnicity, age, 

gender or whatever 

diversity on their 

boards?  That was 

my first reaction and 

probably you dig a 

bit deeper, but I 

don’t feel that, 

maybe it’s easy for 

me to sit here as the 

typical director, 60, 

European decent, 

male, came from an 

executive 

background and I’m 

right lined up with 

the 95% so it’s very 

easy for me to sit 

there and say, we 

don’t need a rule like 

that, what the hell? 

Diversity 

Rule 

dr1 y      

L24 6038-

6047 

So if I were sitting in 

the other 5%, if I 

were a very highly 

skilled Maori lady, 

or whatever, who’s 

got heaps of 

experience and not 

being rung up, well I 

might think the 

Diversity Rule is a 

pretty good idea you 

know and I think 

that it is 95%, then it 

is necessary isn’t it. 

So you do need 

positive 

reinforcement to get 

neutrality and I think 

the target is, we’ve 

got to be neutral to 

those factors 

although I’m 

positive reinforced 

to age diversity 

because I think 

younger, energetic 

Diversity 

Rule 

dr2 y      

L25 6070-

6080 

One person can 

change a board quite 

dramatically, so you 

have a board of 

maybe 8 or 9. One 

guy leaves, you 

bring another person 

in and I can just 

think of one that I’m 

on. I was new to a 

board, and then we 

got a lady arrived, 

and I was just 

talking to the 

chairman this 

morning and she’s 

changed things 

dramatically, 

positively, she’s Air 

NZ, she’s ethnic by 

NZ descent but she’s 

younger and she’s a 

woman, I don’t think 

Diversity 

Rule 

dr3 y   y y  

L26 6097-

6098 

I know you are 

steering me towards 

like the ethnic or 

diversity but I tend 

to think that if a 

board is not diverse 

then you might  as 

well just get one 

person. 

Selection 

Challenges 

sc9 y y y y y y 

L27 6104-

6105 

The whole point of a 

board is diversity of 

thought and 

approach. That’s the 

whole point 

Selection 

Challenges 

sc10 y y  y y  

L28 6129-

6131 

90% of my answer is 

no because it’s a 

business, it’s a 

global village, we’re 

going to be selling to 

150 ethnicities, 

you’ve got to 

appreciate that it’s a 

world out there and 

people see things 

and see things 

differently 

Selection 

Challenges 

sc11 y   y y  

L29 6158-

6160 

Yeah, but it’s not 

critical, I mean, it’s 

important, it’s an 

added … you know, 

if I looked at the 10 

attributes you have 

to have sitting 

around the board 

table, is it in the 

“have to” category?  

No it’s not, it’s a 

“nice to have”,  

Decision 

Making 

Process 

dmp3    y y  

L30 6162-

6170 

I think having a 

personal awareness 

and you need to 

understand what the 

market is. If the 

market’s a New 

Zealand market or 

we’re doing deals, 

then an appreciation 

of that, Maori 

protocol, knowledge, 

business knowledge 

Firm 

Strategy 

fs5    y y  

L30 6162-

6170 

I think having a 

personal awareness 

and you need to 

understand what the 

market is. If the 

market’s a New 

Zealand market or 

we’re doing deals, 

then an appreciation 

of that, Maori 

Industry 

Specific 

is4    y y  
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L31 6178-

6185 

I think New 

Zealanders are New 

Zealanders, we think 

about things 

similarly and your 

background always 

influences the way 

you think but I think 

of heaps of 

involvement with 

Maori friends and I 

understand that yeah, 

there’s a slightly 

different way of 

thinking, the Marae-

based culture, much 

more broader family 

connections, but you 

can overdo that, you 

over-generalise. 

Everybody’s an 

individual and we’re 

all being brought up 

in New Zealand, so 

you’re a mix 

anyway, so, because 

you’re Maori and 

you’re on a board, 

would you think 

about strategy 

differently?  I don’t 

necessarily think so. 

Selection 

Challenges 

sc12    y y  

L32 6194-

6198 

Well yes, you get 

links in better, if you 

have a Maori 

director then you’ve 

got a bit of a head 

start, there’s no 

doubt about that if 

you find the key guy, 

but he’s linked in 

over here but he’s 

not linked in over 

there. You know 

they’ll say a hundred 

years ago you ate my 

grandparents or 

something. So, and I 

don’t make too big a 

deal of that either.  

External 

Environmen

t 

ee1 y   y y  

L33 6207-

6215 

I think, these are the 

10 things I’d like 

and being diverse 

would be good, but 

you can’t always get 

someone. I think that 

probably in New 

Zealand right at the 

moment that people 

are actively seeking 

people that bring 

some diversity to the 

table and so there’s a 

joke that goes 

around, you’ve got 

the male, you’re 

lesbian, you’re 

Maori, you must be 

on 28 boards. You 

must be in high 

demand because 

you’ve got 

everything going for 

you . So I do think, 

maybe naively, that 

actually the things 

were talking about, 

are seen as valuable 

but there’s not 

enough people 

around that tick 

those boxes and 

Selection 

Challenges 

sc13 y y     

L34 6215-

6224 

Because you have to 

have good business 

strategic 

background, 

financial literacy, 

demonstrated, and 

that’s where 

Maoridom fall down. 

They’re coming 

through now, but 

there’s not enough 

people that have 

been through the 

ropes that qualify, 

basically to be 

directors, otherwise 

they’d be sucked up 

but I think there’s 

the A group, and the 

B, there’s buggar all 

of them. In the 

B,C,D group or 

whatever, and 

there’s more in here, 

but I’m looking for 

an A or B group 

director, am I going 

to take a C one 

because they’re 

diverse?  People do, 

Selection 

Challenges 

sc14 y y     

L35 6247-

6256 

I’m not so much 

looking for director 

experience, I’m 

looking for business 

experience. I’m not 

going to appoint 

someone to a board 

who’s got buggar all 

business experience 

if it’s a gamble. He 

might be good, or he 

might not. I’m not 

going to take it, I’m 

going to take tried 

and true because it’s 

bloody important. I 

want somebody who 

can really contribute 

so I’m going to very 

much referee check 

but I don’t mind 

appointing someone 

who’s never been a 

director before, but 

business experience 

is what I’m looking 

for, I need them to 

bring to the table 

Executive 

Role 

er1 y y     

L36 6283-

6288 

I sit around boards 

with some pretty 

powerful 

personalities and we 

don’t talk about 

diversity, we talk 

about how are we 

going to get this 

person, she’s doing 

this stuff, I read 

about her, she’s a 

good director – that 

sort of stuff, much 

more of that. I don’t 

care that she’s 

female, so bloody 

what?  So that’s why 

it’s not a topic. I’m 

in too much of a 

hurry to be 

buggaring about 

with that.  

Selection 

Challenges 

sc15 y y     

L37 6288-

6290 

But it’s definitely a 

topic with the Maori 

and rural, but we 

didn’t appoint 

somebody from 

Maoridom, we didn’t 

interview somebody 

from Maoridom 

because no names 

came up. 

Selection 

Challenges 

sc16 y y     

L38 6306-

6309 

I’ve got sympathy 

for it. You can’t 

deny the figures and 

therefore you can’t 

deny that there’s 

something 

happening that’s 

pushing towards 

continuing to favour 

male directors. You 

can’t deny it. It’s 

definitely not 50/50, 

it’s nothing like 

50/50 because it’s 

executive, it’s not a 

director thing 

Selection 

Challenges 

sc17 y y     

L39 6329-

6331 

It’s true you know, a 

lot of women 

interrupt their career 

to go and have 

babies, they have a 

bit more of a diverse 

career and to be the 

CEO of something 

you have to focus on 

that business. 

Selection 

Challenges 

sc18 y y     
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Interview List M 

ID Line # Words Code/ 

Common 

Thread 

Code 

(number) 

Nomination 

Committees 

Diversity 

Rule 

Access to 

Resources 

Firm's 

Strategy 

Decision 

Making 

Process 

External 

Environment 

M1 6381-

6388 

But you need to 

consider who’s on 

the board, how long 

have they been there 

and when they’re 

likely to leave, and 

think about how they 

would be replaced as 

well. So that was a 

formal process and 

then we go out to a 

formal recruitment 

agency and say this 

is the kind of person 

we’re looking for, 

see who’s around, 

see who they can 

find. But very much 

around the attributes, 

very much around 

skills and 

background, are we 

looking for a finance 

person, a marketing 

person or an IT 

person?  They would 

probably be the key 

considerations. 

Nomination 

Committee 

nc1 y      

M2 6401-

6411 

So back to the 

question, is diversity 

considered?  As I 

say, I wasn’t there 

when it was 

considered, but my 

view would be, no it 

is not considered in 

the way you 

probably think it 

might be considered, 

for example, we 

don’t have enough 

women or we don’t 

have enough certain 

ethnicity or anything 

like that. Those 

would not be key 

considerations. The 

gender diversity 

would be to the 

extent that if it was 

felt that as a listed 

company, and we 

have to disclose 

those things, if we 

felt there might have 

been some pressure 

or for an industry 

Selection 

Challenges 

sc1 y      

M3 6418-

6427 

Well it depends what 

you mean by 

diversity and I mean, 

diversity can be 

anything so I think 

that background, in 

terms of what people 

have been doing, in 

terms of their work 

life, where their 

experiences lie in 

business is a key 

area of diversity that 

is really important, 

and so, we don’t 

want boards full of 

chartered 

accountants, I mean, 

nothing would ever 

get done, so we do 

want board diversity 

in that regard, we do 

need finance people, 

we need people to 

understand the 

basics of finance, the 

Selection 

Challenges 

sc2 y      

M4 6427-

6434 

The board that I’m 

on, we are a business 

where we have to 

undertake an 

operation day after 

day after day, delight 

our customers, make 

sure they keep 

coming back, make 

sure we don’t have 

any serious 

complaints, and keep 

costs well under 

control as I say, day 

after day after day. 

So would have a 

strong desire for 

people to have that 

operational 

experience but we 

also are a restaurant 

marketing 

organisation so we 

need marketing as 

Selection 

Challenges 

sc3 y      

M5 6448-

6455 

The key thing in my 

view if you’re 

looking for good 

board members, you 

want people who 

have confidence and 

courage, courage to 

ask the right 

questions, courage to 

enter into debate and 

give their point of 

view, that’s really a 

key thing for 

directors so I 

suppose the question 

is, are we selecting 

for attributes or are 

we selecting for 

behaviours?  It’s 

easier to sort of see 

attributes because 

you can kind of see 

Selection 

Challenges 

sc4 y      

M6 6565-

6467 

Of course there are 

and I think it would 

come down, and this 

is just my view, 

would come down to 

the kind of market 

they’re in, who their 

stakeholders are, 

where their key 

relationships are.  

Industry 

Specific 

is1 y  y y y y 

M7 6467-

6479 

So the NZX 

company I’m on, I 

would say ethnic 

diversity, I wouldn’t 

rate it as a high need 

because the kind of 

things that we’re 

doing are not going 

to differ much by 

ethnicity. Now that 

could be a very 

biased view in terms 

of we don’t have 

those people saying 

well hang on, so you 

can take it as it is. 

But I don’t see it as a 

key attribute, if we 

Selection 

Challenges 

sc5 y   y y  

M8 6489-

6492 

And look, based on 

who we all are, you 

could argue that 

that’s pretty high and 

not representative, 

but then again, 

boards are not 

necessarily supposed 

to be representative 

of the community, 

they are 

representative of 

people who are good 

at directing 

businesses and 

Selection 

Challenges 

sc6 y y  y y  

M9 6492-

6502 

there’s all sorts of 

reasons as to why 

those people won’t 

be represented in the 

community, rightly 

or wrongly, to do 

with educational 

opportunities and 

employment 

opportunities, and 

it’s a major historical 

factor as well. The 

people who are the 

Selection 

Challenges 

sc7 y y  y y  

M10 6502-

6509 

I would think that 

over time it will and 

should, the directors 

on listed companies 

should be 

representative or 

become more 

representative of the 

general population. I 

think that will just be 

the general trend and 

Selection 

Challenges 

sc8 y y     
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M11 6520-

6530 

Now that can be 

linked to diversity of 

ethnicity and 

diversity of gender, 

but actually in my 

experience it’s not 

really. Actually, if 

you get, I’ve been on 

boards where we’ve 

had men and women 

accountants, a male 

accountant might be 

different from a 

female marketing 

person, but that’s not 

to do with their 

gender, that’s 

actually due to other 

things so, I think we 

just to think about 

where does that 

diversity in the 

physical attributes of 

gender or ethnicity, 

relate to diversity of 

thinking?  From 

what I’ve seen in my 

experience, it’s not 

all that high, we 

don’t get huge 

diversity of thinking 

simply by having a 

different ethnicity 

necessarily or a 

different gender.  

That’s not to say it 

Selection 

Challenges 

sc9 y      

M12 6540-

6542 

Look there are some 

companies, some 

industries where I 

would say it’s really 

important, more 

important to get that 

ethnic diversity, real 

important and those 

companies should 

definitely be 

considering how 

they do that. 

Industry 

Specific 

is2 y y  y y  

M13 6552-

6556 

but anyway, the key 

point in that research 

was that diversity is 

good as long as it’s 

managed well so it 

comes down to the 

role of the chair to 

ensure that that 

diversity is managed. 

If diversity is not 

managed well, it 

actually can be a 

negative for a 

company. 

Selection 

Challenges 

sc10 y y  y y  

M14 6566-

6574 

But if you were in 

the area of fisheries 

or something, if it’s 

a company that’s 

contracting with 

Maori for example 

around resources 

then it would be a 

good idea to ensure 

that there are people 

on the board who are 

skilled and can add 

value to those 

relationships, so that 

would be an example 

where I would say 

that would be 

important. If you sell 

70% of your product 

to China for 

example, it might be 

that having some 

Asian ethnicities on 

your board, again, 

might help. So in 

those cases they’re 

quite functional 

more than anything 

else as opposed to 

diversity of thinking, 

Industry 

Specific 

is3 y y  y y  

M14 6566-

6574 

But if you were in 

the area of fisheries 

or something, if it’s 

a company that’s 

contracting with 

Maori for example 

around resources 

then it would be a 

good idea to ensure 

that there are people 

on the board who are 

skilled and can add 

value to those 

relationships, so that 

would be an example 

where I would say 

that would be 

important. If you sell 

70% of your product 

to China for 

example, it might be 

that having some 

Asian ethnicities on 

your board, again, 

might help. So in 

those cases they’re 

quite functional 

more than anything 

Business 

Knowledge 

bk1 y y  y y  

M15 6575-

6580 

But as far as 

diversity thought, 

when I think of 

ethnicities in the 

business sector, they 

don’t tend to think 

all that differently, I 

work with lots of 

other ethnicities 

around particularly 

with management, 

also on boards. They 

don’t actually think 

all that differently, 

we all think the same 

because we’re all 

there to do the job 

and we actually 

might start out by 

having different 

views on things but 

generally we come 

to a consensus that I 

think you would 

come to in any 

event. 

Selection 

Challenges 

sc11 y y  y y  

M16 6590-

6601 

Yes, quite possibly 

and at some point 

there could be a 

tipping point so, 

70% of the 

population is 

European, then it 

might be that it’s not 

quite at a tipping 

point which is why 

you might get 95% 

of board members of 

ethnicity. If it’s 50% 

then that could be a 

point at which most 

companies would 

have to think well 

actually, we actually 

need to see things a 

little bit differently 

and all our 

consumers are quite 

different. So in the 

Selection 

Challenges 

sc12 y y  y y  

M17 6611-

6621 

It doesn’t worry me, 

it’s reasonable things 

to report on. I mean 

most people can look 

at a list of directors 

and work out, they 

have all their photos 

and their names so 

it’s not all that 

difficult, they report 

on management 

diversity as well 

which might be a 

little more obscure. I 

don’t have a problem 

with it and I think 

you ask the question 

of why aren’t we 

reporting on other 

attributes to diversity 

but all the attributes 

Diversity 

Rule 

dr1  y     

M18 6641-

6644 

And I can’t work out 

why it’s so low. It 

seems strange that it 

should be that low. I 

would say why are 

these women not 

stepping up and 

getting onto boards, 

why do we have so 

few of them quite 

frankly?  I think 

there’s a huge 

missed opportunity 

there. I cannot 

understand why it’s 

so low. 

Diversity 

Rule 

dr2 y y     

M19 6657-

6668 

It’s a demand and 

supply issue, we 

don’t know if it’s got 

anything to do with 

the selection at all. I 

don’t know of any 

board that I’m on 

that we’d even think 

of suggesting that we 

should not have one 

gender or another or 

one ethnicity or the 

other. I can’t 

imagine why on 

earth we’d be so 

stupid as to prevent 

getting onto the 

Selection 

Challenges 

sc13 y y  y y  

M20 6675-

6678 

I think it can only be 

because when you 

go and look for 

directors, you’re 

fishing in a pool of 

available directors, 

and it’s not the lack 

of diversity on the 

boards that’s the 

issue, it’s a lack of 

diversity in the pool 

that you’re fishing 

amongst that’s the 

problem and I don’t 

know why that is. I 

Selection 

Challenges 

sc14 y y     

M21 6678-

6682 

but you know it 

might be that certain 

people aren’t 

interested on being 

on boards, I mean 

it’s not for 

everybody. Some 

people could find it 

absolutely boring, 

they can find it 

terribly boring, they 

can find it 

Selection 

Challenges 

sc15 y y     

M22 6682-

6683 

It can be quite 

restrictive to 

lifestyle, there can 

be some good 

aspects around 

lifestyle but there 

can be some very 

restrictive aspects 

around it 

Selection 

Challenges 

sc16 y y     
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M23 4484-

6689 

You don’t get paid 

all that good. It 

doesn’t surprise me 

at all that there 

might be some 

people out there who 

go, actually I can’t 

be bothered being a 

director, I’m not 

going to make 

myself available to 

be one. Now if 

there’s a gender bias 

on that, or an 

ethnicity bias on 

that, and there may 

or may not be, then 

that’s why you might 

get in the available 

pool that bias as 

well. But that in my 

mind is more the 

issue, that it’s in the 

available pool of 

directors. 

Selection 

Challenges 

sc17 y y     

M24 6699-

6720 

Well, think about 

who the pool of 

directors are, 

directors are 

involved in business, 

that’s what we do, 

we’re involved in 

maximizing the 

wealth of 

shareholders in 

businesses, 

maximizing future 

cash flows, very 

standard business 

kind of stuff, 

particularly from 

NZX, more profit 

driven, that’s what 

we do. So, the kind 

of people we’re 

looking at a pool of 

directors, the pool 

we’re looking at are 

people who have 

proven track records 

in being involved in 

business. They might 

be as advisers in 

business, they could 

be professional 

services, insolvency 

services, they may 

have run their own 

businesses, they 

Selection 

Challenges 

sc18 y y     

M25 6731-

6738 

I think there might 

be a couple of levels, 

one is that people of 

different 

backgrounds, maybe 

ethnic diversity, 

cultural diversity and 

these things are kind 

of related, might just 

look at things 

differently, they 

might have a 

different perspective 

on life, and that’s 

perhaps more of a 

cultural thing than an 

ethnic thing. They 

might have a 

different view of 

risk, they might have 

a different view with 

time horizons, they 

might have a 

different view 

around trust or 

around how you 

build relationships, 

so they may think 

differently, and that 

could be useful to a 

board than just 

feeding in different 

Decision 

Making 

Process 

dmp1     y  

M26 6738-

6741 

And the other level 

would be that they 

might have quite 

functional 

knowledge, or very 

specific knowledge 

about the 

requirements and 

needs of various 

ethnicities that may 

not be available to 

other people. So that 

would help in 

decision-making. 

Decision 

Making 

Process 

dmp2     y  

M27 6755-

6767 

But it’s still going to 

be dependent on, the 

variable you’ve got 

to be thinking about 

is it’s something to 

do with the 

companies 

themselves that yes, 

the other ethnicities 

can bring all that sort 

of stuff but if it’s not 

all that important 

then it isn’t going to 

be feature and so if I 

talk about some of 

my companies, I’m 

involved with a 

company, I think 

there potentially 

could be value in it, I 

suspect it’s one of 

those lower 

priorities, we’re best 

to say actually, we 

want someone who’s 

a pretty smart 

accountant who 

really understands 

Selection 

Challenges 

sc19 y y  y y  

M27 6755-

6767 

But it’s still going to 

be dependent on, the 

variable you’ve got 

to be thinking about 

is it’s something to 

do with the 

companies 

themselves that yes, 

the other ethnicities 

can bring all that sort 

of stuff but if it’s not 

all that important 

then it isn’t going to 

be feature and so if I 

talk about some of 

my companies, I’m 

involved with a 

company, I think 

there potentially 

could be value in it, I 

suspect it’s one of 

those lower 

priorities, we’re best 

to say actually, we 

want someone who’s 

a pretty smart 

Industry 

Specific 

is4 y y  y y  

M28 6782-

6784 

Well how it could 

contribute is, it’s a 

tricky one, I’m 

inclined not to even 

answer it to be 

honest because I’m 

not sure they can 

contribute in any 

different way than 

anyone can 

contribute.  

Firm 

Strategy 

fs1    y   

M29 6782-

6784 

Well how it could 

contribute is, it’s a 

tricky one, I’m 

inclined not to even 

answer it to be 

honest because I’m 

not sure they can 

contribute in any 

different way than 

anyone can 

contribute.  

Firm 

Strategy 

fs2       

M30 6784-

6789 

So I’m not too sure 

that the question is 

all that relevant, I 

would say they could 

contribute because 

they’d have a 

different perspective 

but we all have 

different 

perspectives. They 

can contribute 

because they have 

different experiences 

and knowledge of a 

market but everyone 

has different 

knowledge. I don’t 

know that you can 

say that one ethnicity 

Firm 

Strategy 

fs3    y   

M31 6789-

6796 

I think the other 

point I’m going to 

make is, we’re 

dealing with 

directors here, lots of 

people contribute to 

the wellbeing of a 

company and the 

strategy of a 

company through all 

sorts of decisions 

outside consultants, 

senior management, 

it might not be all 

that necessary 

having different 

ethnicities. It might 

Executive 

Role 

er1    y   

M32 6804-

6813 

Strategy in my view 

is formulated by 

management, it’s not 

formulated by 

directors, very rarely 

is it formulated by 

directors, certainly 

on an NZX 

company, it’s 

formulated by the 

CEO, that’s why you 

have the CEO, so it’s 

formulated by that 

team. I would have 

thought that’s 

Executive 

Role 

er2    y   

M33 6822-

6830 

I think the only 

reason, or actually a 

key reason, not the 

only reason, would 

be from a 

legitimacy, 

credibility point. I 

can see that. That if 

you’re going to do 

business in China 

you say, we’ve got a 

Chinese director or 

Executive 

Role 

er3    y   

M34 6837-

6841 

Well they could do, I 

mean all directors 

will have unique 

access to resources 

but whether they are 

unique by virtue of 

their ethnicity or not, 

I don’t know. There 

are a lot of resources 

within Maori that 

Resource 

Dependence 

rd1   y   y 
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M34 6837-

6841 

Well they could do, I 

mean all directors 

will have unique 

access to resources 

but whether they are 

unique by virtue of 

their ethnicity or not, 

I don’t know. There 

are a lot of resources 

within Maori that 

could have access to, 

there are a lot of land 

and sea resources 

that they may give 

you access to so 

these are quite 

possible. 

External 

Environmen

t 

ree1   y   y 

M35 6853-

6865 

That’s all very well 

apart from the fact 

that the concept of 

Maori economy is a 

bit of a funny thing 

anyway, I’m not 

quite sure what that 

is, and I’ve been 

involved in trying to 

do stuff on the Maori 

economy, no-one’s 

quite sure what it 

means, and I don’t 

know what 

percentage of the NZ 

economy the Maori 

economy represents, 

my bet is it’s 

something about 

15% which is the 

percentage of Maori 

in the population, so 

we can talk about the 

Maori economy, we 

can talk about the 

red-head economy as 

well if you like 

because that would 

be the same 

proportion of red 

heads in the 

population but in 

itself, it’s not 

entirely prescriptive, 

External 

Environmen

t 

ee2   y y y y 

M36 6882-

6888 

Yes they can, if they 

have connections, 

then they can bring 

those to companies 

that they’re involved 

in, there’s absolutely 

no question about 

that, and as I was 

saying, there are 

some companies 

obviously where it 

would be very 

advantageous to 

have directors with 

connections to 

customers or 

stakeholders or 

suppliers or resource 

providers that are 

critical to the success 

of your company and 

if that means that it 

pushes you towards 

a certain ethnicity 

then yes you would. 

External 

Environmen

t 

ee3      y 
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Interview List N 

ID Line # Words Code/ 

Common 

Thread 

Code 

(number) 

Nomination 

Committees 

Diversity 

Rule 

Access to 

Resources 

Firm's 

Strategy 

Decision 

Making 

Process 

External 

Environment 

N1 6899-

6905 

So in the context of 

thinking about 

NZX50 companies, I 

will speak generally 

but in all cases 

they’ve now got a 

nom committee as 

part of its charter, 

not only responsible 

obviously for people 

strategy, processes 

and systems for 

when appointing 

CEO’s and all the 

rest of it but there’s 

also clearly in that 

charter a section on 

appointment of 

directors, 

appointment of chair 

and also good 

governance around 

board review etc, 

usually annually but 

in some cases bi-

annually.  

Nomination 

Committee 

nc1 y      

N2 6917-

6931 

One is – they start 

the skill matrix in 

terms of what are the 

skills they’ve got? 

What are the skills 

they need as a result 

of the strategy and 

what the skills are 

sitting around the 

table, and therefore 

they’re pretty clear 

on the ideal skills 

sets required before 

they go brief it to a 

search firm which is 

the second part of 

the process which 

I’m quite heartened 

by because there’s 

now some 

independence in the 

process as opposed 

to rightly or wrongly 

the perception years 

ago it was who you 

know and the same 

old mates being 

cycled around the 

table etc. So 

Nomination 

Committee 

nc2 y      

N3 6931-

6934 

So, most boards, 

depending on the 

industry, have got an 

appetite for younger 

directors who 

probably are closer 

to the consumer or 

the customer base, 

the gender thing is 

very being addressed 

today, the biggest 

challenge, and we’ll 

obviously come to it, 

is ethnicity.  

Selection 

Challenges 

sc1 y y     

N4 6934-

4944 

It’s clearly more 

relevant to some 

boards than it is to 

others, particularly if 

you think about your 

customer base, but 

it’s been challenging 

to identify those 

candidates. What I 

would say is I’ve 

encouraged people 

to have a look at 

Mae Chen’s 

database, I call it 

Mae Chen, that’s 

terrible isn’t it? 

Because she’s just 

set up the Asian 

leaders and the 

names that have 

appeared as 

members in that, that 

I never knew, these 

are people, because 

Selection 

Challenges 

sc2 y y     

N5 6944-

6949 

So boards today, I 

think if you 

generally asked in 

New Zealand, are 

rather disappointed, I 

know I’m 

generalising but 

disappointed by 

what they get from 

the search firms and 

often boards, even 

though they’re trying 

to follow best 

practice process, are 

doing a lot of the 

homework 

themselves to get 

people on those lists 

that search firms 

won’t have thought 

about. 

Selection 

Challenges 

sc3 y y     

N6 6957-

6963 

It’s just sort of 

expected today, so I 

chair most of these 

committees on my 

boards, it’s even to 

the point now, where 

it doesn’t have to be 

explicitly stated 

because everyone 

gets it. It’s moved 

mountains in the last 

3 years. Whether 

you’re getting the 

results yet is another 

thing but the actual 

consciousness of the 

issue is very real, but 

as I say, it’s not just 

gender, it’s diversity 

of thought and skills. 

Nomination 

Committee 

nc3 y y     

N7 6964-

6969 

But I’m more than 

happy to front it 

when a search firm 

produces a long list 

for me and it’s got 

no women in it, they 

get some pretty 

harsh feedback vey 

quickly because it’s 

expected today that 

there will be 

different age ranges 

and different gender 

makeup in that long 

list where probably, 

to be fair though, 

we’re probably more 

sympathetic to them 

Selection 

Challenges 

sc4 y y     

N8 6976-

6982 

Because we don’t 

know them. In the 

same way as 5 years 

ago people, I don’t 

believe, I’d like to 

give them the benefit 

of the doubt, they 

didn’t know the 

women who were 

available for board 

roles so it was the 

same half dozen 

women that were 

visible everywhere. 

All of a sudden 

Selection 

Challenges 

sc5 y y     

N9 6990-

6995 

I think it’s just a 

symptom of the 

market being so 

small and the roles 

don’t come up that 

often because a lot 

of people, a lot of 

very competent 

males have gone on 

those boards at sort 

of age 50-60 and 

they’ve still got 15 

years in them so 

Selection 

Challenges 

sc6 y y     

N10 6997-

7000 

The issue with the 

ethnic side of things 

is, I don’t want to 

over-simplify it but I 

think we’re where 

we were with gender 

5 years ago. We 

didn’t know the 

names to even be 

getting to know 

these people, to then 

Selection 

Challenges 

sc7 y y     
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N11 7008-

7012 

I think it’s a 

combination of 

things. I think you 

can only fight 

against it for so long 

because the business 

case is out there for 

it and there’s so 

much literature 

written on it so 

everyone gets the 

business case for 

diversity and if you 

don’t well, you’re 

living in the wrong 

world basically. So 

everyone gets the 

business case. I 

don’t think the issue 

was the “what”, is 

was actually the 

“how” 

Selection 

Challenges 

sc8 y y     

N12 7012-

7019 

And even those that 

got the what but 

were still struggling 

with, you’ll hear the 

term “unconscious 

bias” a lot, whether 

you went to a 

training course, an 

unconscious bias or 

you kind of had your 

daughter or daughter 

in law actually 

reminding you of, 

maybe you are a bit 

old school or 

whatever, I think all 

of that converged, a 

lot of rhetoric, a lot 

in the media, a lot of 

the businesses cases 

coming out, a lot of 

business failures and 

searching on the 

inside going, well, 

isn’t it interesting 

that the businesses 

that have more 

women on them, 

have less failures 

Selection 

Challenges 

sc9 y y     

N13 7038-

7045 

Because people like 

Mae Chen, to give 

her credit, are 

making them more 

visible, if I’m talking 

ethnicity 

specifically. 

Gender’s less of an 

issue because 

actually lots of us 

were out there and 

we were known, it’s 

just about people 

looking at us through 

a different lens. I’ll 

come back to the 

gender one in a 

moment but just on 

the ethnicity thing. I 

think there’s 2 stages 

you go through. One 

is, you’ve got to hear 

about the individuals 

so you’ve got to find 

out about who they 

are and what they 

do, then you’ve 

actually got to get to 

know them because 

a board is very much 

about fit and team 

dynamic. 

Selection 

Challenges 

sc10 y y     

N14 7045-

7052 

That’s all on your 

skills matrix as well. 

So it takes time, Mae 

Chen’s facilitated 

something that’s 

hugely valuable to 

everybody but 

boards would still 

then need to get to 

know, and search 

firms would still 

have to go and get to 

know those people to 

decide whether they 

actually had the 

skills required in the 

skills matrix. 

Nobody wants to be 

the token woman or 

the token ethnic 

person on the board, 

what they want is to 

have the skills 

required to 

contribute to the 

board, and gee whizz 

everything else 

comes with it 

because of your 

makeup etc. 

Nomination 

Committee 

nc4 y y     

N14 7045-

7052 

That’s all on your 

skills matrix as well. 

So it takes time, Mae 

Chen’s facilitated 

something that’s 

hugely valuable to 

everybody but 

boards would still 

then need to get to 

know, and search 

firms would still 

have to go and get to 

know those people to 

decide whether they 

actually had the 

skills required in the 

skills matrix. 

Nobody wants to be 

the token woman or 

the token ethnic 

person on the board, 

what they want is to 

have the skills 

required to 

contribute to the 

board, and gee whizz 

everything else 

comes with it 

Selection 

Challenges 

sc11 y y     

N15 7052-

7063 

I think one of the 

challenges actually 

with gender and 

women is that 

there’s some really 

really talented 

women out there but 

they’re quite narrow, 

they’ve been lawyers 

all their life or 

they’ve been 

accountants or 

consultants in 

consulting firms and 

actually so when 

they do the skills 

matrix, no matter 

how competent they 

are, they don’t 

actually tick too 

many boxes. They 

don’t tick risk or 

health and safety or 

P&L accountability 

or leadership or 

unions or cultural 

Firm 

Strategy 

fs1 y y  y   

N16 7077-

7085 

I don’t agree with 

that, but I’m wearing 

lots of hats when I 

say that because I’ve 

got a selfish interest 

in trying to get more 

women into 

engineering and 

more girls into 

science and all the 

rest of it because it’s 

a pipeline issue but 

there’d be a lot on 

the other side of the 

fence that would say 

diversity inclusion 

has moved at a 

slower pace in New 

Zealand than it could 

have, because it was 

made a gender issue 

and if it wasn’t made 

a gender issue, and it 

Selection 

Challenges 

sc12 y y  y y  

N17 7091-

7102 

Well I don’t think 

there’s a right or 

wrong. I’m kind of 

more open-minded 

to it, because I think 

if you can address 

some of the 

fundamental issues 

around gender, 

they’re the same 

issues around 

ethnicity so 

unconscious bias, it 

doesn’t matter if it’s 

a gender issue or 

ethnicity issue, an 

age issue, if you’ve 

got an unconscious 

bias issue, then 

you’ve got it across 

the board so if 

Selection 

Challenges 

sc13 y y     

N18 7111-

7121 

I’d disagree with 

you, because I 

interact with them all 

the time. I think 

some, because I 

respect them all, and 

I don’t actually care 

who chooses to go 

down whatever path, 

as long as it’s for the 

greater good of the 

company so, the way 

BNZ have gone off 

on diversity and 

inclusion in general, 

I fully support that, it 

works for them, 

equally, when 

Global Women was 

Selection 

Challenges 

sc14 y y     

N19 7129-

7137 

but over in some 

other industries 

where your customer 

base, say in 

Auckland, or if 

you’re in South 

Auckland, is 70-80% 

Maori, Pacifica then 

your priority will be 

something 

completely different 

so, I don’t mind. I 

absolutely don’t 

mind as long as 

everyone is 

accepting that 

actually there’s a 

Selection 

Challenges 

sc15 y y     

N20 7140-

7149 

There’s no point in 

having the debates 

on whether it should 

be gender or 

ethnicity. I don’t 

actually care and I’m 

not going to criticize 

someone if I have a 

different view on 

what they should 

focus on, the ones I 

worry about is the 

ones that are 

nodding their head 

saying “yeah, yeah 

Selection 

Challenges 

sc16 y y     

N21 7159-

7163 

So this is the carrot 

or the stick question 

right?  So let me say 

what’s my view on 

quotas?  Personally 

I’m absolutely dead 

against them but I’ll 

come back to saying 

there’s not wrong in 

this. I’m against 

them because 

actually having tried 

Diversity 

Rule 

dr1 y y     
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N22 7166-

7174 

But it doesn’t mean 

they’re wrong and an 

interesting reflection 

listening to someone 

else who was in 

favour of quotas 

about a year ago and 

I think they’re right, 

I’m not sure that the 

answer is that quotas 

are right or wrong, it 

all comes down to 

timing, so if you 

want to move faster 

then you’re likely to 

have some form of 

quota, you’re 

probably smart 

enough not to call it 

a quota but you’re 

more likely to be 

behaving as if 

there’s quotas. If 

time is not of the 

essence then you’re 

probably going to 

favour going about it 

as you would any 

other culture change 

you’re looking to 

introduce into an 

organisation 

Diversity 

Rule 

dr2 y y     

N23 7174-

7184 

So when it comes to 

the rules, if you take 

my view on quotas, 

anyone can report 

the numbers they 

want to report, so 

I’ve seen reports for 

years from 

companies telling 

me how many 

women they’ve got 

in their leadership 

ranks. Well that’s 

fantastic, but when 

you get beneath it 

and you see that 

they’re all either the 

lawyers, the HR 

directors or in IT, 

and they’re not 

actually running the 

business, what does 

that tell you?  So 

I’ve never been in 

favour, in this sort of 

space of going so far 

as to push it because 

people will report, 

but actually, will it 

fundamentally 

change anything 

underneath it?  No. 

I’m more than 

Diversity 

Rule 

dr3  y     

N23 7174-

7184 

So when it comes to 

the rules, if you take 

my view on quotas, 

anyone can report 

the numbers they 

want to report, so 

I’ve seen reports for 

years from 

companies telling 

me how many 

women they’ve got 

in their leadership 

ranks. Well that’s 

fantastic, but when 

you get beneath it 

and you see that 

they’re all either the 

lawyers, the HR 

directors or in IT, 

and they’re not 

actually running the 

business, what does 

that tell you?  So 

I’ve never been in 

favour, in this sort of 

space of going so far 

as to push it because 

people will report, 

but actually, will it 

fundamentally 

change anything 

Regime 

Change 

rc1  y     

N24 7184-

7199 

The interesting thing 

with diversity and 

inclusion is arguably 

it doesn’t have a 

burning platform 

like health and 

safety, so why all of 

a sudden is everyone 

focused on health 

and safety?  Sure the 

law change is 

coming, but the law 

was always there 

beforehand. It 

shouldn’t take a law 

change to be getting 

all this traction in 

boardrooms and 

executives, it was 

always there. Sadly, 

it’s because of Pike 

River, well it 

shouldn’t take that. 

People will tell you 

that actually, no it’s 

part of our focus 

now, it’s our number 

one priority and it’s 

Diversity 

Rule 

dr4  y     

N24 7184-

7199 

The interesting thing 

with diversity and 

inclusion is arguably 

it doesn’t have a 

burning platform 

like health and 

safety, so why all of 

a sudden is everyone 

focused on health 

and safety?  Sure the 

law change is 

coming, but the law 

was always there 

beforehand. It 

shouldn’t take a law 

change to be getting 

all this traction in 

boardrooms and 

executives, it was 

always there. Sadly, 

it’s because of Pike 

River, well it 

shouldn’t take that. 

People will tell you 

that actually, no it’s 

part of our focus 

Regime 

Change 

rc2  y     

N25 7206-

7213 

But see I’d like to 

think that people 

should be having 

their focus on health 

and safety because 

it’s the right thing to 

do, not because 

there’s a law change 

coming, people 

should have their 

focus on diversity 

and inclusion 

because it’s the right 

thing to do, not 

because there’s a 

stick in the NZX 

Rules. That’s where 

my headspace is at 

and if you’ve got 

great leaders in the 

business and great 

directors around the 

board table, that’s 

the way it should be, 

Regime 

Change 

rc3  y     

N26 7255-

7264 

We’ll make more 

progress by talking 

about it, having 

some pretty harsh 

conversations around 

coffee and over a 

glass of wine 

amongst the network 

of directors and 

chairs and CEO’s, 

and we could all 

name them. We all 

know the CEO’s that 

are really leading the 

way because they 

genuinely actually 

get this stuff and are 

trying to do 

something about it, 

and those who are 

saying all the right 

stuff but actually, go 

Regime 

Change 

rc4  y     

N27 7271-

7275 

I know half of them, 

I couldn’t tell you 

the exact numbers 

but it’s so small it’s 

not funny. The sad 

thing is what 

happens, a bit like 

what happened with 

women in all of a 

sudden you’ll get the 

same 5 being called 

on for everything, 

that’s the sad thing 

but I think that’s a 

phase you go 

through. You get 

through that after 

more and more 

become known and 

familiar. 

Selection 

Challenges 

sc17 y y     

N28 7282-

7289 

Well I go back to my 

comments before, 

partly it’s about 

them being visible 

and known. The 

issue at the moment 

is the ones that were 

on the boards is 

because they’re 

known. The trick is 

to go and find the 

ones that we don’t 

know. Now, if 

you’re talking 

gender specifically, 

women can help 

women more often. 

So where are those 

Selection 

Challenges 

sc18 y y     

N29 7297 You’ve got to get to 

know them 

somehow … 

Selection 

Challenges 

sc19 y y     

N30 7303-

7307 

But they said that 

about women too, 

that was the same 

thing they said about 

women, they just 

didn’t know them, 

and the search firms 

didn’t know them 

either. Because if the 

search firms don’t 

know them then you 

don’t get on the long 

list so you never … 

Selection 

Challenges 

sc20 y y     

N31 7313-

7318 

I’m sure there is, the 

same way there was 

with women. Most 

people didn’t know 

me 3-4 years ago. 

Maybe I’m overly 

optimistic but I’m 

sure they’re there. 

Look I’ve always 

had the view we 

used to talk about 

Selection 

Challenges 

sc21 y y     
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N32 7322-

7342 

I want to make sure 

everyone has that 

choice because you 

can’t tell me that 

they’re not out there. 

They must be. 

They’re leading 

amazing businesses. 

I mean one of the 

good things that’s 

been happening with 

Maori more so than 

with Pacific Island 

community is the 

leadership focus 

that’s gone into a lot 

of iwi and 

development that’s 

gone into them is 

phenomenal and so, 

some of these Maori 

women that I’m 

coming across, they 

are so talented. 

When I hear them 

present you hang on 

every word because 

they’ve just got so 

much to contribute 

and I think they are 

amazing role models 

to follow to be 

honest. I think my 

colleagues at board 

tables are standing 

up and saying wow, 

Selection 

Challenges 

sc22 y y     

N33 7350-

7353 

So I don’t see it as 

black and white or as 

explicit as that 

because I actually 

see it in terms of 

board dynamic and if 

you’ve got a hugely 

respectful board in 

terms of the 

contribution that 

each individual will 

make to that board 

then the 

effectiveness of the 

board exists 

Decision 

Making 

Process 

dmp1    y y  

N34 7380-

7390 

Well it depends on 

the business and the 

industry and I’m not 

prepared, I don’t 

want to be the token 

women as I’m sure 

someone from an 

ethnic background 

doesn’t want to be 

the token ethnic 

person on the board. 

I wouldn’t be on a 

board like that. If the 

strategy of the 

business requires 

theses sorts of skills 

around the board 

table, then that’s 

what is more 

important. You’ve 

got to cover off in 

terms of, so, if it’s a 

business, as I say, 

one comes to mind, 

you think of the 

TelCo’s, the 

Vodafones and 

Telecom in 

Auckland etc, their 

customer base, 60-

70% non-white 

Industry 

Specific 

is1    y   

N35 7390-

7395 

But in other 

businesses, high tech 

businesses that are 

90% exporting to the 

US, it might not be 

relevant so that’s just 

where we’ve got to 

be careful. It should 

go right back to your 

first question which 

is what’s the strategy 

for a business and 

what are the skills 

and capabilities 

required around a 

board table to 

actually harness that, 

and then it will come 

from it. 

Industry 

Specific 

is2    y y  

N36 7406-

7409 

I don’t buy that, I 

can’t believe it, if 

your strategy says 

you’re going to be 

operating in Asia 

and you haven’t got 

someone on the 

board table, and 

you’re going to use 

consultants for it, 

then I wouldn’t be 

sitting at that board 

table. It’s just a 

personal view. 

Firm 

Strategy 

fs1    y   

N36 7406-

7409 

I don’t buy that, I 

can’t believe it, if 

your strategy says 

you’re going to be 

operating in Asia 

and you haven’t got 

someone on the 

board table, and 

you’re going to use 

consultants for it, 

then I wouldn’t be 

sitting at that board 

table. It’s just a 

personal view. 

Decision 

Making 

Process 

dmp2    y   

N36 7406-

7409 

I don’t buy that, I 

can’t believe it, if 

your strategy says 

you’re going to be 

operating in Asia 

and you haven’t got 

someone on the 

board table, and 

you’re going to use 

consultants for it, 

then I wouldn’t be 

sitting at that board 

table. It’s just a 

personal view. 

Industry 

Specific 

is3    y   

N37 7416-

7419 

Why do you think 

Zero, who’s entering 

the US market has 

gone and put some 

American experience 

on their board?  If 

they thought they 

were going to 

successfully enter 

the US market and 

had no US market 

experience on their 

board because they 

were just going to 

get consultants in? 

… 

Firm 

Strategy 

fs2    y   

N37 7416-

7419 

Why do you think 

Zero, who’s entering 

the US market has 

gone and put some 

American experience 

on their board?  If 

they thought they 

were going to 

successfully enter 

the US market and 

had no US market 

experience on their 

board because they 

were just going to 

get consultants in? 

… 

Decision 

Making 

Process 

dmp3    y   

N37 7416-

7419 

Why do you think 

Zero, who’s entering 

the US market has 

gone and put some 

American experience 

on their board?  If 

they thought they 

were going to 

successfully enter 

the US market and 

had no US market 

experience on their 

board because they 

were just going to 

get consultants in? 

Industry 

Specific 

is4    y   

N38 7426-

7437 

Yes, for the right 

industry, the right 

company and the 

right strategy, and 

it’s just, go back to 

the skill matrix 

though, not just a 

Maori for the sake of 

being a Maori or a 

female for the sake 

of being female. 

That’s all part of 

your skills matrix 

Industry 

Specific 

is5    y y  

N39 7446-

7457 

Absolutely, it has to. 

But it’s no different, 

see I bucket it all 

into diversity and 

inclusion so most 

boards at the 

moment will be 

having discussions 

around technology 

and digitization, I 

suspect 80-90% of 

Business 

Knowledge 

bk1    y   
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N40 7466-

7473 

So I assume they’re 

needed, then 

absolutely yes, but 

you’ve got to use 

them in the right 

way as well. And 

don’t assume they’re 

representative of 

what they represent. 

So I often say to 

people, don’t assume 

I’m the average 

female, don’t assume 

I represent all 

women, or all 

consumers, or all 

mothers, in the same 

way as not every 

Maori or Pacific 

Island woman will 

be representative of, 

we all know, having 

dealt with different 

iwi groups, they’ve 

all got slightly 

different focuses or 

priorities or very 

different cultures, 

particularly in the 

role of women, and 

all of us, I’m always 

saying I’m just 

constantly learning 

External 

Environmen

t 

ee1   y   y 

N40 7466-

7473 

So I assume they’re 

needed, then 

absolutely yes, but 

you’ve got to use 

them in the right 

way as well. And 

don’t assume they’re 

representative of 

what they represent. 

So I often say to 

people, don’t assume 

I’m the average 

female, don’t assume 

I represent all 

women, or all 

consumers, or all 

mothers, in the same 

way as not every 

Maori or Pacific 

Island woman will 

be representative of, 

we all know, having 

dealt with different 

iwi groups, they’ve 

all got slightly 

different focuses or 

priorities or very 

different cultures, 

particularly in the 

role of women, and 

all of us, I’m always 

saying I’m just 

constantly learning 

Resource 

Dependence 

rd1   y   y 

N41 7473-

7487 

I didn’t appreciate 

that that iwi go back 

100 years, actually 

women will never 

speak on that marae, 

as opposed to over 

here where it’s been 

like that for 100 

years. So what I’ve 

learnt is, respect 

actually that I know 

very little, and just 

constantly sponge 

and absorb, because 

that’s the safest 

place, so you’re 

constantly learning, 

but sometimes it’s 

about priorities too 

and I would love to 

see more awareness 

in the South Island 

and now I’m sitting 

with the meat 

industry, with 

opportunities with 

iwi, but actually, 

given the other 10 

priorities that we’ve 

got, that’s probably a 

“nice to have” 

because the other 5 

External 

Environmen

t 

ee2   y   y 

N41 7473-

7487 

I didn’t appreciate 

that that iwi go back 

100 years, actually 

women will never 

speak on that marae, 

as opposed to over 

here where it’s been 

like that for 100 

years. So what I’ve 

learnt is, respect 

actually that I know 

very little, and just 

constantly sponge 

and absorb, because 

that’s the safest 

place, so you’re 

constantly learning, 

but sometimes it’s 

about priorities too 

and I would love to 

see more awareness 

in the South Island 

and now I’m sitting 

with the meat 

industry, with 

opportunities with 

iwi, but actually, 

given the other 10 

Resource 

Dependence 

rd2   y   y 
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Interview List O 

ID Line # Words Code/ 

Common 

Thread 

Code 

(number) 

Nomination 

Committees 

Diversity 

Rule 

Access to 

Resources 

Firm's 

Strategy 

Decision 

Making 

Process 

External 

Environment 

O1 7498-

7502 

Well it’s changed a 

good deal over the 

years, it used to be 

that we thought of 

names and we had a 

discussion so most 

of the names tended 

to be people that 

somebody knew so 

that’s why you 

tended to get 

groupings of a 

number of directors 

together on different 

boards. So it was 

pretty ad hoc but the 

process has moved 

on a great deal now 

Selection 

Challenges 

sc1 y      

O2 7502-

7510 

Most boards do 

undertake search 

processes and then 

supplement that with 

their own networks 

and then work 

through it in a pretty 

structured sort of 

way. Nominations 

committees were 

initially introduced 

to try and bring 

about a structured 

effort. In most cases 

in Australia and New 

Zealand they have 

found the whole 

board quickly 

became the 

nominations 

committee. The 

composition of the 

board is a vital issue 

for any considered 

director and we 

generally found it’s 

better for all 

directors to be 

involved in the 

Nomination 

Committee 

nc1 y      

O3 7510-

7511 

In most cases the full 

board is the 

nominations 

committee 

Nomination 

Committee 

nc2 y      

O4 7527-

7531 

There’s a bit of a 

problem with 

diversity that there is 

no doubt that 

diversity is 

important, you don’t 

want the same, you 

don’t want 

everybody being the 

same, but it has been 

hijacked. It has been 

hijacked to mean 

mostly gender, and 

to a degree ethnicity, 

mostly Maori, and 

personally I don’t 

think that those 2 

issues warrant any 

separate space by 

themselves.  

Selection 

Challenges 

sc2 y      

O5 7531-

7538 

You have to look at 

a couple of things, 

firstly, what are the 

qualities you really 

want from directors?  

You do want 

experience, why do 

you want 

experience?  Well, 

you’re the group 

over the top of the 

whole organisation, 

the whole 

management and 

staff and part of your 

role is to challenge 

the strategy, the 

assumptions, the big 

decisions, to test 

them, to make sure 

the assumptions are 

right and what you 

Selection 

Challenges 

sc3 y   y y  

O6 7546-

7554 

So if you don’t have 

experience, you 

can’t effectively 

fulfill the role. 

You’ve got to have 

wisdom. You only 

get to make a limited 

number of calls as a 

director, most of 

them are made by 

management. 

You’ve got to be 

wise in making those 

calls. There’s going 

to be times we’re 

going to over rule 

management. If 

you’re over-ruling 

management all the 

time you’ve got 

Selection 

Challenges 

sc4 y   y y  

O7 7574-

7585 

Then you come to 

the backgrounds, and 

this is the problem 

why there aren’t 

more women on 

boards, if you look at 

the qualities I’ve 

described, they are 

in managers, 

managers are the 

gene pool from 

which most good 

directors will come, 

because they’ve had 

to demonstrate that 

they have each and 

every one of those 

qualities, by the time 

Selection 

Challenges 

sc5 y Y     

O8 7653-

7663 

I think it’s relatively 

simple and that’s 

starting at the 

bottom. Women and 

Maoris are different, 

but starting at the 

bottom, you’ve got 

to get more Maori 

kids better educated. 

You’ve going to get 

more Maori kids to 

get tertiary 

educations. You’ve 

going to get more of 

the Maori kids 

Selection 

Challenges 

sc6 y Y     

O9 7663-

7679 

Women are a little 

bit different because 

we’re on the third or 

fourth step of the 

ladder, the majority 

of kids at university 

are females, a high 

proportion of them 

are in business, I 

expect more in law 

and accounting, than 

in management 

subjects, so they’re 

Selection 

Challenges 

sc7 y Y     

O10 7686-

7695 

I don’t have too 

much of a problem 

with it, I don’t think 

it is important. I 

would be pretty 

stroppy if they 

wanted to elevate it. 

I think it is not 

unreasonable to 

require boards to 

have a think about 

Diversity 

Rule 

dr1  Y     
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O11 7695-

7703 

Australia have taken 

it a stage further, 

they’ve got their 

corporate 

governance policies 

and they say, please 

explain, and I think 

that’s great and 

we’ve all tried to 

comply and there’s 

reasons in some 

areas where we can’t 

and so we explain, 

and we stand up and 

offer explanation 

and it’s working 

pretty well. So I 

think the diversity 

requirement, if you 

can call it that of 

having the policy 

and explain is fine. If 

they went further to 

any kind of quota 

system, then that 

would be absolutely 

terrible because a 

quote system by 

definition means that 

you’re selecting the 

right director. 

Regime 

Change 

rc1  Y     

O12 7723-

7726 

In practice of course 

there were big 

changes to adopt the 

Australian corporate 

governance 

standards and 

principles. I’ve 

pushed for that on 

every board I’ve 

been on because I 

think they are the 

sorts of issues on 

which boards should 

be operating or 

explaining why they 

are not. 

Regime 

Change 

rc2  Y     

O13 7733 No, not at all. Diversity 

Rule 

dr2  Y     

O14 7746-

7756 

So the answer is 

both yes and no. 

They’re different 

personalities, I mean 

you get on boards 

the followers, not 

leaders who sit there 

and nod and go on 

with the majority. A 

lot of directors are 

like that. What I 

found with those 

people when I was 

on the Dairy Board, 

because you tended 

to get more of those 

because they were 

elected and weren’t 

hand picked top 

guys, was that on 

really big issues 

you’d be wise to get 

them, and get to 

them early in the 

discussion and get 

their view on it 

because often their 

judgment is quite 

good but they 

couldn’t argue their 

Decision 

Making 

Process 

dmp1     y  

O15 7784-

7795 

Oh yeah, I can see 

plenty of 

circumstances under 

which you would go 

looking for an ethnic 

director. The point I 

would make though 

that they would be 

particular 

circumstances. I 

don’t necessarily 

think adding an 

ethnic director to a 

board adds anything 

to the outcome 

simply because of 

that but, the example 

of ANZ, ANZ Group 

has made a major 

push into the Asian 

economy, Mike 

Smith, the CEO and 

a lot of his senior 

people have come 

out of Singapore, 

and I would do that, 

if I were running the 

show that’s what I’d 

Firm 

Strategy 

fs1    y   

O16 7804-

7811 

They might, it 

depends a bit on the 

company but the 

reality is, is the 

management and the 

staff that is doing 

that, at director level 

you can say well I 

know Fred Smith, 

the CEO of that 

business very well, 

I’ll introduce you 

Jack, how about I set 

up a lunch. You can 

do those things but 

that’s the beginning 

and end of that 

because unless Jack 

can develop a 

relationship with 

Fred Smith, nothing 

is going to happen, 

and it’s not going to 

be offering any 

value. It’s a little 

different in smaller 

Resource 

Dependence 

rd1   y   y 

O17 7853-

7862 

That’s right and 

going back to your 

earlier question of 

what do we do, well 

as the Maori kids 

come through, I 

would hope they’re 

given every single 

opportunity to them 

to take the tribal 

business and they’ve 

got to be careful that 

they do it on merit, 

things that they’ve 

done, and that won’t 

be easy. The better 

the business 

becomes, the more 

difficult it is to 

manage and the 

easier it is to get it 

wrong and have it 

come down in a 

Selection 

Challenges 

sc8 y Y     

O18 7874-

7876 

Yes almost entirely. 

My niece asked me 

to talk at their 

Business Conference 

next year, about 

diversity, of course 

we want diversity, 

but unfortunately the 

term is 

overwhelmingly 

about gender.  

Selection 

Challenges 

sc9 y Y     

O19 7878-

7885 

it’s as much about 

personality and 

attitude and 

approach and 

experience and 

knowledge and 

wisdom, those are 

actually the crucial 

issues and those are 

what you’ve going to 

go looking for. Not 

just getting gender 

diversity, gender 

diversity by itself is 

nothing and I’ve 

never seen any of 

these studies but you 

hear all this talk 

about studies that 

Selection 

Challenges 

sc10 y Y     
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DATA FOR MEMO PREPARATION 

 
Code (ID, Key Point Code 

and Line Number) 

Code/Common 

Thread 

Words 

A1 nc1 19 Nomination 

Committee 

strong board 

A2 nc2 20-21 Nomination 

Committee 

“strong” by “constructive and value-creating” board  

A3 fs1 22-23 Firm Strategy reflect back to the CEO the strategy the company’s following 

A4 sc1 27 Selection Challenges soft side to board’s functioning  

A5 sc2 28 Selection Challenges more important than the skills sets and the capabilities  

A6 nc3 36-38 Nomination 

Committee 

The nomination committee has got an absolutely crucial role to make sure that you have the right sets of skills and 

capabilities as well as the right set of personalities. 

A7 nc4 41-43 Nomination 

Committee 

1 out of 10 will be a board where the personalities of the people at the table really create constructive debate and 

value-creating debate. 

A8 nc5 52-55 Nomination 

Committee 

What I’ve done almost universally is I always find an agent, but I also sit down with the board and say “so what are 

the skills that we have around the table? And what skills does this company need?”   

A9 nc6 60-63 Nomination 

Committee 

You’ve got to give the search process some guidance and I use an independent search agent. I go to the big executive 

recruitment firms. I’ll go with 4-5 primary skills or capabilities and maybe 3-4 secondary because you never get a 

perfect fit,  A10 nc7 72 Nomination 

Committee 

fit the culture of the board  

A11 nc8 72-73 Nomination 

Committee 

it’s useless bringing in the right skills and capabilities but having a person who does not get on with the rest of the 

board  

A12 nc9 77-78 Nomination 

Committee 

softer side of the board is actually as important as the skill set side. In fact I’d say more important. 

A13 nc10 80-81 Nomination 

Committee 

So, you’re better off to sacrifice on the skill sets and capabilities side in order to get the personality fit  

A14 nc11 82-84 Nomination 

Committee 

The job of the search agent is to bring 3 people forward who are basically all fit with the skill and capability but have 

different personalities and it leaves the board to search within those 3 
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A15 nc12 86-87 Nomination 

Committee 

ultimate decision that a nomination committee and a board make on a new director will be made on the personality.  

A16 nc13 90-91 Nomination 

Committee 

going back the process I think is best when you use an external agent because they’re like a fresh set of eyes on the 

candidates 

A17 nc14 96-97 Nomination 

Committee 

You may well get the personality fit but you won’t necessarily get all the capabilities and skills sets 

A18 dr1 124 Diversity Rule No, it’s not wide enough and certainly on the boards that I work on 

A19 dr2 127 Diversity Rule Diversity is not just about gender 

A20 nc15 127-129 Nomination 

Committee 

the reason that diversity has become an issue is that boards have tended to narrow the pool from which they’ve drawn 

directors 

A20 rc1 127-129 Regime Change the reason that diversity has become an issue is that boards have tended to narrow the pool from which they’ve drawn 

directors 

A21 rc2 130-132 Regime Change It’s everybody. How on earth do you do business if you don’t have some sense of understanding of what everybody 

wants? 

A22 sc3 132-133 Selection Challenges how can you understand what everybody wants if you’re all high net worth males? 

A22 rc3 132-133 Regime Change how can you understand what everybody wants if you’re all high net worth males? 

A23 fs2 135-137 Firm Strategy How do you know what the woman of the house wants to choose for an oven if your board’s made up of all men, 

most of whom have never chosen an oven? 

A23 sc4 135-137 Selection Challenges How do you know what the woman of the house wants to choose for an oven if your board’s made up of all men, 

most of whom have never chosen an oven? 

A24 fs3 137-139 Firm Strategy How do you employ a workforce of 4,000 if your board doesn’t understand the pool from which you draw your 

labour? 

A24 sc5 137-139 Selection Challenges How do you employ a workforce of 4,000 if your board doesn’t understand the pool from which you draw your 

labour? 

A25 fs4 139-141 Firm Strategy we draw a lot of labour from the Pacific Islands, we should have better access to Pacific Island thinking, and we don’t 

and I’m working on that 

A26 sc6 141-143 Selection Challenges So, diversity is not just about women, it’s about gender, it’s about sexuality, it’s about ethnicity, it’s about religion, it 

can be many, many things. 

A27 dr3 145-148 Diversity Rule Should we report on all of those?  I think the crucial issue with diversity is not “have you reported good numbers for 

diversity? Whatever good numbers are? The crucial thing is “do you recognise the value of having diversity at the 

board table for the business?” 
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A28 dr4 155-156 Diversity Rule it’s not just about “rules based” it’s about ‘judgment and recognition” 

A29 dr5 156-159 Diversity Rule If you don’t recognise it in the first place then you can end up with a narrow pool and I think many companies that 

have lacked a good understanding of their markets have failed because they’ve lacked the diversity to see what was 

really going on in their businesses. A29 is1 156-159 Industry Specific If you don’t recognise it in the first place then you can end up with a narrow pool and I think many companies that 

have lacked a good understanding of their markets have failed because they’ve lacked the diversity to see what was 

really going on in their businesses. A30 dr6 161-162 Diversity Rule I think of diversity as a value creator. Not as a box-tick for NZX. NZX I think is just trying to get a broader 

recognition of the value of diversity to business. 

A31 rc4 169-173 Regime Change Yes, it’s a bit stricter and it’s largely driven because of the strong mismatch between male and female. There’s a very 

strong effort to get more women on boards. Interestingly enough, there’s more women on the board I sit on in Spark 

Infrastructure than there are men. I feel completely outnumbered, but I’m not humiliated by it. A32 nc16 179-180 Nomination 

Committee 

Look, it’s made the old-boys network open their eyes to the value that diversity brings. 

A33 sc7 193-195 Selection Challenges You’ve also got to be very careful that you don’t force the transition too quickly or you’ll force a lot of incompetence 

into the governance space as well as that’s just as dangerous as it could be good. 

A33 rc5 193-195 Regime Change You’ve also got to be very careful that you don’t force the transition too quickly or you’ll force a lot of incompetence 

into the governance space as well as that’s just as dangerous as it could be good. 

A34 rc6 201-204 Regime Change we’re hedging really is that if we’ve got quotas, and that’s what certain numbers require is that it forces you into 

quota and then people become, they end up with roles that they’re there to fill the quota not because of their 

capability and that’s not the right answer A35 er1 222-225 Executive Role in the end the board is there to provide judgment and experience and common sense and if it can’t exercise that 

without drawing in outside resources, I’m asking the question what the hell is the board there for?  

A36 er2 225-227 Executive Role So I don’t think boards should be drawing external resources. If you’ve got to draw external resources, I’m asking the 

question what’s the management doing? 

A37 is2 267-272 Industry Specific They certainly bring the benefit of the ethnicity they represent and the way they think and the attitudes that are 

embedded within that ethnicity. Do you need them on the board?  It depends what the business of the company is. If 

your business is not dealing with ethnic issues a great deal then you may be sacrificing some capability and skill for 

another capability and skill which has not got as much value to the business.  
A37 bk1 267-272 Business Knowledge They certainly bring the benefit of the ethnicity they represent and the way they think and the attitudes that are 

embedded within that ethnicity. Do you need them on the board?  It depends what the business of the company is. If 

your business is not dealing with ethnic issues a great deal then you may be sacrificing some capability and skill for 

another capability and skill which has not got as much value to the business.  
A38 er3 273-276 Executive Role But you made a comment about if you have an ethnic representation and they can draw on their own networks and 

skill sets, I come back to asking the question, who’s doing the business for the company?  Is it the board or is it the 

management?   A39 er4 280-282 Executive Role If the board is using its own networks and connections to do the business, the company is stepping over the line. 

A40 er5 284-289 Executive Role I’ve been able to go and talk to a minister whom I know and influence that minister to think about that issue. So, I 

have used my connections to gain influence for management. Not for the board but to gain influence for management. 

Management have got to do the business. You’ve got to be really clear about that or you’ll have the board members 

all scattering off doing their own thing.  
A40 rd1 284-289 Resource 

Dependence 

I’ve been able to go and talk to a minister whom I know and influence that minister to think about that issue. So, I 

have used my connections to gain influence for management. Not for the board but to gain influence for management. 

Management have got to do the business. You’ve got to be really clear about that or you’ll have the board members 

all scattering off doing their own thing.  



Corporate Governance: Board Diversity and Ethnic Minority Directors  

on New Zealand’s Stock Exchange Top 50 Boards 

 

  

Copyright © Wayne Beilby 2015  96 

 

 

A41 er6 289-294 Executive Role the minute the board members start to recruit their own resources and push their own issues, the ability to get 

constructive debate at the table starts to disappear and you start to get factionalisation and you start to get lack of 

incentive on management and you get confusion of objective and confusion of strategy and you get degradation of 

performance. 
A41 rd2 289-294 Resource 

Dependence 

the minute the board members start to recruit their own resources and push their own issues, the ability to get 

constructive debate at the table starts to disappear and you start to get factionalisation and you start to get lack of 

incentive on management and you get confusion of objective and confusion of strategy and you get degradation of 

performance. 
A42 sc8 313-317 Selection Challenges I think there’s a spread of Maori directors around but I don’t think the pool is deep enough I do agree. There’s a lot 

we can do to help them and you know, the broader business community can help foster a stronger Maori business 

community as well and I don’t see any harm in that whatsoever. I see that as a good thing. A42 rc7 313-317 Regime Change I think there’s a spread of Maori directors around but I don’t think the pool is deep enough I do agree. There’s a lot 

we can do to help them and you know, the broader business community can help foster a stronger Maori business 

community as well and I don’t see any harm in that whatsoever. I see that as a good thing. A43 ee1 328-331 External 

Environment 

I think it’s dangerous to use a board representative to represent the company amongst company constituents, 

company stakeholders. I think that’s dangerous because you are giving the board member the job that I believe 

you’ve delegated to management.  A44 sc9 332-334 Selection Challenges in practice it’s very difficult for maori directors or large entities not to be able to represent to their whanau what 

they’re doing on those boards. There is an expectation amongst the Maori whanau, you tell us what you’re doing  

A45 sc10 335-343 Selection Challenges I think that’s a false expectation or a wrong expectation, you should not conduct business with whanau through a 

director. You should conduct business with whanau through management. I think, I don’t want to be too black and 

white about this because I think there is a lot of opportunity to gain influence for management by directors making 

connections and creating opportunities for management. But they’re there to create it for management, they’re not 

there to create it for themselves. That’s I think where the confusion lies as quite often individual directors will gain 

influence for themselves and will work on creating that. 

A46 sc11 353-367 Selection Challenges Look, it’s inevitable, but you’ve got to be pragmatic, you’ve got to use common sense. For example there’s a large 

cross-section of youth in New Zealand, 0-18, should we have a 0-18 year old sitting on a board because that’s a big 

chunk of the businesses market?  However you’ve then got to say so what’s the benefit of doing that versus the lack 

of experience, the lack of skills, the lack of capability and I think you’ve got to be pragmatic. You are looking for 

boards to sit as mentors to the CEO and management. They have to have strong experience in management and 

understand what management is trying to do. They have to be able to co-exist with other board members around a 

board table and create a culture of highest common denominator, not lowest common denominator. They’ve got to 

understand that taking risk is all part of making money, you’ve got to get those fundamentals in the board for a start 

so, yes, it’s pragmatic to try and get as broad a representation but it’s also pragmatic to make sure you’ve got 

capability and skills and the right personalities. I don’t think that extends to having 10 year olds. 

A47 dmp1 377-382 Decision Making 

Process 

We’re in a state of transition for boards. Where boards 10 years ago were largely a closed network of representation. 

There is a state of flux and what this whole debate about diversity is creating is a recognition that the closed network 

pool of directors has got to be much more open and that there is ultimately a benefit for the business to have a better 

diversity at the board table because they’ll make better decisions as a consequence 
A48 dr7 382-387 Diversity Rule So I think it’s a process of change, it doesn’t happen overnight but I think the door has opened on diversity and it will 

not close. I think what you see over the next 10 years is a shift from a debate around gender which is where the 

diversity debate has largely been to a debate around the broader issues of diversity that we’ve already talked about 

with ethnicity and religion and sexuality and all that sort of stuff. 
A48 rc8 382-387 Regime Change So I think it’s a process of change, it doesn’t happen overnight but I think the door has opened on diversity and it will 

not close. I think what you see over the next 10 years is a shift from a debate around gender which is where the 

diversity debate has largely been to a debate around the broader issues of diversity that we’ve already talked about 

with ethnicity and religion and sexuality and all that sort of stuff. 
B1 nc1 411-415 Nomination 

Committee 

There is still a very strong presence of the old boys network within the potential lineup of board members and often 

it’s actually a process of internal recommendations so yes some organisations have nomination panels or groups but 

many, it’s more about the networks that exist within the existing board. B2 sc1 417-419 Selection Challenges one of the greatest challenges that we have is there just aren’t enough people that can actually populate those roles 

within the organisations that need effective governance 

B3 nc2 419 Nomination 

Committee 

it is still in my view a little bit of a closed shop 

B4 nc3 420-422 Nomination 

Committee 

what I like about this push around diversity, not because it’s necessarily right or wrong, but it’s just shaken up the 

thinking around do we still keep dipping back into the same old pool, because if we do, we get the same old answers 

B5 sc2 428-436 Selection Challenges So have we really got a clear sense of the current capabilities and skills sets of the board but it’s not just about 

technical skills sets, it’s actually about behavioural preferences and attitudes as well. So if we agree that diversity is 

actually about getting a mixture of people that represent the community that we serve and with a diverse background 

of skills and capabilities and beliefs and views, then that’s going to cause some control chaos in those environments, 

but most boards don’t want to go down that path because some are more interested in getting outcomes as opposed to 

having those conversations, but get the right thing to see them into the future 

B6 fs1 448-451 Firm Strategy Without that plan, then how the hell do you know the sort of people you need at a governance level to make sure that 

the organisation is held in check?  So the first thing is to create a strategic plan. I think that’s the first thing, and I 

think there’s an absence of that 
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B7 sc3 451-455 Selection Challenges Then the second piece to go with that is the plan. What are the skills sets we need now?  What are the skills sets we 

need in 2-3-5-10 years and are we open to the fact that board members we have today won’t be right moving forward 

in accordance with the needs and the challenges of the business on 10 years time.  B7 fs2 451-455 Firm Strategy Then the second piece to go with that is the plan. What are the skills sets we need now?  What are the skills sets we 

need in 2-3-5-10 years and are we open to the fact that board members we have today won’t be right moving forward 

in accordance with the needs and the challenges of the business on 10 years time.  B8 nc4 461-467 Nomination 

Committee 

I mean, there’s a lot of very senior people still sitting around board tables where they don’t have a mix of diversity, 

where they don’t have a mix of gender and they fit into your classic background, most of them have a commerce 

background, commerce degrees and there’s a challenge in itself because if you look at organisations now, the ones 

that are doing better are those that have a very keen understanding of customer requirements and customer needs.  
B9 nc5 474-478 Nomination 

Committee 

is there consistency in the application of process to appoint people to boards?  No there’s not. Is there still a strong 

remnants of okay, Mary’s about to retire, who do we know? Or Bob’s been looking and he’s a good guy, okay let’s 

get Bob in – that still exists B10 sc4 480-481 Selection Challenges but there’s a broader issue around the availability of talent and it’s as simple as that  

B11 rc1 482-485 Regime Change I think there’s a need for better development pathways for people who have aspirations to be on boards to come 

through mid-sized New Zealand. But it still is not as transparent as what it could or should be, or what probably 

shareholders would demand as well. B12 nc6 496-499 Nomination 

Committee 

in some instances it’s about these are three people we are thinking of, put them through a process and tell us who you 

think is right, so they’re coming up with the shortlist of potential board members, so that happens 

B13 sc5 499-503 Selection Challenges Well, they’re not; we need to get more women on the board, see what you can do. So there’s a bias towards woman, a 

negative bias that comes through. Or we need to get more brown faces around the table so that comes into play as 

well. But is that not tokenism?   B13 rc2 499-503 Regime Change Well, they’re not; we need to get more women on the board, see what you can do. So there’s a bias towards woman, a 

negative bias that comes through. Or we need to get more brown faces around the table so that comes into play as 

well. But is that not tokenism?   B14 sc6 506-507 Selection Challenges I think it is about what that brown face brings to the board, not the fact that they’re a brown 

B14 rc3 506-507 Regime Change I think it is about what that brown face brings to the board, not the fact that they’re a brown 

B15 sc7 512-520 Selection Challenges if you’re trying to make the shift of actually truly getting diverse boards in play, you want to make sure that those 

ones that break that mould are bloody competent at what they do because if they don’t, it actually puts the whole 

diversity argument back 5-10 years because well we tried that and they were bloody useless for whatever reason, and 

it doesn’t matter whether you’ve got a Maori organisation now saying right, now we need to get more pakeha around 

the table to give a different view or we need to get more Chinese people around the table to give a view, but you’ve 

got to look deeper than just their chromosomes or the colour of their skin.  

B15 rc4 512-520 Regime Change if you’re trying to make the shift of actually truly getting diverse boards in play, you want to make sure that those 

ones that break that mould are bloody competent at what they do because if they don’t, it actually puts the whole 

diversity argument back 5-10 years because well we tried that and they were bloody useless for whatever reason, and 

it doesn’t matter whether you’ve got a Maori organisation now saying right, now we need to get more pakeha around 

the table to give a different view or we need to get more Chinese people around the table to give a view, but you’ve 

got to look deeper than just their chromosomes or the colour of their skin.  

B16 rc5 520-524 Regime Change so that’s the level of depth that I don’t believe they are going to yet, so you’re either getting pakeha people with skills 

sets or you’re getting someone to tick the female or cultural requirement. And I don’t think there’s enough credible 

thinking that’s going to that. B17 nc7 562-566 Nomination 

Committee 

they look at learning orientation, so you know, are you bright enough? Are you a good buggar? And do you do your 

current job well?  And the good buggar is simply do you piss me off or not, so in other words do you behave in a way 

which is consistent with me the CEO or GM – but that’s just I want another clone that’s not going to be a pain in the 

ass. 
B17 rc6 562-566 Regime Change they look at learning orientation, so you know, are you bright enough? Are you a good buggar? And do you do your 

current job well?  And the good buggar is simply do you piss me off or not, so in other words do you behave in a way 

which is consistent with me the CEO or GM – but that’s just I want another clone that’s not going to be a pain in the 

ass. 
B18 rc7 570-578 Regime Change So, that’s how most organisations are picking their future CEO’s, and it’s the CEO’s which arguably, when they get 

older will become board members. So we’ve got that happening in the workplace straight away and what they’re 

finding is when they are assessing these people who they think are the future CEO’s, against what they think they 

need in positions of leadership, they are lacking in the cultural relational piece, so the actual deal with diversity, they 

are struggling with it. So dealing with different cultures, relationships with different sectors, reframing the way you 

communicate, all those sorts of things, that is not something they are good at or prefer to do. 
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B18 nc8 570-578 Nomination 

Committee 

So, that’s how most organisations are picking their future CEO’s, and it’s the CEO’s which arguably, when they get 

older will become board members. So we’ve got that happening in the workplace straight away and what they’re 

finding is when they are assessing these people who they think are the future CEO’s, against what they think they 

need in positions of leadership, they are lacking in the cultural relational piece, so the actual deal with diversity, they 

are struggling with it. So dealing with different cultures, relationships with different sectors, reframing the way you 

communicate, all those sorts of things, that is not something they are good at or prefer to do. 

B19 nc9 580-581 Nomination 

Committee 

The other element they struggle with is around, they don’t have a strong change orientation.  

B20 nc10 581-584 Nomination 

Committee 

So these are the people we are predicting for future leaders who will be future board members and they don’t like 

change and they struggle to play in a world which is becoming increasingly brown. So, we are fucking up right back 

there let alone the decisions going forward.  B21 nc11 606-614 Nomination 

Committee 

We’re still bringing through individuals or picking people with quite narrow thinking, so when they get to the board 

level, are they going to be open to a diverse board, are they going to be open to uncontrolled chaos, are they going to 

be open robust conversations?  No, because they’ve actually come up in an environment whereby they’re directive, 

they call the shots, everyone says yes, if you want a future in this organisation, model me, because I’m the CEO and 

that probably suggests I’m good and my behaviours are right so we’ve just got this permafrost happening. 

B21 rc8 606-614 Regime Change We’re still bringing through individuals or picking people with quite narrow thinking, so when they get to the board 

level, are they going to be open to a diverse board, are they going to be open to uncontrolled chaos, are they going to 

be open robust conversations?  No, because they’ve actually come up in an environment whereby they’re directive, 

they call the shots, everyone says yes, if you want a future in this organisation, model me, because I’m the CEO and 

that probably suggests I’m good and my behaviours are right so we’ve just got this permafrost happening. 

B22 nc12 614-619 Nomination 

Committee 

So that’s kind of the background context as to why we’re not getting necessarily the development of people coming 

through and organisations with perhaps the criteria for the sort of board member you want that have these blend of 

softer skills and inclusiveness to make boards more effective or in fact to recognise in a board context without 

someone saying well the NZX says you’ve got to have more women in board, without that in play it isn't going to 

happen  

B22 rc9 614-619 Regime Change So that’s kind of the background context as to why we’re not getting necessarily the development of people coming 

through and organisations with perhaps the criteria for the sort of board member you want that have these blend of 

softer skills and inclusiveness to make boards more effective or in fact to recognise in a board context without 

someone saying well the NZX says you’ve got to have more women in board, without that in play it isn't going to 

happen  

B23 rc10 620-624 Regime Change I think at the moment we’re going through a period of tokenism to show that we’re doing this again there’s this risk 

around, if we don’t get it right and we don’t show that this notion of diversity does make a difference, I think it’s 

going to slow down, and there will be other organisations that will be burnt and shy because, I’ve got this person but 

they’re just not cutting it. 
B23 sc8 620-624 Selection Challenges I think at the moment we’re going through a period of tokenism to show that we’re doing this again there’s this risk 

around, if we don’t get it right and we don’t show that this notion of diversity does make a difference, I think it’s 

going to slow down, and there will be other organisations that will be burnt and shy because, I’ve got this person but 

they’re just not cutting it. 
B24 dmp1 642-649 Decision Making 

Process 

what’s in place at the moment, you’ve got all the rules around how to be an effective board, but essentially what 

we’re talking about is how do you work as a team?  How do they work effectively as a team and bring all those 

different elements together. Well that’s not necessarily what it’s about, again it goes back to what do we think we 

need around the table in order to have the right credible thinking from different aspects through different lenses that 

comes up with an outcome which we will debate passionately about and we will back as a single group. 

B25 sc9 659-664 Selection Challenges what are the lenses we need to see on the world around us so we are trying to make the right decisions to give our 

leadership team that run the business the best sandpit to play in, but again, you’ve got to know where we’re going and 

what are the blend of skills, backgrounds, experiences, behaviours, attributes, motivators, drivers as individuals that 

are going to make this team an awesome board? 
B26 fs3 679-687 Firm Strategy But who sets the goals?  They do. How are you going to measure organisations?  Do you just measure it on a P&L?  

Is that the only way you measure it?  Or do you measure it as more impact on communities or more sustainable 

things, more environment elements. So, because the board kind of set the objectives right?  And that’s ratified by the 

shareholder and they say yeah we agree or no we don’t. But what does a shareholder want?  What do they want in 

return and what drives the return and what extent do they look at it more holistically around well you know, I actually 

don’t want to earn a bigger dividend this year, I’d rather see a greater impact here, I’d rather see this, I’d rather see 

that 

B27 sc10 709-715 Selection Challenges Well for a bunch of reasons the talent pool’s got to change, so who’s available is going to change, you’re going to 

have the return of the baby boomers has stopped when the GFC came into play because it basically thrashed their 

retirement savings and investments, so we’re seen 2-3 years of growth. Some years were outstanding with 20-22% 

growth, so they’re probably feeling now that they can probably go back and start playing golf and enjoying their time. 

So you’ll see that happen, 

B28 sc11 715-727 Selection Challenges you will see a browning and you will see a significant drop in the average age of people and the leader that you will 

see in the city in 5 years time, there was an article about it a couple months ago, was true, and they’re likely to be 

brown, they’re probably not going to be one of these, they’re probably going to be brownish, very fit, well educated, 

open-neck shirt or the equivalent for a woman, it’s going to be really different, but you know, hasn’t nature got a 

funny way of taking care, because, if you say, and I don’t want to be too militant, but if we say some of the problems 

we see right now with people on boards, they’re going to be on the wrong side of the grass in 10 years time anyhow, 

and that’s going to drive that, so that will cause organisations to get to a tipping point when they say, well we have to 

think differently now because the people that we would traditionally go to to put in these positions are simply not 

around. 

B29 sc12 737-750 Selection Challenges a woman when she was 26/27 and she’s went on a not for profit to try to get some board experience, she was an 

incredibly clever lady and her biggest challenge was she was almost a third of the age of the board members and they 

thought, let’s have a punt and bring in some youngster who understands marketing, so actually this is a good thing 

because the board sat around, and as a credit to them they said look, what’s all this social media crap going on and 

how do we connect with all the young people?  And we don’t understand it, so we better get someone with a 

marketing background, probably who reflects the target market we’re going for and that has these skills and bring 

them in to help us. Now speaking to this individual, her first 18 months was hell. She said she used to go home in 

tears after these board meetings because they just would not give her space to talk, they weren’t open to thinking, but 

now 18 months later I feel as if I actually belong.  

B30 sc13 752-756 Selection Challenges Because let’s remember, why do people get scared about opening themselves up to different type of dialogue?  

Because they don’t know what they’re talking about, they’re scared, they’re insecure. With these boards we can’t 

afford to have people that are insecure running boards because that is the antithesis of actually being open to risk and 

change and being vulnerable. 
B30 rc11 752-756 Regime Change Because let’s remember, why do people get scared about opening themselves up to different type of dialogue?  

Because they don’t know what they’re talking about, they’re scared, they’re insecure. With these boards we can’t 

afford to have people that are insecure running boards because that is the antithesis of actually being open to risk and 

change and being vulnerable. 
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B31 nc13 764-768 Nomination 

Committee 

No, but I will say this as well, when I think of the industry that I’m in, how many boards actually use us or the search 

firms etc for that. It’s not material, I still think it’s about boards having a view of what they want and who they want 

and putting that to a select committee or a smaller group as you go through a process through their networks to find 

out who fits the brief.  
B32 sc14 799-812 Selection Challenges Yeah, my view is that we do because I think you’re right, most people think of diversity as just a gender issue but you 

know, it’s possibly not their fault, maybe that’s just how they’ve seen it and how it’s been played out, but you know, I 

mean, it’s a long race and sometimes with these sorts of things which are more relevant and which tend to be more 

ground breaking, you bring in change at a rate that you can tolerate so what if we bought in diversity as religion, 

ethnicity, age, gender, sexual persuasion, all those elements, what if we do bring in that?  How well are New Zealand 

businesses or boards actually equipped to deal with actually deal with that element, let along just one element, I 

mean, you know, a river starts just with a drop, is this the first drop that will say, okay, let’s try and get this, let’s try 

and get some broader belief so that hang on, this does make sense, how we about we try doing this then and find out 

what’s the tolerance I guess, and maybe this is a play around to win the battle first and not try and win the war and 

just see how we go 

B32 rc12 799-812 Regime Change Yeah, my view is that we do because I think you’re right, most people think of diversity as just a gender issue but you 

know, it’s possibly not their fault, maybe that’s just how they’ve seen it and how it’s been played out, but you know, I 

mean, it’s a long race and sometimes with these sorts of things which are more relevant and which tend to be more 

ground breaking, you bring in change at a rate that you can tolerate so what if we bought in diversity as religion, 

ethnicity, age, gender, sexual persuasion, all those elements, what if we do bring in that?  How well are New Zealand 

businesses or boards actually equipped to deal with actually deal with that element, let along just one element, I 

mean, you know, a river starts just with a drop, is this the first drop that will say, okay, let’s try and get this, let’s try 

and get some broader belief so that hang on, this does make sense, how we about we try doing this then and find out 

what’s the tolerance I guess, and maybe this is a play around to win the battle first and not try and win the war and 

just see how we go 

B33 sc15 842-848 Selection Challenges I think  about this survey that EEO put out about a month ago about diversity, I’m pretty sure that that was still 

incredibly focused around gender as opposed to other elements. So you know, if you’ve got a body like that that’s 

trying to drive diversity and their language is male/female then who is the body or movement or collective that 

actually poking around the edges. Because this is the great thing about radicals, they challenge and shift the thinking 

of the mainstream, without that we’re not going to shift as quick as we could do. 

B33 rc13 842-848 Regime Change I think  about this survey that EEO put out about a month ago about diversity, I’m pretty sure that that was still 

incredibly focused around gender as opposed to other elements. So you know, if you’ve got a body like that that’s 

trying to drive diversity and their language is male/female then who is the body or movement or collective that 

actually poking around the edges. Because this is the great thing about radicals, they challenge and shift the thinking 

of the mainstream, without that we’re not going to shift as quick as we could do. 

B34 rc14 873-879 Regime Change You know I think a board should be like Al Gore, they should be the Inconvenient Truth sometimes and they should 

be poking, prodding, challenging the CEO or GM around what is your view on this?  How are you going to respond 

to the current call?  I think that’s what the board should do and through their networks they should be able to say you 

know, this other board I’m involved with, or this other organisation I’m aware of, maybe you want to catch up with 

such and such and get some dialogue going?   

B34 er1 873-879 Executive Role You know I think a board should be like Al Gore, they should be the Inconvenient Truth sometimes and they should 

be poking, prodding, challenging the CEO or GM around what is your view on this?  How are you going to respond 

to the current call?  I think that’s what the board should do and through their networks they should be able to say you 

know, this other board I’m involved with, or this other organisation I’m aware of, maybe you want to catch up with 

such and such and get some dialogue going?   

B35 dmp2 923-929 Decision Making 

Process 

and if you look at the things that Maori people do overseas when they’re given the opportunity to shine, it’s mind-

blowing. Because why, well they see the world differently, they’re incredibly aware, whether they were brought up 

that way or not, it’s still within our DNA to be open to differences and to be more tolerant and to try and get a sense 

for why do you do that and therefore look to be that way when I’m in your presence because that’s respectful, and 

they do incredibly well 

B36 is1 939-942 Industry Specific Totally, just for pure commercial greed, so forget about diversity, would it be useful to have someone that 

understands tikanga and can play in this world, so if we were trying to win this piece of business that we can get these 

people involved and we can connect in this way, just for pure commercial greed B36 bk1 939-942 Business Knowledge Totally, just for pure commercial greed, so forget about diversity, would it be useful to have someone that 

understands tikanga and can play in this world, so if we were trying to win this piece of business that we can get these 

people involved and we can connect in this way, just for pure commercial greed B37 fs4 942-948 Firm Strategy You see the banks now, Chinese banks are fantastic at it by the way, so they’re come in here, they will specifically 

target people from the local community. Jenny Shipley’s a classic example, how many boards of Chinese banks is she 

on? Well many, why, because they get, we want to come in here and win, we want to figure out how locals play and 

they specifically get people from the market of the country they’re in, on their board, to give them opportunities 
B37 rc15 942-948 Regime Change You see the banks now, Chinese banks are fantastic at it by the way, so they’re come in here, they will specifically 

target people from the local community. Jenny Shipley’s a classic example, how many boards of Chinese banks is she 

on? Well many, why, because they get, we want to come in here and win, we want to figure out how locals play and 

they specifically get people from the market of the country they’re in, on their board, to give them opportunities 
B38 fs5 948-949 Firm Strategy The Maori economy is the fastest growing economy in New Zealand … 

B38 rc16 948-949 Regime Change The Maori economy is the fastest growing economy in New Zealand … 

B39 fs6 958-964 Firm Strategy Just to actually play in that space, let alone actually partner with them and you look now, the government are talking 

more around, to our private company partnerships, well now it’s actually public sector iwi relationships and years ago 

there was a partnership with the Ministry of Education and they redefined laws in which they hold the Ministry 

accountable for Maori development at an education level. They are forces to be reckoned with, there are no two ways 

about it. 

B39 rc17 948-964 Regime Change Just to actually play in that space, let alone actually partner with them and you look now, the government are talking 

more around, to our private company partnerships, well now it’s actually public sector iwi relationships and years ago 

there was a partnership with the Ministry of Education and they redefined laws in which they hold the Ministry 

accountable for Maori development at an education level. They are forces to be reckoned with, there are no two ways 

about it. 

B40 fs7 980-983 Firm Strategy Yes well they will and they should because they aren’t on every street corner so the people that makes the play first, 

they’ll get the first advantage and they’ll get the good people on board because once you’ve got them they can’t go 

work for your competitor so you’ve got to tie them up, which is smart for a start. 
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B40 rc18 980-983 Regime Change Yes well they will and they should because they aren’t on every street corner so the people that makes the play first, 

they’ll get the first advantage and they’ll get the good people on board because once you’ve got them they can’t go 

work for your competitor so you’ve got to tie them up, which is smart for a start. B41 rc19 985-992 Regime Change So let’s go back to the Ngai Tahu example, the guys are on boards and they’re rotating, this is like a 15 year journey 

these guys have been on to get these people that they thought had something and they could put them in future 

development programmes or put them in management roles in the operating arms of their business that hopefully one 

day they will build their cultural and commercial confidence to play this role, so it’s not like a 2 or 3 year thing. So 

when we think ok, if it’s taken these guys 15 years to do it, then it’s going to take some of our other organisations 

longer, the question is how long will it take. 

B42 sc16 1001-1008 Selection Challenges We’ve got to find out what’s going to drive the tipping point and that’s it, that’ll be a combination of the development 

of the growth of the, or the increasing brownness in communities, and it will be the retiring of the old guard, there 

will be a point that will have to explode I think. How far away is it?  A lot of the board members now are coming up 

70, there’s no doubt about it that board members our age are equally important as the 60 or 70 year old that are still 

holding on and I don’t know what the stats are but it would be interesting what percentage of the current boards are 

over 75. 

B42 rc20 1001-1008 Regime Change We’ve got to find out what’s going to drive the tipping point and that’s it, that’ll be a combination of the development 

of the growth of the, or the increasing brownness in communities, and it will be the retiring of the old guard, there 

will be a point that will have to explode I think. How far away is it?  A lot of the board members now are coming up 

70, there’s no doubt about it that board members our age are equally important as the 60 or 70 year old that are still 

holding on and I don’t know what the stats are but it would be interesting what percentage of the current boards are 

over 75. 

B43 nc14 1033-1037 Nomination 

Committee 

We’re on the cusp and don’t get more wrong, I’m not advocating that all boards should be brown or they should be 

under 50 or whatever, and the fact of organisations that the boards have to figure out is how do we let go of the ones 

that have been with us for a while and how do we learn from it, how do we keep them involved?  B43 rc21 1033-1037 Regime Change We’re on the cusp and don’t get more wrong, I’m not advocating that all boards should be brown or they should be 

under 50 or whatever, and the fact of organisations that the boards have to figure out is how do we let go of the ones 

that have been with us for a while and how do we learn from it, how do we keep them involved?  B44 sc17 1060-1065 Selection Challenges Yes, well we’ve already seen the diversity of age come through, and we can see now there are some very capable 

people well under their 50’s that have got incredibly important board roles, so that’s the first step in the journey, you 

don’t have to be 60 and above, you can now be younger. Now let’s get the gender thing and start opening up the 

colour thing, and then start opening up to socio-economic. We’ll just take the steps as we go, but you know, the call is 

out there. 

B44 fs8 1060-1065 Firm Strategy Yes, well we’ve already seen the diversity of age come through, and we can see now there are some very capable 

people well under their 50’s that have got incredibly important board roles, so that’s the first step in the journey, you 

don’t have to be 60 and above, you can now be younger. Now let’s get the gender thing and start opening up the 

colour thing, and then start opening up to socio-economic. We’ll just take the steps as we go, but you know, the call is 

out there. 

C1 nc1 1091-1095 Nomination 

Committee 

the process is a round table to identify the characteristics you’re looking for and depending on what’s going on, that 

can be quite a lengthy process and it may be that, because the next process depending on the size of the company is 

that you’re going to select some sort of search firm C2 nc2 1095-1100 Nomination 

Committee 

That would be the normal process and the amount you want to throw at the search firm will depend on the size of the 

company and the bigger they are the more likely they are to spend big bucks on Egon Zehnder and these sorts of 

people as opposed to a local firm, much to the frustration of the local firms. That’s why they all try to get some sort of 

affiliate overseas to give them a bigger brand on them. 
C3 nc3 1109-1112 Nomination 

Committee 

Then they’re throwing around some stuff just really to get feedback, and it’s at that time that you can start providing 

some influence, some breaks or some prodding or whatever but they are generally, unless asked otherwise will go for 

an open-ended candidate search C4 fs1 1112-1113 Firm Strategy I have not experienced so far a search which has been directed down a specific ethnic or sexual orientation 

C5 nc4 1121-1129 Nomination 

Committee 

done at that early stage before you engage with the search firm looking at the skills sets and so on and that can either 

be done informally as it’s just been done in one firm, or slightly more formally where we used an IOD type form I 

think for us to individually assess the strengths and weaknesses of the board across a number of parameters and then 

that was then added up and represented to the board, actually by the chairman in this case and so that was to see if we 

had a consensus  about strengths and weaknesses on the board and where we might look. That is the time when issues 

around diversity can come up. 

C6 nc5 1136-1137 Nomination 

Committee 

It is the fear of getting second-best that keeps people very focused 

C7 nc6 1139-1143 Nomination 

Committee 

What I’ve found increasingly is that they’re encouraged to bring forward some female names, and if it isn’t done 

initially then later on, where there’s a bit of disappointment that there is nobody on the list, we’ve gone back and said 

can you have another go and dredge a couple of names up at least so we can have a look at them C8 nc7 1145-1147 Nomination 

Committee 

So the search firms will tell us, and tell the world that they do their best and look for the best candidate and that it’s 

really not their fault that there are not enough women on boards  

C9 nc8 1147-1157 Nomination 

Committee 

just recently I was appointed to a board so I went up for re-election soon after I was appointed and a woman stood up 

– this as a significant public company – she stood up and said, with all due respect (and I thought, oh here we go), she 

said he’s got great credentials and I’ve got no criticism about his skills as a director, and he’d be very valuable blah 

blah blah, BUT I look at you guys up there and you look the same, you’re all about the same age, you’re all greying, 

old looking, suited, she went on and on. It was amusing and the chairman he really responded very poorly to it, he’s 

an ageing chairman himself. So I said to the new chair. It’s interesting we appoint another greying male Remuera 

man, and the new chair has to take the AGM next month and I said by golly you better have got a better answer than 

the last one 
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C10 nc9 1170-1173 Nomination 

Committee 

So I’m a guy who, I don’t think I’ve ever been against women, any more than I’m against Indians or Maoris or 

whatever but I haven’t pushed hard to put a diversity stamp on a board but I have to say that increasingly I’m aware 

of it. So there has been an evolution in my thinking in the last couple of years. C11 dr1 1194-1202 Diversity Rule I’ve got a couple of companies who’ve got ASX listing and, sorry one, and so we’ve reporting like this for some time. 

I think it’s a load of bullshit and if you would like to quote me deliberately and I can’t stand having prescription of 

any sort placed on a company’s performance or the way it structures itself around people and their ethnic or sexual 

background or whatever so I really dislike that intently and companies will just, to get a box ticked, will just appoint a 

woman, it doesn’t matter who it is to that that, because it looks good and you’ll get less criticism and that’s exactly 

what’s going to happen in my view 

C12 sc1 1204-1207 Selection Challenges it is utterly absurd to only choose one human characteristic and ignore the other ones because it is totally absurd to 

focus just on female and not on all these other things and in particular Maori 

C13 sc2 1207-1215 Selection Challenges I mean I’m the last guy to be pandering to Maoris but in the case of some firms, and one in particular that I’m down 

in Queenstown with, we’re losing our part-Maori candidate there and he’s been outstanding, a really good friend of 

mine and so, ideally we need a Maori woman, but if I had to make a choice, and we had this discussion over dinner 

last night, we’d rather have a Maori candidate than a female candidate come on board just because we feel that 

reflects better, well we think he will be more valuable to our base than a female. It’s an interesting statement in itself 

but you can pick me up on it if you want to. 

C14 rc1 1223-1227 Regime Change Well you’re heading into this “Youth” thing now. So Steven Tindall and his merry men, and some of the companies 

who’ve got too much time on their hands like Telecom and Chorus are promoting youth on the boards, even if it’s 

just a training ground well God, how far does that go?  So, I think people are losing focus on this thing. C15 rc2 1241-1246 Regime Change You know, it probably does, in particular women on boards adds to the board and everything else and if it does, it 

does you know and I’ll just have to accept that and it would be just another good reason to try and do something 

about it but I don’t know the research so I can’t really comment on it but if it says it is, then it must be good but let’s 

just make sure that the research has been done independently and not by somebody from the Feminist Association or 

whatever.  

C16 rc3 1247-1255 Regime Change I have to say that if people are coming on because of their sexuality or ethnicity or whatever, let’s hope that they’re 

not pushing their own barrow, I had a most unsatisfactory discussion with a women at this function 2 nights ago who, 

and I spoke about my interaction with her with some other people that night over dinner and they said she was just 

awful because she’s a rabid feminist with a real chip on her shoulder and I thought imagine what the board table 

would be like to get someone on the board like that who has completely lost balance and an empathy for other 

peoples views and stuff and her body language was terrible and everything 

C17 rc4 1255-1259 Regime Change So for someone to come onto a board who is going to push an angle, it doesn’t work because a board has to have 

everybody working towards a common goal for the benefit of the shareholders and everything else and they have to 

respect other people’s views and give people space and all that sort of stuff so it does worry me if we push diversity 

too hard 
C18 dr2 1259-1263 Diversity Rule The women I speak to say that they really don’t want to come on just because they’re a women which kind of makes 

it contradictory in a way when in fact you’ve said, in boards like Telecom and Chorus, high profile boards, ex 

government owned and all the rest of it, they say they want a woman C19 sc3 1263-1273 Selection Challenges Christ, imagine if we said we want a man these days!  So they are being quite prescriptive to the search firms and so 

the women that come on know that they’ve only had to compete with a hell of a lot less than half of the market 

because on balance there are far more qualified men, that’s the problem because they’ve had a lot more broader 

executive experience and they’ve had more board experience because that’s the way the world has run in the last 20-

30 years so if you just select women, the target is going to be much less narrow in terms of skill sets, and that’s good 

in some ways in that you’re definitely going to drag women up and through and you’re going to increase the number 

of people available in the future but they do resent the fact that they have been selected because they are a woman 

which is kind if interesting. 

C20 rd1 1291-1295 Resource 

Dependence 

There is a problem however in bringing people onto the board because they bring specific free value to the board 

rather than just being a well rounded director to handle all the sorts of issues the boards are faced with and so on, and 

they’re quite common, there’s a big generic chunk of work a director carries which goes across all the companies so 

there is a problem 
C21 er1 1298-1302 Executive Role or we want someone who will open a whole lot of doors for us in Asia as opposed to someone who knows Asia well. 

And I have been placed in that situation myself as well, I’ve missed out on opportunities because companies are 

looking for someone who can add a very specific value frankly could be also paid for in terms of an external provider C22 er2 1303-1310 Executive Role you bring people on with specific knowledge skills in an area of business or money or whatever. They will be able to 

help the company but when the going gets tough, and there’s a solvency issue or a major problem with the Chief 

Executive or a board friction or a collapse in the international markets or whatever, let’s hope that those people have 

been brought on for their specialist expertise in opening up markets in Stewart Island are able to add just as much as 

everybody when it comes with dealing with a crisis or a jetplane crashes that they own or something 

C23 is1 1326-1329 Industry Specific I’d love to have on the boards I’ve got, a broader background, I mean I love having boards where you’ve got South 

Islanders in it and North Islanders in it, that’s diversity in itself and it brings different perspectives 

C24 rc5 1339-1345 Regime Change so I’m now arguing with myself that some sort, God help it if they call it a quota, but a deliberate effort to balance the 

board out a bit or broaden the board’s perspective I’m sure has value, the problem of how you do it and how you 

avoid almost becoming racist or feminist in saying we want an Indian or we want someone who’s not white, or 

someone who’s not a male, and you know, if you’re brave enough to tell the market that’s what you’re doing well 

you may well get quite a backlash 

C25 rc6 1378-1386 Regime Change Okay, so statistically, the pool is smaller, by definition it’s a catch 22. They haven’t had the experience so they’re not 

up there so they’re not available so the pool is small and the women that we’re looking to try and get onto the boards 

there aren’t many that have reached the senior enough positions in companies, who have run public companies if 

that’s the background we’re looking for and so it goes on, so it’s sort of self-perpetuating a bit so therefore there’s a 

need to do a bit of stretch to give people from a smaller pool, to give them the benefit of the doubt to, at the time of 

the appointment, so you need to drag them through in a way and I know that’s going on 

C26 sc4 1386-1392 Selection Challenges there are 10s and 20s of people, and mostly female who are not desperate but they’re just frustrated that they can’t get 

their leg up and the problem is, and I sort of talk to quite a few people about their careers over coffee and I say the 

same old things when you talk to these search firms and you’ve got to get your name in and get friendly with them 

and whatever, they sort of don’t have the slate of historical appointments to jump them into the pole position so it 

frustrates me 
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C26 rc7 1386-1392 Regime Change there are 10s and 20s of people, and mostly female who are not desperate but they’re just frustrated that they can’t get 

their leg up and the problem is, and I sort of talk to quite a few people about their careers over coffee and I say the 

same old things when you talk to these search firms and you’ve got to get your name in and get friendly with them 

and whatever, they sort of don’t have the slate of historical appointments to jump them into the pole position so it 

frustrates me 

C27 sc5 1392-1395 Selection Challenges I feel like to know quite a few good potential female directors but I don’t know why they can’t get a role so there 

seems to be a problem there somewhere, there’s a blockage there somewhere. I don’t know what it is? 

C28 nc10 1405-1406 Nomination 

Committee 

Really, it does start with either a lobby on the board, an individual who is pretty strong on changing the shape of the 

board 

C29 nc11 1412-1415 Nomination 

Committee 

Chorus, a brand new company, dominated by a female chair and a kind of government-type thing, they just went 

50/50. Some of these power boards do the same and they just quite arbitrarily say we want 50/50 so that takes a real 

strong perspective from the top C30 sc6 1441-1442 Selection Challenges And what is the answer to that?  The answer would be that you’ve got to start somewhere, is that right? 

C31 rc8 1468-1470 Regime Change I haven’t been on the mentoring programme itself but the step where you go to putting somebody on a board for a 

year, I’ve heard quite a lot of backlash from “not on my watch” kind of thing, and I haven’t seen it in action at all 

personally C32 sc7 1510-1517 Selection Challenges I know one CEO’s very strong reaction, it was definitely not on my watch sort of thing because he said, I look to you 

guys, a very strong CEO, a very good one, and he said I look to you guys for providing guidance to me, put the 

brakes on, to nudge me and do all these sorts of things, and I don’t want some bloody pimply 33 year old guy coming 

in and distracting you and this group from enabling me to deliver what the shareholders are clearly wanting from this 

company. He put it more eloquently than that but he was quite strong about it so I thought that was interesting 

C33 sc8 1517-1521 Selection Challenges I know there’s a broader community that the board is responsible to but educating people on the board, is that what 

the shareholders are paying the directors to do?  So at some point, is it the community at large that’s setting the rules 

here?  In some cases they do, but how far does this all go and to what extent? C34 dr3 1524-1531 Diversity Rule so maybe the society wants to further put prescription around how you select directors and so it goes on. They do so, 

there’s backlash when every piece of legislation and regulation comes in there is pushback because it’s further 

reducing one’s ability to compete so it will be interesting to see how far NZX takes it because you’ve got all these 

different regulatory authorities interfering with your business or putting constrisn'ts to costs and so on. It will be 

interesting to see how far the NZX goes on this thing? 

C35 sc9 1532-1539 Selection Challenges I get the impression that at its worst it sort of smacks of some of these historical views that develop in time and made 

life very difficult for some people, whether it was a religious group or whatever and the whole community finally gets 

in behind the theme and so people are too afraid to speak out against it. I can sort of sense a little bit of that now. It’s 

very hard to have an open discussion about diversity if you are being confronted by the question “why don’t you have 

a more diverse board”? People get quite uppity about it. 

C36 sc10 1545-1546 Selection Challenges at nearly every annual meeting now, if you’ve got a straight male board, you’ll be put under scrutiny for it. 

C37 rc9 1559-1562 Regime Change I can just picture one director I sit with and he’s the chairman of 2 or 3 companies and a new age director if you like 

and he is adamant that the research is absolutely categorical and there’s no argument about it, I haven’t read the 

research so how the hell can I argue C38 rc10 1562-1565 Regime Change but I wonder how that research will, how do they, have they looked at the performance of companies with 2 females 

on the board, versus ones that don’t. You’re not comparing apples with apples so I don’t know how you do it 

C39 rc11 1574-1577 Regime Change So if four or five directors who I respected came up and said “look I can tell you the difference, it’s been a complete 

refreshing eye-opener”, well then you’d have to be convinced that it’s something you want to pursue pretty hard. I 

haven’t seen that stuff. C40 is2 1587-1592 Industry Specific No question about that at all. If you are a consumer-led company or whatever, or if you’re company that’s marketing 

to China, then there’s no-brainer stuff that we could have talked about all sorts of companies that would need certain 

types of experiences and skills sets and perspectives that would be important. God, if you were selling perfumes and 

you’ve only got an all-male board, it’s just a no-brainer isn’t it. Yes, I can follow all that logic. 
C40 dmp1 1587-1592 Decision Making 

Process 

No question about that at all. If you are a consumer-led company or whatever, or if you’re company that’s marketing 

to China, then there’s no-brainer stuff that we could have talked about all sorts of companies that would need certain 

types of experiences and skills sets and perspectives that would be important. God, if you were selling perfumes and 

you’ve only got an all-male board, it’s just a no-brainer isn’t it. Yes, I can follow all that logic. 
C41 fs2 1609-1613 Firm Strategy Again, pretty hard to argue against that in theory. I think that some companies, okay, I think that some companies 

need that representation because of the kind of business they’re doing, their interface with iwi or whatever, that they 

need to have a perspective in there otherwise they won’t really understand in total what they’re dealing with 
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C42 bk1 1613-1614 Business Knowledge But I don’t think that’s in the case of all, let’s just take a trucking company, what the hell has tangata whenua got to 

do with that? 

C43 sc11 1614-1623 Selection Challenges And people might say well you’re in New Zealand so you need an iwi sitting on the board. Well I don’t subscribe to 

that at all. And anyway, who’s an iwi, they’re all part Maori. It was a bit of a joke the other night I asked everyone in 

the room, this guy who’s a Maori is leaving, and he speaks Maori a bit, so does anybody have any Maori in them, and 

this guy who I know really well said, “well in fact I do, I’ve got a 32nd”, and I said, well you’re our Maori then and 

he said, “I don’t hang around the maraes like my uncle does”, so here we have this whole argument, well who’s a 

Maori and who’s qualified to speak as Maori when at the end of the day. 

C44 sc12 1623-1625 Selection Challenges All of New Zealand will have a piece of Maori in them just about the rate it’s going in the next 100 years so that’s an 

argument I’ll take offline because that frustrates me 

C45 sc13 1625-1637 Selection Challenges but I’ve also been on a board where we amalgamated with a Maori business and they picked up and got 20% 

shareholding and they put an absolute jerk on the board and he is on a whole lot of boards and he is a complete taker, 

he opens the board papers when he arrives, he even said to me, why do you want to be the chair of a company when 

you can just be a director and bloody take the fees and not do any work?  He’s a high profile Maori director and he 

reminds me of all the bullshit that goes on in South Africa with the black empowerment which has got completely out 

of control and ended up filling the purse of just a handful of people and so it goes on and the whole thing up in Malay 

and even the ex-President there is saying it has probably not worked and it’s pushing, pushing the native culture 

against other skill sets. I’m rambling on a bit here but I think there are problems but there we go, it’s not 

straightforward at all. 

C46 dr4 1660-1665 Diversity Rule we have to move with the times a bit but I’m always wary of people that push it a bit hard of whatever it is they’re 

pushing. I’m always kind of wary about them because I don’t know where they’re coming from exactly but anyway. 

And that’s the problem with this diversity thing, there has to be science and research and open-mindness about it, and 

encouragement and education. Not mandating from the NZX or strident instruction from somebody, that puts 

people’s backs up. 

D1 dr1 1724-1729 Diversity Rule Depending on the nature of the organisation, diversity can be beneficial, or it can be neutral. I don’t think it can ever 

be negative in my opinion, provided that their fundamental of competence, so I’m not talking about elected boards 

but I think competence is actually the fundamental issue provided that the governors individually are competent in 

governance, then it doesn’t matter to me whether the diversity relates to gender, age, ethnicity or whatever 
D2 nc1 1729-1732 Nomination 

Committee 

So certain organisations diversity is clearly a benefit. In others it’s neutral, but I think that competence becomes the 

issue and therefore education in governance and beyond education, mentoring becomes a very significant issue. 

D3 nc2 1733-1736 Nomination 

Committee 

every director needs generic governance skills and knowledge and that for me, I’ve been involved with a lot of 

director selection over the years, that for me is a pass/fail. They must demonstrate generic competence of governance 

D4 nc3 1726-1738 Nomination 

Committee 

Then the issue is to look at principally, skill mix, depending on what the business of the organisation is, and at that 

point, maybe diversity as well 

D5 nc4 1738-1743 Nomination 

Committee 

I guess I don’t aspire to token diversity so I don’t aspire to us having, the token woman, or the token Maori or the 

token accountant or whatever, I think that at the end of the day, it’s competence, it’s skill mix and as I say, in some 

cases, depending on the nature of the organisation and it’s stakeholders, there will be elements of diversity that will 

clearly be beneficial. 
D6 rc1 1766-1768 Regime Change So yes, I think mentoring is extremely important and I don’t think it should be restricted on a gender basis. I think it’s 

a matter for all directors, or anybody who’s seeking a mentor 

D7 dr2 1785-1790 Diversity Rule fundamentally I think it’s a good thing, as an objective it’s a good thing but I think codifying it and starting to almost 

suggest quotas or have laws that a board will say well we need to have a woman on here, or whatever, or a younger 

person or something like that I really have a difficulty with that in a company sense the shareholders are wanting the 

board to govern the company in their interests and to what degree does that help?   
D8 dr3 1790-1794 Diversity Rule It might be under reporting but it’s inherently there, its like an understated influence there that you’re not going to 

look good if you can’t report that you’ve got some diversity in some way so at the end of the day the right director 

has the right mix of skills irrespective of anything else to me is absolutely all important. D9 dr4 1794-1797 Diversity Rule I suppose there could be an element of affirmative action so when looking at 2 persons of pretty much equal 

capability, one might make a positive action to select the one that does provide diversity but at the end of the day 

they’ve got to be roughly equal D10 fs1 1849-1854 Firm Strategy Yes, absolutely I think that that’s one of the things that happens at the board table that the directors will bring a 

wealth of experience which can assist management and particularly the CEO at times and I’ve worked on boards 

where for example, usually at board meetings where I’m involved, we would have a directors only time to start with 

and then we would have a directors only and CEO discussion 
D11 bk1 1862-1866 Business Knowledge I think the board adds value to the organisation and it is at the end of the day the experiences and skills of the board 

members and in that regard, going to diversity, again it depends on the nature of the company and its business and its 

stakeholders that diversity that can come into itself. D12 dmp1 1867-1882 Decision Making 

Process 

and where for example community perceptions are important or the concerns of tangata whenua need to be carefully 

considered and a classic example that I could give you was Transit NZ in which I was chair and claims in the 

Waikato in relation to a taniwha, and the way in which the media sort of portrayed it but the way that Transit was able 

to deal with it was completely different and the matter was resolved very satisfactorily for both tangata whenua who 

had raised the concern, and we’d had a lot of discussion about taniwhas but this was one that had been overlooked 

and arose, and an old lady came back from holiday and said you guys have forgotten about the taniwha that lives in 

that oxbow and it was resolved satisfactorily and the board did a lot of leadership in that area, the board had built a 

very close relationship with Tainui and a very close personal relationship with Tainui and we were fortunate to have 

on the board as the deputy chairman, Sir Tipene O’Regan who bought a perspective on those matters and was able to 

assist in the opening of doors for that fruitful discussion to take place and be resolved very quickly. 
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D12 ee1 1867-1882 External 

Environment 

and where for example community perceptions are important or the concerns of tangata whenua need to be carefully 

considered and a classic example that I could give you was Transit NZ in which I was chair and claims in the 

Waikato in relation to a taniwha, and the way in which the media sort of portrayed it but the way that Transit was able 

to deal with it was completely different and the matter was resolved very satisfactorily for both tangata whenua who 

had raised the concern, and we’d had a lot of discussion about taniwhas but this was one that had been overlooked 

and arose, and an old lady came back from holiday and said you guys have forgotten about the taniwha that lives in 

that oxbow and it was resolved satisfactorily and the board did a lot of leadership in that area, the board had built a 

very close relationship with Tainui and a very close personal relationship with Tainui and we were fortunate to have 

on the board as the deputy chairman, Sir Tipene O’Regan who bought a perspective on those matters and was able to 

assist in the opening of doors for that fruitful discussion to take place and be resolved very quickly. 

D13 sc1 1991-1995 Selection Challenges Well I think that’s part of the diversity maybe, while we talk about gender diversity, I think age diversity is a 

particularly important issue to consider as well in terms of, because that’s where they’re going to get the experience 

and that’s where if they’re smart, they will sidle up alongside the grey beards and just say, look can I just get a bit of 

advice from you about … 
D14 sc2 2003-2008 Selection Challenges I think the risk in terms of gender diversity, all things being equal, regrettably I don’t think that is the case, often for 

the woman to get the role it’s not that she has to prove herself equal, she has to prove herself better, she has to prove 

herself to 120%, not 100% and yet, I’ve worked with a woman chair, her history was fine, she was an accountant, she 

added tremendous strength to the board and I had huge respect. 
D15 sc3 2017-2022 Selection Challenges on one board in particular, 2 ladies on the board and their input into what you might think was the traditional male 

area of dominance, was actually superior to the men on the board and I would agree, again, it’s not a broad generic 

statement, it is about the nature of the business that is going on, about the nature of the individuals who are there and 

what they are bringing to the board table 
D16 sc4 2063-2071 Selection Challenges I think we are a melting pot of a country and that’s one of our strengths. I heard a comment the other day about the 

relationship of bi-culturalism and this perception was spot on, they said the concept of bi-culturalism founded our 

country but we are now becoming a multi-cultural population so we have to respect and resolve the issues that arose 

out of treaty injustices but we also need to move on recognising where we are. Resolve it, yes, but let’s move 

forward. I think it will become irrelevant in most people’s minds. There are still people who are not going to see it 

that way. 

E1 nc1 2084-2091 Nomination 

Committee 

I think there’s a big shift which has happened in the last 3-4 years so probably until 5 years ago most board 

appointments were made by boards getting around the table and saying “who do we know?”  What sort of a gap have 

we got here in a functional gap. So, do we need somebody with marketing, or finance or operations. Who do we 

know who could fill that?  And then they’d generally go and talk to the person direct so the chairman of the company 

would go away in an ordered basis, go and approach the people they want in the order they want them. That’s how it 

used to work. 

E2 nc2 2093-2096 Nomination 

Committee 

But in the last, certainly ever-increasingly the last 5 years, and now if you look at the marketplace, almost all of those 

boards would come to the marketplace. And what I mean by come to the marketplace, they now basically all of them 

use search firms to do the work.  E3 nc3 1098-2014 Nomination 

Committee 

but they generally arrive at the same stuff. So what happens is that the appointments committee come to select the 

search firm they want to use, they generally have an existing relationship around the board table, they want to use 

“x”, they know the firm, they have an association with the firm, and then they come along and say, either we’re 

preferred, or we’ve got to pitch, and we say what are we going to do, well we say basically we give you more choices 
E4 sc1 2114-2120 Selection Challenges And then when you’ve distilled that, what is it that you’ve got around the board table in terms of current competence 

and what are you missing to provide good stewardship (we use the word “stewardship instead of governance because 

we think it’s a much bigger word) – what stewardship do you need to get that business and the leadership of the 

business to be successful in that targeted new paradigm? 
E5 sc2 2129-2135 Selection Challenges Like financial acuity basically you’ve got to have really good financial acuity to be on any board in our view. If you 

haven’t got financial and analytical ability, understand the balance sheet, well you shouldn’t bloody well be there. 

Brutally that’s the facts of it. That’s what qualifies a lot of people out because they think they know about money and 

they don’t. About marketing money and managing money so we are very much about financial acuity 
E6 sc3 2135-2138 Selection Challenges understanding leadership, understanding the difference between governance and stewardship and management, and 

having a relevance to enterprise is the next thing in a generic sense like, farmers will not probably be all that relevant 

to retailers. E7 sc4 2138-2140 Selection Challenges So relevance, they’ve got an experience set from what they’ve done in the past which is relevant to the business that 

they’re going to come into 

E8 sc5 2140-2155 Selection Challenges So what have we got there in terms of all of those (functional) capabilities now?  And then what are we missing?  Or 

what’s going to make the biggest impact?  And so we’re saying well, look, we are now going into a youth market, we 

need to have people who understand how young people thing, or we are going to much more online, so we need 

people who understand digital marketing, or we’ve moving from being manufacturing to much more consumer 

oriented, so we need people who understand consumers, who think like, behave like customers and put the customer 

first, and how many of those have we got around the board table right now?  Answer, we’ve got none, or we’ve got 

one, or out of 5 of them we’ve got 2, or we’re going from a manufacturing base, to being a supply base which 

imports, who do we know who understands the importance of supply?  So structurally, where’s the business at, 

where’s it going, what have we got around the table now, what are the compulsory tickets to play, like all that 

confidence we need?  And then what are we missing?  And one of the key competences around what we’re missing is 

not just functional but also it’s diversity of age and thought 

E9 sc6 2160-2167 Selection Challenges People who think strategically are pretty frustrated being in an operational role, conversely people who are strongly 

operational don’t do all that well in most things that need some thought. But you need all of those things to make an 

enterprise go well so you look for functionality first, so what are the functions we need to cover?  And when we’ve 

got past the functions then what have we got in terms of functionality now, what are we missing and how much more 

can we get in here, so can we get more women, can we get people with a different racial view? 

E10 sc7 2167-2170 Selection Challenges Like we’re just looking now for the Bank of New Zealand to bring an Asian board member onto the board, a person 

with Asian heritage, a person who speaks Cantonese, who understands how Chinese people think because they’re 

20% of the bank community now in Auckland E10 fs1 2167-2170 Firm Strategy Like we’re just looking now for the Bank of New Zealand to bring an Asian board member onto the board, a person 

with Asian heritage, a person who speaks Cantonese, who understands how Chinese people think because they’re 

20% of the bank community now in Auckland E11 rd1 2170-2176 Resource 

Dependence 

So they could come out of any discipline, they’re connected to a community and if you’re in power, well Maoridom 

is important because they’ve got land and they’re using the water running through their properties and they think they 

own it anyway. So that’s important so it’s just bring perspective, so diversity of thought and different perspectives are 

what you’ve got and so then you’ve got the best possible mix of thinking around the table because you need all of it. 



Corporate Governance: Board Diversity and Ethnic Minority Directors  

on New Zealand’s Stock Exchange Top 50 Boards 

 

  

Copyright © Wayne Beilby 2015  105 

 

 

E11 is1 2170-2176 Industry Specific So they could come out of any discipline, they’re connected to a community and if you’re in power, well Maoridom 

is important because they’ve got land and they’re using the water running through their properties and they think they 

own it anyway. So that’s important so it’s just bring perspective, so diversity of thought and different perspectives are 

what you’ve got and so then you’ve got the best possible mix of thinking around the table because you need all of it. 
E12 sc8 2178-2184 Selection Challenges So if you go about 10-15 years, boards were dominated by lawyers and accountants, and I don’t want to bag them but 

frankly they’re fantastic at managing risk and looking in the mirror, but they’re got no view about out the window, 

they don’t look forward. They’ve got a set of facts here and there, a set of experiences, what happened with the 

numbers, where are we at with this condition in this contract, what have we go to do now?  But they don’t have that 

sort of a view, so we are very anti putting lawyers and accountants in boards 

E13 sc9 2194-2201 Selection Challenges So we go to functional specifications first, what are missing functionally?  And then we’d say what’s the best 

diversity we can bring to the thinking around that functionality so if we can find a woman, even better, if we can find 

a Maori woman or an Asian woman, if it’s an Asian market, the marketing’s got to be relevant, the relevance is a 

factor of all of those subjects so the first thing’s capability – what is the capability we are most missing and thinking 

style around the table, what’s the bit we’re missing the most? 

E14 dr1 2212-2213 Diversity Rule You go through the NZX50, and we know all the women, you can count them on one hand, there’s buggar all of them 

E15 sc10 2213-2222 Selection Challenges We far prefer operational experience because it’s more relevant than internal accounting and advisory based stuff 

which includes lawyers. When you’ve been in business and when you’ve jumped the fence to see the difference in 

perspective that people in business bring, they’ve got a completely different view of the world. But the lawyers and 

accountants just don’t get it, it’s bloody groundhog day, and so that exacerbates the problem because probably a half 

or 2/3rds of the people you want to put on the board are bright enough, and they’re seasoned enough as lawyers and 

accountants but they haven’t got the experiential depth at operation level to be favoured over capable men 

E16 sc11 2226-2232 Selection Challenges the other problem, which you can’t say, but they have kids and good people get taken out of the workforce and they 

can’t stand the rat race and they make their own businesses and form their own stuff because they can’t stand the way 

men behave, and we do behave badly, I acknowledge that, some of them but that’s the facts, so that’s why we’ve got 

a shortage of women, because by the time you get competent, you’ve got a very small pool to find people 
E17 sc12 2234-2243 Selection Challenges there’s 6 women in the top 200 CFO’s. 6 CFO’s in the top 200 companies, hardly any, so how do we keep stock of 

audit partners to chair an audit committee, there’s tons of them in the CA firms, but there’s none of them operating in 

the companies. I think there’s way less than 10. In the top 200 companies in the country, with less than 10 CFO’s 

who are female and there’s only about 20 CEO’s, again, buggar-all. They are mostly in highly people-centric 

businesses like in aged care and health, and stuff like that. They’re not in banking, most of them come out of retail, 

they’ve been in a retail bank, or NZPost or they’ve been in insurance. You go through the construction sector and 

there’s hardly any. 

E18 sc13 2251-2257 Selection Challenges and then present 2-3 for an appointment and the board’s appointment committee make the selection, and then the full 

board gives their approval. That’s how the process works. That bit’s relatively straight forward and fit is a really 

really big thing. “Fit’s” an incredibly difficult thing to describe?  You know when you’ve got it and you definitely 

know when you haven’t but that’s something we’re good it because we do it all day, everyday but you don’t quite 

know where that’s going to go 

E19 sc14 2271-2277 Selection Challenges We then came back to them with a list of 6 people for 2 roles. One was to have a digital focus and one was to have a 

youth focus but they wanted to understand technology and youth. So we put two people on the board, Geraldine 

McBride who was the CEO for North America for SAP, she’s super bright and she’s a systems salesperson but she’s 

very bright, and Derek Handy who’s a self made multi millionaire, he’s only 30 or 40, he’s the youngest ever NZX. 

So youth and woman and smarts 

E20 nc4 2318-2325 Nomination 

Committee 

now what’s happened is the younger guys, the guys that are now just 60, like me and a lot of the guys in their mid 50s 

are coming into these places and bringing a much more contemporary and collaborative style and they’re saying, 

well, let’s find the best people as opposed to just talking with their mates, and the influences of the old boys network 

and the lawyers, it was all there big time 10 years ago but it’s increasingly dying out. So I don’t know any boards at 

all that don’t go to the market now. So it’s a shift in society really. 

E21 fs2 2375-2377 Firm Strategy I think in the relevant sorts of places like property and power and water and agriculture, absolutely for sure. But it’s 

got to be relevance based, just putting a Maori on just for the sake of the guy having brown skin is completely dumb 

E22 fs3 2378-2386 Firm Strategy conversely I think putting people, Maori people doing business with Asian communities and people who’ve worked 

in Asia or understand Asians or are Asians is important too. And there’s 2 ways, there’s consumption, Asian 

consumers have become a very influential area, so that’s on the inbound so for retail consumers, banks etc, and then 

there’s export, or import of capital, so in those businesses you want people who understand how to do business in 

China or on an inbound basis, people who understand how to do business with people in New Zealand. So those 

things will become more and more important absolutely and we would consider them on relevance. 

E22 is2 2378-2386 Industry Specific conversely I think putting people, Maori people doing business with Asian communities and people who’ve worked 

in Asia or understand Asians or are Asians is important too. And there’s 2 ways, there’s consumption, Asian 

consumers have become a very influential area, so that’s on the inbound so for retail consumers, banks etc, and then 

there’s export, or import of capital, so in those businesses you want people who understand how to do business in 

China or on an inbound basis, people who understand how to do business with people in New Zealand. So those 

things will become more and more important absolutely and we would consider them on relevance. 

E23 fs4 2396-2406 Firm Strategy I think gender is important to put in because women make most of the buying decisions on most products basically 

other than cars so most people have some connectivity to consumers. A bit different for businesses like Freightways 

or Mainfreight because they don’t really have retail customers and they don’t need women on the board. But Air NZ 

and the Warehouse, all have got to have connectivity to women because that’s who their customers are so I absolutely 

buy that you need more women on those boards, competence based if you’ve got a good bloke and a good women, 

you’d choose the women, and you’d be nuts not to because women are the consumers in that environment whereas in 

Mainfreight they don’t have any value, all of their customers are men, the freight business or the construction sector, 

they don’t have women customers 

E23 is3 2396-2406 Industry Specific I think gender is important to put in because women make most of the buying decisions on most products basically 

other than cars so most people have some connectivity to consumers. A bit different for businesses like Freightways 

or Mainfreight because they don’t really have retail customers and they don’t need women on the board. But Air NZ 

and the Warehouse, all have got to have connectivity to women because that’s who their customers are so I absolutely 

buy that you need more women on those boards, competence based if you’ve got a good bloke and a good women, 

you’d choose the women, and you’d be nuts not to because women are the consumers in that environment whereas in 

Mainfreight they don’t have any value, all of their customers are men, the freight business or the construction sector, 

they don’t have women customers 

E24 fs5 2407-2414 Firm Strategy If you’re selling bathroom ware, different story but if you’re selling bricks, steel, concrete blocks, concrete pipes, 

really interesting but women aren’t really in that market so their relevance is the thing that we come back to about 

that. So diversity, you’ve got with all other things being equal, you’ve got a business which has got women involved 

in the business as employees, for sure you’d pick a woman over a man anyday, if head to head you’ve got a choice of 

2 people, take the woman, anyday, we’d proactively suggest that. 

E24 is4 2407-2414 Industry Specific If you’re selling bathroom ware, different story but if you’re selling bricks, steel, concrete blocks, concrete pipes, 

really interesting but women aren’t really in that market so their relevance is the thing that we come back to about 

that. So diversity, you’ve got with all other things being equal, you’ve got a business which has got women involved 

in the business as employees, for sure you’d pick a woman over a man anyday, if head to head you’ve got a choice of 

2 people, take the woman, anyday, we’d proactively suggest that. 



Corporate Governance: Board Diversity and Ethnic Minority Directors  

on New Zealand’s Stock Exchange Top 50 Boards 

 

  

Copyright © Wayne Beilby 2015  106 

 

 

E25 rc1 2422-2423 Regime Change I think the system with buddying people up, so bringing people on as observers is a good idea because there are a 

range of capable younger women in their 40s,  

E26 rc2 2449-2450 Regime Change I think it’s a bit ad hoc, I think it’s a little bit about who knows who?  That’s my impression of it. 

E27 rc3 2459-2463 Regime Change They’ve got so many people, so many applicants but the facts are it’s an ok training organisation, it’s an okay 

standards organisation but in terms of providing fluidity and transitioning people, it’s not there. They can’t deliver the 

service we deliver because they can’t pass judgment on people that we can because we’re paid to tell people what we 

think, they’ve got to be agnostic  
E28 rc4 2477-2485 Regime Change You can’t report on age and you can’t report on race. So the only thing you can put, because you’re not allowed to 

under Human Rights so it’s a problem, you can look at it and you can say well I guess he’s 50 and I guess he’s 35 but 

you actually can’t report on it, and that’s the bigger issue, age and society and community diversity in terms of 

different ethnic backgrounds is as important as women. But for that fact that we need from all of those businesses, 

which 90% of those businesses go through have big female influence in terms of all of the employees internally and 

all of the customers externally, they need to be much more balance with women. 

E29 rc5 2499-2502 Regime Change If a company hires a group of people who’ve got too similar ages and backgrounds, they’ve got group think 

problems. Caucasian 55-65 year old white males will generally think in a similar manner, they’ll have some 

differences of views, if there’s women, younger people, different cultures, different capabilities E30 sc15 2503 Selection Challenges So capabilities first, sex second, culture third, bingo!  

E30 rc6 2503 Regime Change So capabilities first, sex second, culture third, bingo!  

E31 sc16 2510-2522 Selection Challenges Governance is about, the executive brings about a set of papers saying here’s all the board, read all this, sign it and 

thanks for coming there’s lots of that, there’s less of it, but still lots of it. Stewardship is about, that’s really bloody 

interesting but what the hell are we doing about where this bus is going?  Direction, strategy, culture, inter-mediation, 

disruptive technologies, all of those things that don’t get talked about enough. They have one strategy session a year 

for half a day with a facilitator and the CEO says I’ll look after it, well yeah that’s bloody interesting but I don’t think 

it’s any longer relevant. Things are so dynamic now, Microsoft missed the bus on the internet, the most talented 

software guy in the world missed the bus on that so if he can miss that big a bus coming down the pipe, what is it 

going to be like for people in all these businesses, it’s going to be much more difficult for them, what are they 

missing? 

E31 fs6 2510-2522 Firm Strategy Governance is about, the executive brings about a set of papers saying here’s all the board, read all this, sign it and 

thanks for coming there’s lots of that, there’s less of it, but still lots of it. Stewardship is about, that’s really bloody 

interesting but what the hell are we doing about where this bus is going?  Direction, strategy, culture, inter-mediation, 

disruptive technologies, all of those things that don’t get talked about enough. They have one strategy session a year 

for half a day with a facilitator and the CEO says I’ll look after it, well yeah that’s bloody interesting but I don’t think 

it’s any longer relevant. Things are so dynamic now, Microsoft missed the bus on the internet, the most talented 

software guy in the world missed the bus on that so if he can miss that big a bus coming down the pipe, what is it 

going to be like for people in all these businesses, it’s going to be much more difficult for them, what are they 

missing? 

E32 sc17 2539-2548 Selection Challenges Internally, getting women on a board is very important for women in the business to feel like they’ve got 

opportunities to succeed. It does definitely do good things for that. We put two women on the board at Beca. Now 

Beca’s got 5000 staff and it’s only got about 6-8% of them are women but they wanted to make sure that the women 

felt like they had an opportunity to succeed because there’s a mass of engineering graduates and buggar all of them 

are women and Beca’s got the best of the best of them. So they’ve put women on the board to try and make sure that 

they were thinking about that small part of their workforce now. Obviously in a place like The Warehouse, 75% of 

your staff are women or work in the supermarket. 

E32 rc7 2539-2548 Regime Change Internally, getting women on a board is very important for women in the business to feel like they’ve got 

opportunities to succeed. It does definitely do good things for that. We put two women on the board at Beca. Now 

Beca’s got 5000 staff and it’s only got about 6-8% of them are women but they wanted to make sure that the women 

felt like they had an opportunity to succeed because there’s a mass of engineering graduates and buggar all of them 

are women and Beca’s got the best of the best of them. So they’ve put women on the board to try and make sure that 

they were thinking about that small part of their workforce now. Obviously in a place like The Warehouse, 75% of 

your staff are women or work in the supermarket. 

E33 fs7 2558-2569 Firm Strategy From people that are stewarding their businesses well, people are looking in the rear vision mirror, it won’t be of any 

concern to them, but people who are looking out, where are we going? Where are we driving the bus and opposed to 

what happened to the bus last week, they’ll be looking. That’s why the BNZ is looking out, what are we doing about 

having an Asian customer, so they respect the fact they’ve got Asians on the board. So future thinking businesses 

who are more into stewarding where we’re going as opposed to where we’ve been, absolutely, they’ve got to think 

about those things. Aged care for example, you’ve got a whole lot of Caucasian people retiring, and a whole lot of 

Maori, pacific and Chinese and Filipino, where’s it all that going to lead?  So the leadership in those businesses need 

to bring through people into leadership positions who are going to understand how to manage their cultural 

differences. 

F1 nc1 2684-2689 Nomination 

Committee 

typically we would use a recruitment firm which would be one of the well known firms and we would have 

arrangements with them where they will recruit to certain skill sets and other direct directed criteria, and I’ll come on 

to that and they will give a shortlist and the shortlist will be reduced to one member will be interview processed 

through the board 
F2 nc2 2689-2693 Nomination 

Committee 

Your interest is with diversity, it comes up every time that I’m involved in a board selection and I think most 

logically, I haven’t been on any boards that say we must have a woman or we must have somebody of different racial 

mix or anything like that. It is generally a selection criteria but not a mandatory criteria if you know what I mean. F3 nc3 2700-2703 Nomination 

Committee 

Well yes it is, I mean one way to represent it would be if everything else was equal you’d go for your diversity 

candidate. I do think there’s a more positive bias to diversity than that, it never comes down to “we’re equal therefore 

we’ll go that way”, most boards would like to see themselves diversifying. F4 sc1 2710-2716 Selection Challenges A number of things get in the way of it, firstly if you look at the average life of a board and you look at rotation and 

so on and you use a board of 6 people and you say it’s got a rotation of 5 years per board member which is probably 

in NZ, relatively short, to change the whole board would take 30 years, to change 50% would take 15 years, or if you 

rotate 2 candidates per year and that’s if some of your 6 drop off and 2 replaces, that would take you 3 years so the 

rotation process is a little bit of an obstacle 

F5 sc2 2716-2723 Selection Challenges let me re-iterate, the rotation process is an obstacle of itself, in NZ, my view is that the rotation process is slower than 

it might be overseas so it compounds the problem, but if you want my reasoning for that, my reasoning is there isn’t a 

deep pool of director opportunity here, therefore people tend to hold onto their seats longer than they should and 

NZers are probably not brave about the requirement to rotate and provide succession in their boardrooms as well as 

they should 
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F6 sc3 1723-1728 Selection Challenges I’ve been in boards where we’ve had board members for up to 15 years and they’re well past their contribution date 

and you’re in the world looking at these things and you’ll know as much as I do about what that means. So rotation is 

an issue, rotation in NZ compounds that and then you come down to the obvious which is if you look at the 

diversification talent available, is it there on the day? 
F7 sc4 2728-2737 Selection Challenges Now, this is a confidential conversation, one company I’m involved with set out recently, at the request of its 

shareholder to recruit a Maori representative. The population of Maori who have experience in a boardroom is not 

high, the population of Maori who have broad base senior experience that would allow introduction to a board is not 

high, so, is lower than average and is lower than their 15% population representation. That’s anecdotal, I haven’t got 

facts for that but that is my view. So when you look at a shortlist of Maori candidates for a board, you’d probably 

come down to Maori who are already on boards and who get the opportunity to look at most new ones 

F8 sc5 2737-2739 Selection Challenges And the same, although to a lesser degree can be said for women, and I’ll come back to that but diversity pool is 

obviously lower and so it’s not as easy as saying, we’ll just go and get somebody with this characteristic. 

F9 dr1 2739-2742 Diversity Rule It might be easier in a bigger market, it might be easier for example in the UK or even in Australia where there are 

deeper pools of people to choose from but NZ is a pretty narrow gene pool really. 

F9 rc1 2739-2742 Regime Change It might be easier in a bigger market, it might be easier for example in the UK or even in Australia where there are 

deeper pools of people to choose from but NZ is a pretty narrow gene pool really. 

F10 sc6 2751-2753 Selection Challenges because it’s a very good ambition, there are big advantages in having diversification on a board, no question, but 

some of the arguments for diversification falls away if you’re diluting the skill set on the board 

F11 sc7 2776-2783 Selection Challenges that really does confirm what I’ve been saying around the rotation programme and I’ll use stronger words than that, 

sometimes you get vested interest in the boardroom where people don’t want to move on and the reason you get that 

is because there’s nowhere else for them to go. So, there’s sort of a glass ceiling if you like in the board constitutional 

structure. That would only change if the shareholder investors in the board forced change. Now I’ve sat on boards 

where change has been absolutely warranted and required but the process doesn’t facilitate that. It’s actually quite 

hard to get booted off a board.  

F12 sc8 2784-2787 Selection Challenges but if I was you, and I was trying to change ethnic diversification, I would be working, amongst other things, on the 

shareholders because a board will happily report its views, but if there’s no consequences to the view, they won’t 

care. So that’s the first thing,  F13 rc2 2787-2800 Regime Change the second thing is, and I’m to provide suggestions here rather than tell you what’s happening, if I’m on a board of 6-

8 people and there is a wish to diversify, a board also doesn’t want to narrow its skill set so maybe there’s an 

argument that there should be 8+1 on a board and that 1 should be used for diversification although not represented 

that way, but if there was an encouragement for boards to get marginally bigger then understanding that they promote 

diversification, then I think that would be a good thing. What that would allow, so on at least one board I’m on we’ve 

got now, an Observer, who’s a female, not a Maori, she’s just a young person who’s got some capability and talent 

and will one day be a business leader and she will learn a lot from the 12 months or 2 years she’s sitting with us in the 

boardroom, so there are alternative mechanisms to try and build experience sets but again, I haven’t seen it used that 

often. 

F14 rc3 2859-2863 Regime Change Wayne, don’t start me on the IOD okay. I see it as purely a political body that is process driven and probably, and I’m 

hopefully not going to be quoted on this, probably not imaginative enough to improve NZ’s governance. I know the 

past chairman and I know the proposed chairman and I can tell you they’re not in it, sorry the new chairman is not a 

deeply experienced governance person. 
F15 dmp1 Decision Making 

Process 

but if I wear a boardroom hat, I’ve seen plenty of examples where diversity of opinion and input adds to a board 

process and as recently as last week, I was in a boardroom in South America where we are dominated by males but 

we have a very capable woman out of the UK and she stops trains of thought all the time and says “but have you 

thought of this …” and that’s really the contribution that diversity can make. You might be looking at it from the 

perspective of providing opportunity, I don’t know but if I wear a selfish hat, it will add value to a boardroom. If you 

accept that principle, and if you genuinely believe that principle, you wouldn’t restrict diversity to gender because 

you can’t have the principle that diverse ideas in the boardroom are really good but then say but we’re only going to 

use women for that. So I think if people are pursuing a diversity programme, it should be a diversity programme, not 

a programme to promote women, particularly, there are some areas in NZ where a Maori input is fundamental, we do 

not understand the culture, we do not understand the beliefs, we don’t understanding values of 15% of our population 

and that 15% is quite important. Water, we don’t understand water. Anyway. So, my long answer to your question is, 

it should be a diversity programme and not a gender programme. 

F15 rc4 2895-2913 Regime Change but if I wear a boardroom hat, I’ve seen plenty of examples where diversity of opinion and input adds to a board 

process and as recently as last week, I was in a boardroom in South America where we are dominated by males but 

we have a very capable woman out of the UK and she stops trains of thought all the time and says “but have you 

thought of this …” and that’s really the contribution that diversity can make. You might be looking at it from the 

perspective of providing opportunity, I don’t know but if I wear a selfish hat, it will add value to a boardroom. If you 

accept that principle, and if you genuinely believe that principle, you wouldn’t restrict diversity to gender because 

you can’t have the principle that diverse ideas in the boardroom are really good but then say but we’re only going to 

use women for that. So I think if people are pursuing a diversity programme, it should be a diversity programme, not 

a programme to promote women, particularly, there are some areas in NZ where a Maori input is fundamental, we do 

not understand the culture, we do not understand the beliefs, we don’t understanding values of 15% of our population 

and that 15% is quite important. Water, we don’t understand water. Anyway. So, my long answer to your question is, 

it should be a diversity programme and not a gender programme. 

F16 sc9 2925-2928 Selection Challenges Yes I do and I think, can I come back to the NZ gene pool?  I think that there is a bias in NZ, I don’t think NZ boards 

understand the value well of, and I’ll use the word diversified in a different way here of diversified input.  

F16 dr2 2925-2928 Diversity Rule Yes I do and I think, can I come back to the NZ gene pool?  I think that there is a bias in NZ, I don’t think NZ boards 

understand the value well of, and I’ll use the word diversified in a different way here of diversified input.  

F17 sc10 2928-2936 Selection Challenges In other words, boards are dominated by numbers men and by legal men. A properly functioning board has got far far 

broader skills than that. They will have, and if I talk about skills for a moment, they’ll have ecommerce skills, they’ll 

have brand skills, they’ll have retailing and merchandising skills, they’ll have a real collection of skills in that 

boardroom, even if those skills don’t obviously apply to the company involved because they give you different inputs 

and different ways of doing things, some parts of an economy lead the others in terms of development and some don’t 

and you then get a much broader melting pot of ideas.  

F17 dr3 2928-2936 Diversity Rule In other words, boards are dominated by numbers men and by legal men. A properly functioning board has got far far 

broader skills than that. They will have, and if I talk about skills for a moment, they’ll have ecommerce skills, they’ll 

have brand skills, they’ll have retailing and merchandising skills, they’ll have a real collection of skills in that 

boardroom, even if those skills don’t obviously apply to the company involved because they give you different inputs 

and different ways of doing things, some parts of an economy lead the others in terms of development and some don’t 

and you then get a much broader melting pot of ideas.  

F18 sc11 2936-2942 Selection Challenges The same can be said for gender and racial diversification. An ideal board would have representative ideas on every 

matter, but you can’t do that obviously but NZ boards tend to be narrow and maybe because of that narrowness they 

don’t recognise the benefit of that diversity. They’ll say they do because they’re middle aged white men and they’ll 

tell you, but actually they’re not, they’re not challenging their boundaries, so what should a board do better. And 

there is evidence overseas actually that diversified boards do better. 
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F19 rd1 3003-3007 Resource 

Dependence 

I guess the question is what resources is the board after?  And when those situations come up in a boardroom it’s 

generally based around contributions are based around personal relationships so if you’re talking about a topic 

someone might say I know that person, I can talk to them or I can put the CEO in touch with them or whatever. So 

that depends on if you like, market connection 
F20 rd2 3007-3018 Resource 

Dependence 

the second way that happens is the board structure might allow the chairman an opportunity to go and introduce 

themselves to somebody because they are the chairman of the board and I’ve got an example in the UK where our 

chairman is talking to a regulator and has availability to do that because he’s the chairman so part of it goes with title, 

part of it goes with connection. The contribution from diversity would be on the connection level I guess where if you 

had for example on the Water Care board an issue with water taken from the Waikato and you had a board member 

who was well connected into Maoridom, that would probably help facilitate the process. What that means for a Top 

50 board, I’m not sure where they would, it’s really a matter of whether the person, whether they’re a diversification 

contributor or not, it’s whether they have a connection. 

F21 bk1 3046-3048 Business Knowledge It’s not a negative. Benefits from there would come down to individual circumstances of companies, so if you think 

about, Sanford’s, the Fishing Company, does it have Maori representation on its’ board? 

F22 bk2 3054-3057 Business Knowledge So, they’ve obviously decided that it isn’t of help to them, if they haven’t got anyone on the board and the reason they 

would have thought that way is that, whoever the CEO is, will have connection to the right Maori fisheries bodies, 

those communications are already taking place on a day to day basis, generally. F22 er1 3054-3057 Executive Role So, they’ve obviously decided that it isn’t of help to them, if they haven’t got anyone on the board and the reason they 

would have thought that way is that, whoever the CEO is, will have connection to the right Maori fisheries bodies, 

those communications are already taking place on a day to day basis, generally. F23 fs1 3072-3075 Firm Strategy I think it does, that’s the point I’m trying to make by having differences of views around the board table. I think when 

you try to develop strategy, if you’re doing it properly you’ve got to have as much information available to you as 

possible, and as many perspectives as possible, so I think diversity helps that. F24 sc12 3099-3103 Selection Challenges Well, if you use the theoretical you’d say the bigger the pool the better obviously to choose from if it was a racial 

diversification, you know if you had 100 people to choose from that’s better than if you’ve got one. The economic 

system hasn’t delivered equality of racial representation even in management structures and that is the feeder group 

really 
F25 er2 3103-3109 Executive Role Management and service professionals are the feeder group for the boardroom community. So you’ve got to find a 

way to artificially accelerate that and when we started this conversation I said people don’t like to sacrifice skill set to 

provide opportunity for diverse people and my suggestion was maybe a board carries a spare, wrong choice of words 

but carries an extra person, that will help a little bit if people are open minded about that but what it won’t do is grow 

the feedstock and I don’t know how to do that 

F26 sc13 3109-3112 Selection Challenges I mean you look around in your environment and where you work and watch the number of Maori coming through 

for example, so the problem is really quite a deep-seated one. 

F27 sc14 3120-3126 Selection Challenges I think, while they might not have fully adopted it, I think racial diversity has a preference in boardrooms where the 

opportunities arise, you know like, I think there would be a preference if all else was equal to appoint diversified 

candidates, both racially and genetically but it goes back to the comment I made earlier with a board I’m on. The pool 

of Maori people, the list of capable Maori directors is probably no greater than 20-30 people, if that, and I’m 

guessing, but, quite often they will qualify as Maori but you won’t recognise them as Maori. 

F28 rc5 3148-3151 Regime Change I think you have to look at catalysts in two areas, one is to grow the pool of available talent and one is to then open up 

boardrooms to that talent on the basis where a board can take a risk around an individual without diluting their skill 

set. G1 nc1 3164-3177 Nomination 

Committee 

The boards that I’m associated with have, sometimes more frequently, skill matrix analysis so, in that context what 

happens is that individual directors complete skill matrix and fill in the survey on the basis of whether they see the 

skills that are listed down the side as either primary or secondary skills and they cover the whole gamut of 

experience, attributes, qualifications. Then normally the nominations team review the work that’s been done by the 

individual directors and determine whether they agree with that and then the board, through the nom committee 

initially review the skills that they have and think about the skills that they’re going to need going forward in terms of 

execution of strategy. Then what tends to happen is whether there’s a vacancy created by a retirement or where 

there’s I guess a more active refresh, the nominations committee tended to lead the process whereby an executive 

search firm will be charged with looking for a person who fills the requirements of the skills that the board are 

looking for..  

G2 nc2 3177-3181 Nomination 

Committee 

So it’s a much more formal process now in my experience than it ever was 15 years ago. I think the executive search 

process brings out the same old lists in the bottom drawer which used to happen a lot, is no longer acceptable and 

executive firms are charged with really conducting very thorough research to identify the best possible people for 

vacancies on the board 
G3 fs1 3181-3187 Firm Strategy Then the nominations committee will look at the long list and that will be refined down generally to a short list and 

the short list will be interviewed by the whole board. So I’ve been through that process quite a lot in the last couple of 

years, certainly on airport where we appointed a new director and were looking for both gender and specific diversity 

in terms of experience in the Asian market because of the initiatives we have there in terms of work 
G4 fs2 3199-3206 Firm Strategy It’s top of mind and as I’ve said with airport there’s a classic example where we were looking for gender diversity 

and we were also looking for specific, not necessarily ethnicity, but certainly experience beyond New Zealand in 

Asia, so really required someone who was very very used to working in the Asian market and had particular 

experience in that area. As a result we appointed a Singaporean woman who is based in Singapore but spends a lot of 

time, she’s vice president of a school for Asia-Pacific and spends a lot of time in Australia so she was appointed to 

the Airport Board 12 months ago 

G5 rc1 3206-3210 Regime Change So, all the boards are pretty active in diversity, at Mighty River Power we’ve got 43% of the directors are women, we 

will be looking in our future, I’ll talk about Future Directors in a moment, we will be looking for the broadest 

possible diversity in a future director appointment G6 rc2 3212-3217 Regime Change So it’s in very sharp focus on most boards now. You talk about the stats coming through, but in fact if you look at the 

last 11 IPO’s that have happened since Genesis last year, the ratio of those new, the companies that are coming to the 

stock market for the first time is a much higher percentage of females than there have been in the traditional stats 

which I think are showing 12%. 
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G6 sc1 3212-3217 Selection Challenges So it’s in very sharp focus on most boards now. You talk about the stats coming through, but in fact if you look at the 

last 11 IPO’s that have happened since Genesis last year, the ratio of those new, the companies that are coming to the 

stock market for the first time is a much higher percentage of females than there have been in the traditional stats 

which I think are showing 12%. 
G7 sc2 3224-3229 Selection Challenges One is that you have to understand board’s don’t churn 25% of their members every year, probably on average most 

directors stay on a board for 6 -8 years and that’s deemed to be about the ideal tenure, so you’re not churning people 

out every 6 months, so it does take time to get an appropriate weighting in terms of either gender diversity or 

ethnicity, or any other form of diversity. So there’s that element, it’s a slower scenario 
G8 sc3 3229-3235 Selection Challenges When you’re constructing a board in the leadup to an IPO, obviously the market looks at the composition of that 

board so the investment bankers who are advising most and creating some momentum in that we had a number of 

years post-GFC where we didn’t have a lot of new companies coming to market, now we’ve got, given the nom 

programme, we’ve had a lot more coming through in the last 20 months or so, that’s showing a much higher 

representation of women. 

G9 sc4 3244-3253 Selection Challenges Look I think it probably has been longer than that in the past, I think most boards, you need to have a balance in terms 

of experience around the board table. Most directors will tell you that they don’t think they’re fully competent at 

board level until probably the second or third year is when they really get up to speed. They’re obviously adding 

value before that, but I think to be totally comfortable, that you know the business, the industry, and you’re 

performing at optimum level, you’ve got to be a few years in so I think that’s accepted wisdom globally is around 9 

years as a reasonable maximum tenure, there’ll always be exceptional circumstances where you’ve got someone who 

is required for a longer period for whatever reason 

G10 fs3 3262-3269 Firm Strategy Yes, as I explained at Airport obviously all of the growth in recent years has come out of the Asian market, 

particularly China so the route development initiatives were predominantly focused on the Asian market and when 

you’ve got very different social media phenomenon, you’ve got different dynamics in terms of marketing, you’ve got 

a huge market where positional marketing budgets are just a drop in the ocean in the expertise, so we wanted 

someone who had very thorough knowledge of that marketplace. We would never have found that person without the 

search firm we used and that was a superb appointment. 

G10 is1 3262-3269 Industry Specific Yes, as I explained at Airport obviously all of the growth in recent years has come out of the Asian market, 

particularly China so the route development initiatives were predominantly focused on the Asian market and when 

you’ve got very different social media phenomenon, you’ve got different dynamics in terms of marketing, you’ve got 

a huge market where positional marketing budgets are just a drop in the ocean in the expertise, so we wanted 

someone who had very thorough knowledge of that marketplace. We would never have found that person without the 

search firm we used and that was a superb appointment. 

G11 rc3 3301-3305 Regime Change Now, in many instances in those days it was common to be the only woman on a board, I think the initiatives that the 

Crown has put in place has done a hell of a lot to increase diversity generally, I think they’ve probably led the charge 

in New Zealand, but I think now the board’s where this is not an ongoing discussion are the exceptions rather than the 

rule  
G12 rc4 3305-3315 Regime Change I think any board that doesn’t have some female representation is probably squirming because I think there’s a 

number of initiatives you probably know that there’s 25% Group, the IOD doing leadership, there’s global women 

doing initiatives in terms of diversity, Diverse NZ Inc and so forth so there’s actually quite a lot of heat being put on 

the NZX brought up the rule and some thought it was too weak but at least it was a start where you were having to 

disclose as a listed company if you had a diversity policy and if you did have that diversity policy, what you were 

doing about it, and that’s actually being reviewed by NZX at the moment. So it’s become something that can’t be 

ignored now and certainly as I said all the boards that I’m involved with, it’s an ongoing discussion. 

G12 dr1 3305-3315 Diversity Rule I think any board that doesn’t have some female representation is probably squirming because I think there’s a 

number of initiatives you probably know that there’s 25% Group, the IOD doing leadership, there’s global women 

doing initiatives in terms of diversity, Diverse NZ Inc and so forth so there’s actually quite a lot of heat being put on 

the NZX brought up the rule and some thought it was too weak but at least it was a start where you were having to 

disclose as a listed company if you had a diversity policy and if you did have that diversity policy, what you were 

doing about it, and that’s actually being reviewed by NZX at the moment. So it’s become something that can’t be 

ignored now and certainly as I said all the boards that I’m involved with, it’s an ongoing discussion. 

G13 rc5 3366-3373 Regime Change The reality is that it might have been glacially slow but my view is that there is real momentum now and, as I said 

before, if you look at those stats for the last 11 IPO’s and there’s significant uplift in terms of female representation 

and as I said at the outset, I see the gender diversity as the first frontier because women are 50% of the population so 

the fact that we’re at a low 11-12% is totally unrealistic, and the rest will follow. I think if you get the processes in 

place around the board table where people are looking at diversity then the ethnicity is going to follow. 

G13 sc5 3366-3373 Selection Challenges The reality is that it might have been glacially slow but my view is that there is real momentum now and, as I said 

before, if you look at those stats for the last 11 IPO’s and there’s significant uplift in terms of female representation 

and as I said at the outset, I see the gender diversity as the first frontier because women are 50% of the population so 

the fact that we’re at a low 11-12% is totally unrealistic, and the rest will follow. I think if you get the processes in 

place around the board table where people are looking at diversity then the ethnicity is going to follow. 

G14 rc6 3393-3400 Regime Change They’ve got to be people who are prepared to be mentors though and I think that’s part of the difficulty is, because 

I’m mentoring someone at the moment and there is a big time commitment so, IOD pay $500 per year for the 

privilege of being a member so, making an additional commitment in terms of time is actually quite a big ask so I can 

understand, they’ve had to move reasonably slowly but I think they are getting some traction, certainly they’re now 

putting out quite good data in terms of the success that the people who are mentees have achieved under the scheme. 

G15 rc7 3427-3431 Regime Change But, as I said, there are a number of people that I mentor informally but I do do one formally through IOD and that 

person has been very successful. She’s picked up some very good directorships, so it’s quite rewarding to see people 

being successful and actually hopefully getting some benefit from the advice that you’re giving. G16 rc8 3452-3454 Regime Change but look the one thing I am opposed to is any form of quota, so when you have the stats coming out saying we should 

be adopting quotas, I’m totally opposed to that 

G17 rc9 3472-3476 Regime Change but I tend to think the other stuff that they’re doing over there or have done, my understanding is the champions of 

change program has worked really in Australia and that that was a group of senior male chairs predominantly, who 

took it upon themselves to again, be champions for, and this was I think oriented largely for women, has certainly got 

some traction  
G18 sc6 3587-3590 Selection Challenges So it’s a complementarity of skills around the board table but it’s also the individual experiences that directors bring 

and diversity of thought comes about because people have different experiences and exposures. 

G19 ee1 3618-3622 External 

Environment 

It’s not only the fact that some of the iwi entities are becoming very strong commercially, that’s one issue, but I think 

most companies now recognise that it’s also very valuable, certainly at Mighty River Power we have very strong 

partnerships at our geothermal stations with some of the land trusts so it’s a core part of our business, it was a 

growing awareness 
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H1 nc1 3638-3643 Nomination 

Committee 

If you wind the clock back a few years there was a high focus on personal networks and a high focus on an approach 

that was, you know, if you’re known to one of the people on the board already, you have the inside track. So a few 

names would get put up on a whiteboard and say, John’s a good fellow and if there was enough chorus of approval 

and not too much decent then chances are John would get appointed 
H2 nc2 3643-3649 Nomination 

Committee 

There has been a move, and I think there are still vestiges of that existing, there has been a move away from this so 

nomination committees are now seeking greater objectivity, going out to firms such as us to canvas the market. There 

is still a comfort, you know oftentimes a board will still go out to the market saying they want to be really diverse and 

spread it really widely but they come back to a very conservative quantity at the end of the day which is not 

uncommon so there’s still vestiges of that kind of behaviour. 

H3 nc3 3658-3661 Nomination 

Committee 

One of the mechanisms is that they say to us “look, we want 30% of our people on the short list to be female, or 

diverse”, or they say they want to be challenged with some people that they would never brought on, and I can give 

you examples of people where we’ve been tasked with exactly that kind of brief. H4 sc1 3669-3677 Selection Challenges That’s a good question. I’d break it down a bit so I think that some of it is the old excuse that there are not enough 

people of ethnic diversity in the senior management ranks in which often board directors are drawn. You could 

probably argue that in the state sector they probably do a lot better, so if you look at the boards of a lot of state owned 

enterprises, they often have much greater representation, especially from Maori and Pacifica, arguably less so from 

Asia but they do a lot better because I think the state sector has been a fantastic base for incubating director talent and 

the government kind of mandate stuff more easily than a shareholder base. 

H5 sc2 3677-3685 Selection Challenges In the world of governance I know there is a perception amongst many that whilst in certain fields we can learn an 

awful lot from say Maori around how to act as custodians of the environment, how to build relationships and so on, 

but in a governance sense there’s a feeling that the Maori world could use a lot more understanding about how pakeha 

boards work. So there’s a feeling that particularly affects Maori and sort of the perception is that the Maori way of 

working in teams is too much focus in talk and relationships and not enough focus on actual – as a perception. And 

I’m only, I’m drawing a few straws here but I do feel this is the perception. 

H6 sc3 3693-3701 Selection Challenges I think it’s particularly a long-term focus, it’s particularly a focus on wide stakeholders and the environment as well. 

If I observed the roles that we’ve observed in the energy sector for example of Maori being on boards and I guess 

some of those are now, through the government sell down and our listed boards are well inside the New Zealand top 

50, the role of similar prominent Maori business leaders on those boards has really helped them shape their 

sustainability practices, it’s really helped them I guess get closer to the Maori way of thinking about the environment 

and the rivers, the quality of the lakes and that sort of thing. So I think profoundly it does 

H6 rc1 3693-3701 Regime Change I think it’s particularly a long-term focus, it’s particularly a focus on wide stakeholders and the environment as well. 

If I observed the roles that we’ve observed in the energy sector for example of Maori being on boards and I guess 

some of those are now, through the government sell down and our listed boards are well inside the New Zealand top 

50, the role of similar prominent Maori business leaders on those boards has really helped them shape their 

sustainability practices, it’s really helped them I guess get closer to the Maori way of thinking about the environment 

and the rivers, the quality of the lakes and that sort of thing. So I think profoundly it does 

H7 sc4 3701-3704 Selection Challenges I’ve sat on boards in a not for profit sense where, in a board I sat on as a trustee where I think the diversity amongst 

the table including members of the senior Maori community was invaluable, it added a richness of conversation that 

we didn’t have before. H7 rc2 3701-3704 Regime Change I’ve sat on boards in a not for profit sense where, in a board I sat on as a trustee where I think the diversity amongst 

the table including members of the senior Maori community was invaluable, it added a richness of conversation that 

we didn’t have before. H8 fs1 3710-3713 Firm Strategy I think through the energy companies I would say yes and hopefully that will spread from there but if I think of other 

boards in the NZX50, I can’t think of any that have deliberately chosen to focus on bringing in Maori directors into 

the boardroom. They may well exist but I can’t think of any. H8 is1 3710-3713 Industry Specific I think through the energy companies I would say yes and hopefully that will spread from there but if I think of other 

boards in the NZX50, I can’t think of any that have deliberately chosen to focus on bringing in Maori directors into 

the boardroom. They may well exist but I can’t think of any. H9 rc3 3721-3726 Regime Change There’s some good work already gone on so I would say that for example that there have been big delegations of 

Maori directors off to New York, off to Stamford and some governance programmes. So there have been some very 

deliberate attempts which I think are sponsored by companies like Fonterra, so there has been some progress in terms 

of some intense up skilling of potential emerging Maori leaders 
H10 sc5 3734-3741 Selection Challenges I think that’s more of an excuse. Most of the time we’re tasked to finding directors, over the last 3 years, 2/3rds of the 

people we’ve found for boards have been female. So, we measure that each year and over the last 3 years that’s what 

the stat is, about 64%, it’s probably slightly more actually given the last couple of appointments have been female. 

And people use that excuse about females, there’s not enough female talent, well the reality is that there is enough 

female talent out there, it’s just a case of looking a little bit harder and you’ve got to turn over some stones that might 

…  

H10 rc4 3734-3741 Regime Change I think that’s more of an excuse. Most of the time we’re tasked to finding directors, over the last 3 years, 2/3rds of the 

people we’ve found for boards have been female. So, we measure that each year and over the last 3 years that’s what 

the stat is, about 64%, it’s probably slightly more actually given the last couple of appointments have been female. 

And people use that excuse about females, there’s not enough female talent, well the reality is that there is enough 

female talent out there, it’s just a case of looking a little bit harder and you’ve got to turn over some stones that might 

…  

H11 sc6 3741-3744 Selection Challenges So what does happen, if you look at female talent is that there’s not many prominent female directors, it’s an easy 

phone call, if someone’s already on 8 boards it’s pretty obvious that they’re already experienced in governance, it’s a 

phone call to have a 9th H11 rc5 3741-3744 Regime Change So what does happen, if you look at female talent is that there’s not many prominent female directors, it’s an easy 

phone call, if someone’s already on 8 boards it’s pretty obvious that they’re already experienced in governance, it’s a 

phone call to have a 9th H12 sc7 3755-3759 Selection Challenges Anyways the board can identify those people themselves, they want senior experienced board members, they come to 

us if they want a richness of talent and I’d be confident that we’ve never had a brief that said we’d like you to find a 

Maori, Pacific, Asia, whatever ethnic diversity but I’m confident we would find them because that is what our job is. 
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H13 sc8 3766-3768 Selection Challenges One of the people on the Z Board we appointed has some tribal affiliations but it was by accident rather than decision 

so in terms of, no-one has ever asked us to go out and find a Maori/Pacifica board member. 

H14 dr1 3791-3797 Diversity Rule I think there’s a little bit of lip service paid to this. So people will sign up to these things because they have to, there’s 

no choice. No-one wants quotas so they’ll go as far as they need to there and I think a lot of the initiatives that are 

underway on diversity have so little teeth that they’re almost pointless so I’m not a great fan …. I mean I think it’s a 

positive signal to send to the market and reporting and all that sort of stuff is positive but, and it’s a good start, I think 

the transparency is a good start. 

H15 rc6 3804-3806 Regime Change One of the things the gender thing has, the gender thing gets the headlines at the moment, it’s fashionable, it’s the 

latest thing, so everyone is onto gender diversity 

H15 dr2 3804-3806 Diversity Rule One of the things the gender thing has, the gender thing gets the headlines at the moment, it’s fashionable, it’s the 

latest thing, so everyone is onto gender diversity 

H16 rc7 3806-3809 Regime Change I know half a dozen organisations now where women are on boards, global women, I mean it’s a bandwagon that 

everyone’s been on and as a consequence a lot of other stuff has been stifled so there’s only so much airtime for 

diversity H16 dr3 3806-3809 Diversity Rule I know half a dozen organisations now where women are on boards, global women, I mean it’s a bandwagon that 

everyone’s been on and as a consequence a lot of other stuff has been stifled so there’s only so much airtime for 

diversity H17 rc8 3809-3822 Regime Change so things like, there was a programme that we were involved in actually, I was a mentor and supporter of this 

programme in Auckland called Omega and Omega was about helping new migrants get jobs. So these were really 

senior people who had come from the British Army who’d left 1500 troops in Afghanistan, so a really seriously 

oppressive government. So me and a whole bunch of other people were mentors for the programme and it was funded 

by the Chamber of Commerce, and some other local government and bits and pieces but then the gender bandwagon 

comes along and Omega loses all its funding because that was the only thing that people were focused on and so 

these migrants are sitting there, probably driving taxis now who actually have got PhD’s and other things that could 

be very useful but of course they’re not fashionable anymore, so it’s no longer fashionable to look after refugees and 

migrants and make sure they get into the job market. I think it’s fashion. It’s very fashion dictated. 

H17 dr4 3809-3822 Diversity Rule so things like, there was a programme that we were involved in actually, I was a mentor and supporter of this 

programme in Auckland called Omega and Omega was about helping new migrants get jobs. So these were really 

senior people who had come from the British Army who’d left 1500 troops in Afghanistan, so a really seriously 

oppressive government. So me and a whole bunch of other people were mentors for the programme and it was funded 

by the Chamber of Commerce, and some other local government and bits and pieces but then the gender bandwagon 

comes along and Omega loses all its funding because that was the only thing that people were focused on and so 

these migrants are sitting there, probably driving taxis now who actually have got PhD’s and other things that could 

be very useful but of course they’re not fashionable anymore, so it’s no longer fashionable to look after refugees and 

migrants and make sure they get into the job market. I think it’s fashion. It’s very fashion dictated. 

H18 sc9 3831-3837 Selection Challenges Yes, there’s no question about that, partly because there’s already a fairy good female power base anyway who are 

pushing it very hard so the global women, they had a global women dinner last, one of my colleagues was there, the 

great and the good are all there and everyone’s feeling pretty good about themselves and patting themselves on the 

back at how great we are and the big strides we’re making, let’s celebrate that but it does mean that it sucks oxygen 

out of the room so that other initiatives that are equally worthy don’t get the opportunity. 

H18 rc9 3831-3837 Regime Change Yes, there’s no question about that, partly because there’s already a fairy good female power base anyway who are 

pushing it very hard so the global women, they had a global women dinner last, one of my colleagues was there, the 

great and the good are all there and everyone’s feeling pretty good about themselves and patting themselves on the 

back at how great we are and the big strides we’re making, let’s celebrate that but it does mean that it sucks oxygen 

out of the room so that other initiatives that are equally worthy don’t get the opportunity. 

H19 sc10 3847-3850 Selection Challenges I don’t necessarily think there’s a great, you know I’ve seen this great drawing of a nice iceberg, the diversity iceberg 

and at the top it’s got gender and ethnicity and some very obvious things but underneath it there’s religion and 

philosophies, sexuality, there’s so many other aspects of diversity. H19 rc10 3847-3850 Regime Change I don’t necessarily think there’s a great, you know I’ve seen this great drawing of a nice iceberg, the diversity iceberg 

and at the top it’s got gender and ethnicity and some very obvious things but underneath it there’s religion and 

philosophies, sexuality, there’s so many other aspects of diversity. H20 rc11 3870-3874 Regime Change I just think that maybe that is a result of the governance aspect so yes, in Australia perhaps if you do insist that 

companies have diversity policies where they name and shame, maybe yes, it would create a little bit more paperwork 

for the board but maybe actually that will cascade down to better performance. H21 rc12 3888-3889 Regime Change You’d probably start with measuring it the same way that you do gender, report on it etc. 

H22 sc11 3896-3900 Selection Challenges That’s right, it’s harder on the data collection because some people you know in their home life might identify very 

strongly with a certain iwi affiliation, but in their professional life they don’t want to be favoured because of it, we’ve 

had that in the past as well where people don’t want their tribal affiliation available to the media. H23 sc12 3908-3910 Selection Challenges There’s a truckload of evidence that the more diversity in the room, then there’s quality in the conversation. 

Ultimately it comes down to the ability of the chair to foster that.  

H23 rc13 3908-3910 Regime Change There’s a truckload of evidence that the more diversity in the room, then there’s quality in the conversation. 

Ultimately it comes down to the ability of the chair to foster that.  



Corporate Governance: Board Diversity and Ethnic Minority Directors  

on New Zealand’s Stock Exchange Top 50 Boards 

 

  

Copyright © Wayne Beilby 2015  112 

 

 

H24 fs2 3913-3927 Firm Strategy There is just absolutely no doubt that you have a bunch of very sane people in the room, it’s a very boring 

conversation, classic case we were involved in a smaller listed board involved with manufacturing and they had to 

have a female, had to be from Western Europe who’d worked in China and they immediately noticed when she came 

into the room, it’s a small board so there are only 5 people on the board, so it become 20% diverse, they measured it 

on gender very quickly as a result of our work, but they immediately noticed a change in the dynamic, that there was 

suddenly more interesting conversation because this woman was able to bring perspectives from working in a 

Belgium multi-national, she was able to bring perspectives from working in China, and she was able to bring 

perspectives on other bits and pieces. So no questions about it, we notice it in our little team here, we’ve got people 

from Ireland, Brazil, China, UK and anyone who’s ever worked in a team will know if you bring a diverse 

perspective it’s better. We’re getting forced to wake up to that and it’s a bit more of a challenge. 

H24 is2 3913-3927 Industry Specific There is just absolutely no doubt that you have a bunch of very sane people in the room, it’s a very boring 

conversation, classic case we were involved in a smaller listed board involved with manufacturing and they had to 

have a female, had to be from Western Europe who’d worked in China and they immediately noticed when she came 

into the room, it’s a small board so there are only 5 people on the board, so it become 20% diverse, they measured it 

on gender very quickly as a result of our work, but they immediately noticed a change in the dynamic, that there was 

suddenly more interesting conversation because this woman was able to bring perspectives from working in a 

Belgium multi-national, she was able to bring perspectives from working in China, and she was able to bring 

perspectives on other bits and pieces. So no questions about it, we notice it in our little team here, we’ve got people 

from Ireland, Brazil, China, UK and anyone who’s ever worked in a team will know if you bring a diverse 

perspective it’s better. We’re getting forced to wake up to that and it’s a bit more of a challenge. 

H25 dmp1 3934-3943 Decision Making 

Process 

Yes absolutely. How?  A different perspective, different world view. People comment about an Asian director and 

their orientation is slightly sort of longer planning horizons they bring, certainly insights into how to do business in 

China, how to think about the customer and their perspectives, so there’s some very practical and tangible things 

about how to get market entry into China and not get defrauded of millions of dollars, and then there’s the more 

strategic stuff – how to build relationships and I’m absolutely convinced that diversity in its many forms is beneficial. 

By that logic, whether it’s Maori board member, whether it’s a Burmese board member, a Nigerian, you’re going to 

get a different perspective. 

H26 sc13 3952-3960 Selection Challenges Yes, I think it would do and I think a board, if I think about the boards where you’ve got individuals that are very 

open to this, one guy, he’s spent many years working in Asia, he’s widely travelled, he’s forever dealing with 

different people, he’s already open to that sort of stuff and it’s people that have travelled widely and experienced … 

so if you take your European ethnic kiwis who have travelled widely, I think they come home with a whole new 

appreciation of Maori than they had when they were growing up. Personally I grew up with a Hungarian mother, 

English father, so always had a foot in two cultures really and I think that sort of thing all helps. 

H26 rc14 3952-3960 Regime Change Yes, I think it would do and I think a board, if I think about the boards where you’ve got individuals that are very 

open to this, one guy, he’s spent many years working in Asia, he’s widely travelled, he’s forever dealing with 

different people, he’s already open to that sort of stuff and it’s people that have travelled widely and experienced … 

so if you take your European ethnic kiwis who have travelled widely, I think they come home with a whole new 

appreciation of Maori than they had when they were growing up. Personally I grew up with a Hungarian mother, 

English father, so always had a foot in two cultures really and I think that sort of thing all helps. 

H27 rc15 3970-3974 Regime Change I think this is interesting, often I’ve had many comparisons made between the Maori world, and their way of thinking 

about things and the Chinese for example. For both there is a focus on community and collective, both has a focus on 

relationship and dialogue rather than just getting to the deal. Both it is about building trust and it’s very long term 

focused so it’s very inter-generational  
H27 sc14 3970-3974 Selection Challenges I think this is interesting, often I’ve had many comparisons made between the Maori world, and their way of thinking 

about things and the Chinese for example. For both there is a focus on community and collective, both has a focus on 

relationship and dialogue rather than just getting to the deal. Both it is about building trust and it’s very long term 

focused so it’s very inter-generational  
H28 sc15 3975-3982 Selection Challenges the Chinese have 20-30 year plans for the nation and what they’re trying to do under a predominantly European 

regime, you know New Zealand goes on a 3 year electoral cycle merely looking at 3 years out and the Maori view of 

the world is much more, and I’m naïve about this, so I’m learning about it, but it seems to be much more inter-

generational, much more a custodial relationship with the environment rather than an extractive relationship with the 

environment and much more relationship orientated, much more into building close relationships 

H28 rc16 3975-3982 Regime Change the Chinese have 20-30 year plans for the nation and what they’re trying to do under a predominantly European 

regime, you know New Zealand goes on a 3 year electoral cycle merely looking at 3 years out and the Maori view of 

the world is much more, and I’m naïve about this, so I’m learning about it, but it seems to be much more inter-

generational, much more a custodial relationship with the environment rather than an extractive relationship with the 

environment and much more relationship orientated, much more into building close relationships 

H29 sc16 3982-3987 Selection Challenges I think if you take the importance of doing business in Asia to the nation and you take, I think you’d probably argue, 

you could make a very cogent argument that having more people who understand and are immersed in a Maori world 

would allow visitors here to get their heads around for example doing business with China. I’ve not seen that 

connection being made but I think it’s an easy prediction. 
H29 rc17 3982-3987 Regime Change I think if you take the importance of doing business in Asia to the nation and you take, I think you’d probably argue, 

you could make a very cogent argument that having more people who understand and are immersed in a Maori world 

would allow visitors here to get their heads around for example doing business with China. I’ve not seen that 

connection being made but I think it’s an easy prediction. 
H30 sc17 4044-4049 Selection Challenges I think one of the challenges, it’s a bit like gender diversity, in order to make way, you’re requiring some grey haired 

white males to step down because that’s what it’s going to take, it’s actually, I have this conversation, you sit on a 

board and everyone’s a bloke and you say to these 8 people, look you all say you believe in diversity, well if you 

believe in it that much, why don’t you step down from the board and make way for someone?   
H31 sc18 4050-4059 Selection Challenges That’s where it’s actually got to go, people like to be on boards and the board circuit, so in order to … and people like 

coming to boards, it gives them a sense of status and everything else that comes with it so, in asking people to step 

out of the club, they’re no longer going to have every consultant in town asking you for work, they’re no longer going 

to be in the inner sanctum of governance in the organisations, they’re no longer going to be invited to parliament to 

present to select committees and on trips with the Prime Minister on trade missions up to China, being a director on 

boards often don’t pay that well, some pay well but many of them don’t but it’s not that that gets people, it’s the 

status that comes with it - so what you’re asking is not to push diversity in any form. 

H31 nc2 4050-4059 Nomination 

Committee 

That’s where it’s actually got to go, people like to be on boards and the board circuit, so in order to … and people like 

coming to boards, it gives them a sense of status and everything else that comes with it so, in asking people to step 

out of the club, they’re no longer going to have every consultant in town asking you for work, they’re no longer going 

to be in the inner sanctum of governance in the organisations, they’re no longer going to be invited to parliament to 

present to select committees and on trips with the Prime Minister on trade missions up to China, being a director on 

boards often don’t pay that well, some pay well but many of them don’t but it’s not that that gets people, it’s the 

status that comes with it - so what you’re asking is not to push diversity in any form. 

H32 sc19 4059-4063 Selection Challenges What you’ve got to do is get these people on the board to go, you know what I’m going to be the first to leave, and 

you know what, my responsibility is to find my replacement, and my replacement will be Maori, will be Asian … it 

requires courage and leadership by example, and that’s a hard thing.  H32 nc5 4059-4063 Nomination 

Committee 

What you’ve got to do is get these people on the board to go, you know what I’m going to be the first to leave, and 

you know what, my responsibility is to find my replacement, and my replacement will be Maori, will be Asian … it 

requires courage and leadership by example, and that’s a hard thing.  H33 nc6 4071-4073 Nomination 

Committee 

That’s right, it’s more important than the $40,000 fee, that’s more important, it’s the sense of being involved and the 

sense of being important, the self-esteem that comes with it. 
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H34 rc18 4093-4101 Regime Change still the word is that we are not doing a lot and I think that diversity is a similar sort of thing, that one or two studies 

seem to show that females on boards helped and then gradually there’s more and more studies being done and now 

actually you can start linking performance to that, once you start getting into that, and then you start getting the 

institutions start putting pressure on boards because that’s where the power base is, it’s not the ma and pa investors 

who’ve got a few shares in Fletchers, it’s actually someone coming along who owns 80% of the company going on 

and saying something at the table at the AGM saying, what are you doing?  

H35 rc19 4101-4106 Regime Change And I think because they want returns, they don’t care who’s on the board frankly, they just want the board to be 

effective, they come at it colour blind, gender blind and everything else, they just want the board more effective and 

they see the data that shows that if you make the board more diverse you dial up better performance, so that’s where 

the levers have changed. 
I1 nc1 4127-4128 Nomination 

Committee 

Well I guess some of the time they’ll run a process and they’ll use a search firm 

I2 nc2 4129-4134 Nomination 

Committee 

I think my perception would be that part of the issue is sometimes they don’t run a process at all so they’ll just talk to 

people they know, they’ll do it themselves essentially, so we’re sitting around the board table and we say, okay we 

need a new board member, who should we talk to?  And then they’ll just go out and talk to that person, so you know, 

they’re reliant on their own network rather than going outside. So that’s one way 
!3 nc3 4134-4144 Nomination 

Committee 

Another way is to say, well let’s run a process and let’s get a search firm involved to do that. They’ll come to us 

usually with the brief of what they want, they’ll tell us the particular skills they’re looking for in a director and that 

might include diversity-type issues, they may or may not, they might say to us they want a woman, or want someone 

from the retail sector or someone in digital, here’s the particular things that we’re after. We would then go away and 

research the market so we’re not reliant on just who we know, we basically take a clean sheet of paper and research it. 

So say they did say to us, we want digital and we want a woman to be on the board to bring those skills, we would go 

away and research that, and ideally find all the people in New Zealand who meet those kind of criteria and possibly 

internationally too 

I4 nc4 4169-4170 Nomination 

Committee 

Yes I think they do, if we draw diversity more broadly at the moment I think they do, so are they looking for some 

sort of diversity?   

I5 nc5 4170-4173 Nomination 

Committee 

Yes, I think the caveat on that though is, that’s when they come to us, if they come to us they are typically looking for 

something different and that’s why they’ve come to us or a search firm 

I6 nc6 4173-4178 Nomination 

Committee 

I think one of the issues is if they don’t do a process then they’re less likely to put diversity up there as a criteria. 

Again, go back to how they do it, let’s say they have a resignation on the board and they just go around and throw a 

few names amongst themselves, they’re going to come up with someone who’s not diverse because that’s their kind 

of mates essentially, so clearly in that case it won’t be diverse at all, and it would be unusual if it was. 
I6 sc1 4173-4178 Selection Challenges I think one of the issues is if they don’t do a process then they’re less likely to put diversity up there as a criteria. 

Again, go back to how they do it, let’s say they have a resignation on the board and they just go around and throw a 

few names amongst themselves, they’re going to come up with someone who’s not diverse because that’s their kind 

of mates essentially, so clearly in that case it won’t be diverse at all, and it would be unusual if it was. 
I7 sc2 4189-4193 Selection Challenges firstly there’s the boards not pushing it, so they might say that they are, but they don’t. So there’s a bit of a problem at 

the demand end in that they might push diversity but they’ll get a woman and that sorts that issue out and then it’s a 

pakeha woman who looks a lot like them with a similar background but they get a tick in their mind for diversity.  I8 sc3 4194-4196 Selection Challenges secondly there is a very genuine supply problem, so actually the other end of the pipeline is if a board does say to us, 

go out and find us a talented Maori CEO who could sit on our board, well there isn’t any 

I9 sc4 4197-4198 Selection Challenges but how many Maori CEO’s are there on the NZX50?  Probably none I’d say 

I10 sc5 4199-4203 Selection Challenges So where would you go, so firstly there’s an issue that the boards don’t really push it, that’s a generalisation, they 

generally don’t push it, and if you did, where would you get the people from?  And it’s the same with Pacific 

Islanders actually, there’s not a lot of senior Pacific Island executives around either in the big companies. I11 sc6 4211-4221 Selection Challenges Well I think a couple of ways, either you could say well look, some of the normal things we’re looking for, we’ll 

waive. Quite often people do want executive experience or CEO experience, so experience in a leadership team at a 

CEO level, so they could waive that criteria and say let’s have someone who’s an accountant or a lawyer or whatever, 

or more junior or who has worked in the not for profit sector, we’d grab someone like that, someone out of 

government, you don’t see a lot of that and there’s a lot of Maori in a reasonably senior level in government because 

they’ve proactively pushed it but if you enter a listed company board, the last thing they want is someone they see as 

a bureaucrat. So if they could waive some of those criteria to give these people a chance, that would be the first thing 

I12 er1 4221-4228 Executive Role then there’s the second thing which is the issues lower down in organisations, affirmative action is sort of out of 

vogue isn’t it but the reality is if companies pushed harder to elevate different ethnicities up the ranks of the corporate 

body then they’d be there, they’d be getting that exposure, so they’re never going to be in the leadership team if they 

don’t get promoted to the third tier are they?  So there’s a wider kind of issue around are we promoting different 

ethnicities lower down the hierarchy, and that’s not something we see a lot of.  

I13 sc7 4228-4230 Selection Challenges So that’s a longer term problem and probably a bigger issue and harder to fix and then of course there’s a wider issue 

of education and all the issues facing Maori anyway, and we know all about that and that’s too big for us to tackle. 

I14 sc8 4230-4237 Selection Challenges So I guess what would be a quicker fix would be probably boards being a lot looser on the criteria of people they 

accept as candidates and actually taking a bit of a chance to be honest because there’s a high degree of risk adversity, 

that’s another issue for you to think about. That is a huge stumbling block to increasing diversity on boards because 

they are so risk averse, they’re so worried about getting it wrong and it not working and being uncomfortable actually 

with someone around the table there that doesn’t fit well. 
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I15 sc9 4245-4247 Selection Challenges When did a shareholder ever have a problem with someone who’s put up on a board?  They’re always voted through 

automatically, you can hardly think of any that get voted down so I don’t think that’s right. 

I16 sc10 4257-4259 Selection Challenges So people are saying that if the Board of Auckland Airport put up Tracy Hualapai or something, to be on their board, 

that the shareholders would vote that down?  I think that’s nonsense really. 

I17 sc11 4265-4268 Selection Challenges It’s a huge leap. They might think that or the directors might think that or it might be a convenience excuse, or a bit of 

both but why don’t they try it, I think they will find that it would not be an issue at all. We don’t have an active 

shareholder base in New Zealand do we? I18 fs1 4280-4292 Firm Strategy Yes I do, I think it’s all about different perspectives and different ways of thinking isn’t it. I think any board benefits 

from different views from a healthy amount of debate and I think when you introduce a different background and a 

different view you get that debate and when you’re all the same, you’re at risk of thinking all the same and you won’t 

have that sort of debate so I think the divergence of views of life experiences, of just thought processes that someone 

like that brings, it’s got to be valuable, I don’t see why it wouldn’t be, I don’t see what the point of having a board of 

10 who all kind of think the same. So yes, and if you think of some of these companies, the Warehouse where a lot of 

the customers will be Maori, Auckland Airport, well they’re a massive employer in South Auckland so their 

constituency stakeholders are usually Maori again. You could think of examples for any company I think so I think 

having a director like that on the table would be hugely valuable. 

I18 dmp1 4280-4292 Decision Making 

Process 

Yes I do, I think it’s all about different perspectives and different ways of thinking isn’t it. I think any board benefits 

from different views from a healthy amount of debate and I think when you introduce a different background and a 

different view you get that debate and when you’re all the same, you’re at risk of thinking all the same and you won’t 

have that sort of debate so I think the divergence of views of life experiences, of just thought processes that someone 

like that brings, it’s got to be valuable, I don’t see why it wouldn’t be, I don’t see what the point of having a board of 

10 who all kind of think the same. So yes, and if you think of some of these companies, the Warehouse where a lot of 

the customers will be Maori, Auckland Airport, well they’re a massive employer in South Auckland so their 

constituency stakeholders are usually Maori again. You could think of examples for any company I think so I think 

having a director like that on the table would be hugely valuable. 

I19 sc12 4300-4302 Selection Challenges Because it’s just not a priority and a little around the supply point, we mentioned Tracy before, there are some but 

there’s not a lot of them, but it’s probably more the fact that it’s not a priority I think. 

I20 is1 4308-4316 Industry Specific Probably the Maori economy becoming so strong that they can’t afford to ignore it, probably that I would say, or if 

we get into a mandated regime which has happened in some countries, but I don’t know if that will happen in New 

Zealand under this government, but short of mandating it, you’re probably looking at the Maori economy becoming 

too significant to ignore and it is growing, but it is still probably quite a way away really. I don’t think you’ll get a lot 

of change in the next 10 years. So I think if you want real change you’ve probably got to mandate it, and people say 

they don’t want targets, it’s going to be counter productive and all that, but I don’t know about that. 

I21 dr1 4331 Diversity Rule Only to report on, not to meet a target, so, who cares? 

I22 dr2 4344-4346 Diversity Rule It’s a pretty soft rule isn’t it?  You could look at the board on their annual report and work out for yourself how many 

women there are, they’re just doing the counting for you, I think. 

I23 dr3 4362-4365 Diversity Rule Now I think of it, I think it’s a tiny, tiny baby step, I wouldn’t call it a half step, I suppose it gets them thinking about 

it hopefully, maybe they’re slightly embarrassed if they have report they have no diversity, but is it going to drive a 

massive change of behaviour?  I doubt it. I24 rc1 4372-4373 Regime Change Are they really though?  We have this 25% group don’t we?  So what’s it achieved? 

I25 rc2 4379-4386 Regime Change Nothing. Not that I’m aware of. Look that’s probably a little harsh. Look, there’s been a general awareness around the 

need for diversity. There’s been a bit more thought about it, probably as a result of the 25% Group, certain core 

people in there who have championed it have definitely try to bring some different directors onto their boards, that’s 

probably only a handful of people and it’s general been seen as a female, that would be my observations. So it’s an 

improvement, but again it’s a very small one. Are they on track to achieve what they set out?  What is it, 25% of 

directors, they won’t hit that will they? 

I26 rc3 4397-4402 Regime Change It surprises me a little bit I suppose, in some ways it doesn’t, I mean the boards are very focused on diversity being a 

gender issue. I don’t really know why?  I suspect it’s some sort of almost subconscious reason about if they are going 

to depart from the white male old board, probably the next easiest thing to do is to bring a woman in, that’s probably 

why, as opposed to a young person, or someone who’s ethnically diverse 
I27 sc13 4404-4409 Selection Challenges Fundamentally it’s all driven by a few of having people around the table who will rock the boat and they’ll be 

uncomfortable with. So it all starts from that almost subconscious position. So my instinct would be is the reason 

they’ve leapt on women is they’re the least likely to make the situation uncomfortable and boards are really really 

really focused on that 
I28 rc4 4409-4412 Regime Change I mean even the Future Directors thing that’s been an issue. I mean we’ve only had 6 companies participate and I 

think it’s because of all the others we’ve talked to they’re absolutely terrified of bringing someone in who is different. 

I29 fs2 4422-4425 Firm Strategy That’s similar to the question you asked me before though isn’t it I mean I think they bring a different viewpoint, a 

different background and history and therefore they think about issues and challenges and strategies in a different 

way. I30 ee1 4425-4427 External 

Environment 

They also bring a different network actually, which also could be useful. Board members bring their network too so 

their network will be more diverse and different for that reason. So, it’s just different thinking I think. 
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I31 fs3 4437-4449 Firm Strategy Yes absolutely. Well let’s take a business that’s trying to, let’s take a hypothetical, let’s take a business that’s perhaps 

thinking about how it can introduce new capital or undertake a joint venture or something like that. Now if everyone 

sitting around a table is male, pakeha, from Auckland, then they’re likely to think of banks and funds. If you had a 

Maori director there they might think of an iwi, why don’t we partner with an iwi in this area and they can introduce 

some capital or do a joint venture so again it’s just different networks and understanding of how business is done in 

their kind of world and just a bit of lateral thinking, now it could be possible for Pakeha directors to also think that 

too but then when they strategise about how they do it, they’ll probably go, oh I don’t know anyone so it’s too hard so 

it gets parked. Whereas if they’ve got so and so sitting there and he’s like, well I’m friends with so and so who has a 

share in Ngai Tahu, why don’t we talk to him? 

I31 ee2 4437-4449 External 

Environment 

Yes absolutely. Well let’s take a business that’s trying to, let’s take a hypothetical, let’s take a business that’s perhaps 

thinking about how it can introduce new capital or undertake a joint venture or something like that. Now if everyone 

sitting around a table is male, pakeha, from Auckland, then they’re likely to think of banks and funds. If you had a 

Maori director there they might think of an iwi, why don’t we partner with an iwi in this area and they can introduce 

some capital or do a joint venture so again it’s just different networks and understanding of how business is done in 

their kind of world and just a bit of lateral thinking, now it could be possible for Pakeha directors to also think that 

too but then when they strategise about how they do it, they’ll probably go, oh I don’t know anyone so it’s too hard so 

it gets parked. Whereas if they’ve got so and so sitting there and he’s like, well I’m friends with so and so who has a 

share in Ngai Tahu, why don’t we talk to him? 

I32 fs4 4449-4459 Firm Strategy Now Ngai Tahu were interesting because they’re so sort of successful that probably a lot of the pakeha directors have 

that link but you know, it could be another iwi that’s just been given a whole lot of treaty money or something like 

that so I think it’s again just thinking of things in a different way. They might have an understanding of the workforce 

and how they’re feeling about life and they might be able to wear that hat, say the Airport want to do something then 

someone’s a director who’s from South Auckland and connected more into that community, they might say, well 

actually have you thought of the effect of this policy on the cleaners or something like that?  So, and that wouldn’t 

necessarily be thought of by another group, so I think again it’s just thinking of things from a different angle. 

I32 ee3 4449-4459 External 

Environment 

Now Ngai Tahu were interesting because they’re so sort of successful that probably a lot of the pakeha directors have 

that link but you know, it could be another iwi that’s just been given a whole lot of treaty money or something like 

that so I think it’s again just thinking of things in a different way. They might have an understanding of the workforce 

and how they’re feeling about life and they might be able to wear that hat, say the Airport want to do something then 

someone’s a director who’s from South Auckland and connected more into that community, they might say, well 

actually have you thought of the effect of this policy on the cleaners or something like that?  So, and that wouldn’t 

necessarily be thought of by another group, so I think again it’s just thinking of things from a different angle. 

I33 fs5 4467-4472 Firm Strategy Yes similar lines, just thinking about things from the viewpoints of different stakeholders, bringing a different 

cultural view because Maori tend to think more long term don’t they so that can be a difference as well, just another 

mindset in the way the strategy is attacked and planned, and again, just that different network, they might be able to 

feed in different ideas for different things that are going on. 
I33 dmp2 4467-4472 Decision Making 

Process 

Yes similar lines, just thinking about things from the viewpoints of different stakeholders, bringing a different 

cultural view because Maori tend to think more long term don’t they so that can be a difference as well, just another 

mindset in the way the strategy is attacked and planned, and again, just that different network, they might be able to 

feed in different ideas for different things that are going on. 
I34 is2 4487-4488 Industry Specific They’re becoming a real force in farming aren’t they?  Does Fonterra have a Maori director for example?  I don’t 

think it does. Which is amazing really isn’t it. 

I35 sc14 4496-4503 Selection Challenges one thing I should have mentioned is for the larger companies in New Zealand, a lot of the processes for appointing 

directors are run by Australian search firms. So they’re never going to appoint a Maori, because they don’t even 

know who they are, or how it all works so the reality is if Fonterra go to Egon Zehnder which is what they typically 

do to run a search out of Melbourne for their directors, they’re never going to appoint someone like that so that’s part 

of the problem as well, a small part, but it’s probably worth mentioning. And the larger companies will typically do 

that. 

I36 ee4 4539-4548 External 

Environment 

Oh absolutely, I mean again it’s touching on stuff we’ve talked about already but they may well bring connections 

that are useful in the labour force sense, connections in terms of capital that could come into the business tend to be 

better connected sometimes than public sector too actually, not all the time but because public sector have had this 

huge push for diversity, there are a lot of senior people down there and so there ‘s that connection. So they absolutely 

can and actually the public sector thing is an interesting point because you talk about how you change all this. Well in 

the public sector they mandated a target, you know, half the boards had to be, I can’t remember, but half the boards 

being diverse in some way. 

I37 sc15 4572-4577 Selection Challenges I think so, you want your board to be ideally reasonably represented of the customers and the stakeholders don’t you, 

so we get to a situation where pakeha are the minority, and within that, pakeha men are the real minority and boards 

are pakeha men, well, at some stage they lose touch with reality on a stakeholder basis, so yeah, I think it will 

definitely have a huge impact. I think the companies that embrace that earlier will have a competitive advantage 

eventually. 

I37 dr4 4572-4577 Diversity Rule I think so, you want your board to be ideally reasonably represented of the customers and the stakeholders don’t you, 

so we get to a situation where pakeha are the minority, and within that, pakeha men are the real minority and boards 

are pakeha men, well, at some stage they lose touch with reality on a stakeholder basis, so yeah, I think it will 

definitely have a huge impact. I think the companies that embrace that earlier will have a competitive advantage 

eventually. 

I38 sc16 4587-4588 Selection Challenges very glacial kind of change, but it is moving at least in the right direction 

J1 nc1 4598-4600 Nomination 

Committee 

We employ a headhunter, who create a list of suitable candidates, we narrow them down and a select number will be 

put in front of the board and the board will make a choice. 

J2 nc2 4621-4622 Nomination 

Committee 

Ensuring that a club environment does not exist, ensuring that the diversity of thought will be as wide as possible so 

that entity will get its best result. 

J3 nc3 4628 Nomination 

Committee 

Diversity of thought’s really important. 

J4 nc4 4635-4637 Nomination 

Committee 

It’s slowly starting to come up but I think we’re some way off that so we’ll talk about gender, there’ll be some debate 

around ethni… ethni … ethnic … whatever!  But decisions won’t go anywhere near it. 

J5 sc1 4644-4645 Selection Challenges There are very few Maori people in the space of applying for NZX50 boards other than government related entities. 
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J6 sc2 4652-4654 Selection Challenges No, the talent pool I don’t think is relevant. I think the engagement and structure in which most … so, we could have 

significant Maori for all we know sitting on NZX50 boards but they may not be as distinguishable as others  

J7 sc3 4654-4661 Selection Challenges so what we’ve got is a successful Maori will be involved in government, in education or in their own iwi management 

and structure, so that’s where I think most educated Maori are going, and that may be because that’s how they wish to 

help New Zealand Inc or help Maori, I don’t know but you think about how many successful Maori do we have as 

coming up through the ranks inside corporates?  I imagine a lot less than the number of those who have tertiary 

education, it’s unbalanced, so hence they don’t get onto to NZX50 boards. 

J8 sc4 4667-4672 Selection Challenges Yes, because they’ve got so many other things, so you know, treaty settlements, so you’ve got a hell of a lot of Maori 

who do law degrees, so they’re not going to be sitting on the corporate boards yet, there are a lot of tribal interests 

getting started so there are a lot of people sitting in those organisations and you come back to governments, social, so 

they’re all involved in those so they’re just not in the corporate world as related to population size. 
J9 dmp1 4679-4682 Decision Making 

Process 

No, they probably wouldn’t be doing their job if they did. But boards should be diverse as to thought, and to a degree 

they have to be conversant of the environment they live in so, a board of eight 60 year old males is going to struggle 

unless it’s selling Viagra to white males isn’t it. J10 er1 4693-4698 Executive Role I’m strongly against that, I think that’s not the role of boards so if you’re looking for a Mandarin-speaking someone 

then surely you employ them in your executive. If you’re engaging in primary industries and you need significant 

input into water with local iwi then surely again, hire an executive or a consultant to work with you, but I don’t see 

one of the board members dipping into management to provide that service. 
J11 dr1 4714-4717 Diversity Rule It’s a start and it’s a debate around stick or carrot. You can, but you should not force diversity upon people, what you 

should do is co-erse them into a position where they believe it’s the appropriate course of action so in essence the 

NZX Rules are a step along co-ersion. J12 dr2 4730-4735 Diversity Rule That’s a debate, it’s working a lot better because Australians 1) are diverse a little bit more, 2) they seem to have 

taken on board the issue around diversity a lot easier than we have. So if you look at gender, their leaders of influence 

which is a group of males trying to get diversity a hell of a lot more easier, a lot more traction, than we get, it’s 

immature around these issues. Male champions of diversity. 
J13 dr3 4744 Diversity Rule They’re similar lines but it’s far more of a struggle than in Australia. 

J14 nc5 4750-4758 Nomination 

Committee 

We are starting further back, we don’t quite understand as a nation the need for diversity at these top levels. So, if you 

go back and look at data, Australian boards, American boards even, hire new board members via a headhunter or 

recruitment firm. Majority of New Zealand boards still hire board members based on director’s networks. That 

distinction alone is fundamental to thinking so if you go to a head hunter they’re going to tell you about modern 

theory, they’re going to tell you about the need for diversity etc etc so you’re already half way there whereas if you 

and I are sitting down with a beer working out who we’re going to ask, we, by definition only ask those people we 

know. 

J15 sc5 4767-4769 Selection Challenges Ok so that could happen but the number of people not retiring is such that you aren’t making a significant difference 

by hiring only new directors in that process, so by definition it’s slow. 

J16 sc6 4781-4784 Selection Challenges Yes, but it’s looking at diversity in a much wider sense. It’s diversity of thought. Part of a process, part of evolution 

and we as a country need to accept that there’s knowledge outside of New Zealand that we should tap into, so we 

should use off-shore parties probably more. J16 fs1 4781-4784 Firm Strategy Yes, but it’s looking at diversity in a much wider sense. It’s diversity of thought. Part of a process, part of evolution 

and we as a country need to accept that there’s knowledge outside of New Zealand that we should tap into, so we 

should use off-shore parties probably more. J17 sc7 4832-4841 Selection Challenges Oh there’s lots of uniqueness but they need to get over it and contribute as leaders of industry and as leaders of 

society as distinct from indigenous people. Maori spend too much time looking back, use the money and look 

forward. Get rid of social housing, get rid of handouts and get people educated, get them educated in heritage, no 

issue but get out and move forward. The days are gone when the country owes you something but the majority of 

Maori are still consumed by how to manipulate the Treaty, how to maximize that dollar instead of using the attributes 

they have to go forward. That’s my political speech for the day, and as I’ve spent 2 hours on Maoridom this morning, 

I’ve had a fucking guts-full. 

J18 nc6 4859-4860 Nomination 

Committee 

Sensitivity, you mean hire some local to go and smooth the way?  That’s what it is, so that’s kind of wrong isn’t it? 

J18 sc8 4859-4860 Selection Challenges Sensitivity, you mean hire some local to go and smooth the way?  That’s what it is, so that’s kind of wrong isn’t it? 

J19 er2 4868-4880 Executive Role If you go back to basics, the board should be of a level and of an ability that 1) they’re cognizant of tangata whenua, 

they understand, every New Zealand’er should understand the importance of the land and the water, we don’t, ok, so I 

don’t think Maori could teach me that. I’d rather every people understood that. So it comes back to your core values 

and you’ve got a discussion with someone who has very strong core values on New Zealand Inc, and then on green, 

and then has very strong core values that I don’t need, it would be shocking for me to need to ask that person to cover 

this issue. Everyone collectively should be that in-tune to deal with that issue and then find a way of getting there. 

Now, does that mean that if we’re going to go and play in the Waikato that we should go and get Tainui on the board?  

No, I’d rather say we should have a relationship with Tainui that is a partnership, that’s not a board member because 

it goes all the way down my organisation. 

J20 sc9 4888-4891 Selection Challenges So fine, I can’t argue that you need help, but, you may not, you could turn up to Tainui tomorrow and say, you are 

who you are, this is who I am and I’d like to find a way or working together and you might actually sit down and sort 

it out over time with the relationship. 
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J21 sc10 4958 Selection Challenges Gender is number one … 

J22 sc11 4964 Selection Challenges Because we’ve chosen it … 

J23 sc12 4970 Selection Challenges We, the royal “we”. Gender is a topical way of achieving diversity. 

J24 sc13 4977-4978 Selection Challenges The premise is that someone should not be appointed because of their ethnicity. That’s step number one 

J25 sc14 4978-4986 Selection Challenges Is the pool available?  Gut feel?  No. If we went and said that was our objective today, we wouldn’t make any 

traction, if we say gender is, and I think if you were to read for instance, the definition, I know 2 people, including 

me, of what we’re trying to do in the 25% group it is actually to achieve diversity rather than simply gender, but 

gender is number one in that process. Because once you get to gender, people will actually say this actually works 

quite well and then they’ll look outside the square to the next stage but you can’t have tokenism and I’m not sure that 

we have enough non-Caucasian people in business so that there is a pool available to go onto NZX50 boards. 

J26 sc15 5006-5008 Selection Challenges What currently do Maori want their children to be?  Professionals in one way or the other. Either leading the tribe or 

involved in government or tertiary or services. 

J27 fs2 5023-5024 Firm Strategy If the economy gets a chance to grow, which it should, then by definition there will be more Maori in commercial 

entities. 

J27 is1 5023-5024 Industry Specific If the economy gets a chance to grow, which it should, then by definition there will be more Maori in commercial 

entities. 

J28 is2 5038-5040 Industry Specific If you’ve got Tainui with 30 businesses and it’s got at least 30 tribal leaders in those businesses, then by definition 

it’s got people in commerce. As they mature they should have people looking to go on boards. 

J29 fs3 5046-5048 Firm Strategy but that’s it, but you cannot tell me that the way that Fonterra should engage in the Chinese market is to put a 

Chinaman on it’s board ok. 

J29 is3 5046-5048 Industry Specific but that’s it, but you cannot tell me that the way that Fonterra should engage in the Chinese market is to put a 

Chinaman on it’s board ok. 

J30 er3 5057-5059 Executive Role Ok, I can’t allow that to be a basis of intellectual discussion, because it’s wrong. They should have, if it’s a strategic 

plan to get into China they must have a work plan, a strategy, a business plan and employees to make it happen. Full 

stop. J31 rc1 5071-5076 Regime Change Yes of course there is because on 2026 50% of the population are non-Caucasian and of the 50% who are Caucasian, 

over 50% are over 65 so therefore exponentially, after 2026 non-Caucasians just got through the roof don’t they?  It’s 

all done, so therefore, by definition the workforce, and what we should be debating is how do we get top management 

to be representative of our population?  Ok, then we fix them, that’s how it will happen. 
J32 sc16 5108-5113 Selection Challenges But how many of them are in commerce?  In percentage terms. And how many of them have engaged in commerce 

which is NZX50?  Because then you come to an Asian given a choice, will probably not work for Lion or Vector but 

will go and work for themselves, different view on capitalism, so different things develop. So it will happen, but it 

isn’t happening yet. Educate Maori, that’s all you’ve got to do. 
J33 sc17 5157-5159 Selection Challenges Yes, because if you look at it, it’s a predominance of gender diversity. You should actually do this number, gender 

ethnicity. Maori women are getting more board seats than probably pakeha women are. 

J33 rc2 5157-5159 Regime Change Yes, because if you look at it, it’s a predominance of gender diversity. You should actually do this number, gender 

ethnicity. Maori women are getting more board seats than probably pakeha women are. 

J34 rc3 5174-5187 Regime Change But shouldn’t you be championing the success and acceptability of Maori being involved in the corporate world as 

distinct from Maori being involved in the Maori economy. Wouldn’t it to be great if the CEO of a number of public 

companies that did not have Maori investment in it, was Maori?  That would be a success. 
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J35 sc18 5187-5192 Selection Challenges If you have the right person who comes from a very deep cultural background of any form, then their thought 

processes and their view which is very strong in Maoridom as it is in Asia about longevity and about generational 

wealth, they will add significantly to any corporate, but they’re attributes of certain philosophical beliefs aren’t they, 

as distinct from who they are. That’s all. 
J36 er4 5201-5202 Executive Role No, yes they should but that implies that the company isn’t doing it properly because the company should have the 

resource of itself to open those. 

J37 fs4 5214-5216 Firm Strategy Yeah but you don’t need a board member. What you’re saying is, does corporate New Zealand take advantage of 

access to every available avenue of growth, the Maori economy and Maori network is beneficial, end of story. 

J38 fs5 5228-5229 Firm Strategy I don’t see it as a board member, I think the company itself should be turning over every stone. 

K1 nc1 5243-5252 Nomination 

Committee 

When a gap opportunity identifies itself I guess the first stage we sit around and look at what skills set we’re looking 

for, boards have become very conscious of that now, it’s not what it used to be. You need to make sure you cover the 

disciplines as part of the board, so that’s usually the discussion we have pretty much as a full board to start with and 

then the nomination committee will take it over in most cases now, I can think of over the last couple of years, we 

have used an external party who we have briefed in terms of what we are looking for, and then let them go away and 

come back with potential candidates and discuss that. That would come through to shortlist and then take it back to 

the board. So that’s pretty much it in a nutshell. 

K2 nc2 5258-5262 Nomination 

Committee 

I think in recent years the diversity question has been one more about gender, to us, the number of boards, we were 

talking about it last week in fact where diversity was the skillset, the range of skills that we have on the board, it’s not 

all accountants, it’s not all lawyers, that sort of thing, engineers, marketing people, that sort of thing.  K3 sc1 5266-5268 Selection Challenges one of our questions has been that we need to be appearing to not just the white part of the community, there are other 

ethnic groups as well so it’s pretty relevant. 

K4 sc2 5276-5284 Selection Challenges It’s all part of the brief that we give if we’re using an external party, as to what we’re wanting. I think in particular of 

a gender diversity issue that we had in one of my boards recently and we briefed head hunters accordingly. They 

couldn’t come up with a woman which is what we were looking for, in NZ with the right skill set so we said, well 

let’s have a look at Sydney and Melbourne and we found the right skill set there so we did that, so you know we were 

pretty keen on getting a woman for the role but it wasn’t just a woman for woman’s sake, had to have the right skill 

set. It’s a pretty small gene pool in NZ so we went off-shore. 

K5 sc3 5291-5294 Selection Challenges On NZX50 boards I think that’s correct, I think if you look at the SOE’s then clearly there’s a greater representation 

there. I would, very controversial, I would suggest that some of it is compromised standards just to be able to say they 

have achieved that. K6 dr1 5300-5302 Diversity Rule Sort of a quote requirement, and I don’t agree with quota-type requirements. I think Australia’s probably gone a bit 

further down that path than what NZ has. We don’t tend to believe in those sorts of things too much  

K6 rc1 5300-5302 Regime Change Sort of a quote requirement, and I don’t agree with quota-type requirements. I think Australia’s probably gone a bit 

further down that path than what NZ has. We don’t tend to believe in those sorts of things too much  

K7 er1 5312-5318 Executive Role I think it will happen though, I mean, because equally there have been very few ethnic minorities in CEO roles and 

senior roles within companies but within companies there are more and more coming through the ranks so I think it’s 

a matter of time and the same could be said I suppose a while ago about the female part of it, there were very few in 

senior positions whereas in New Zealand now there are a lot and they are also looking at governance-type roles. So I 

think the same will happen. 

K8 sc4 5318-5321 Selection Challenges We’ve had situations where Maori in particular have made it to lists, but haven’t had the skills that we’ve been 

looking at, equally, my boards, I suppose there is only 2 Maori appointments I guess I can think of so I guess it’s not 

that good. K9 rc2 5331-5339 Regime Change Which is really not different to what we had a few years ago with women that were coming out with great 

qualifications but really hadn’t been out there in the front line gaining experience at all, or had expected to be able to 

opt out of that executive type role pretty early on and go down a governance path rather than sort of getting a few 

more rungs up the ladder and then taking it on. And I think the same has happened with Maori, that there has been, 

that almost expectation, that they’ll get in there, but now there are a lot of good professional Maori out there than are 

getting good rungs on the board. So I think it will be just a matter of time, it’s not something that can be forced on a 

board. 

K10 rc3 5347-5349 Regime Change I guess encouraging our organisations that you’re on the boards of to have some pretty specific policies in that regard 

in terms of our own management teams and helping those people grow up professionally 

K11 sc5 5349-5358 Selection Challenges I remember in my Price Waterhouse Coopers days we had programs that do exactly that, to try and get someone to 

help them right at the university stage, with scholarships and then job opportunities and there does need to be more of 

that, but that’s a long term sort of thing, it takes a long time to be approved but I think, I can think of my 

organisations, a number of positions where Maori are coming through much stronger but it really has to be achieved 

at that level because if you don’t build up that skill set, that experience base in the company and then the expectation 

that they come onto a board, because what have they got to deliver?  It’s a long-term thing. 

K11 rc4 5349-5358 Regime Change I remember in my Price Waterhouse Coopers days we had programs that do exactly that, to try and get someone to 

help them right at the university stage, with scholarships and then job opportunities and there does need to be more of 

that, but that’s a long term sort of thing, it takes a long time to be approved but I think, I can think of my 

organisations, a number of positions where Maori are coming through much stronger but it really has to be achieved 

at that level because if you don’t build up that skill set, that experience base in the company and then the expectation 

that they come onto a board, because what have they got to deliver?  It’s a long-term thing. 
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K12 sc6 5390-5395 Selection Challenges Which is the other thing, I keep on saying Maori, but if you think of the diverse nature of NZ, or particularly in the 

Auckland region here now, Asians are a major part and again, there’s not great Asian representation on boards in NZ, 

but there will have to be because we have to, if you’re in retail like I am in one of mine, you’ve gotta be appealing to 

that community and if you’re trying to grow off-shore, you’re going into those sorts of communities. 
K12 rc5 5390-5395 Regime Change Which is the other thing, I keep on saying Maori, but if you think of the diverse nature of NZ, or particularly in the 

Auckland region here now, Asians are a major part and again, there’s not great Asian representation on boards in NZ, 

but there will have to be because we have to, if you’re in retail like I am in one of mine, you’ve gotta be appealing to 

that community and if you’re trying to grow off-shore, you’re going into those sorts of communities. 
K13 fs1 5404-5410 Firm Strategy Yes, it just helps your understandings of the intricacies of the different environments, each is different, so yes, we’ve 

certainly talked about it on one particular board in terms of expanding beyond Australia and NZ, as far as the Asian 

part of that expansion is concerned, and we’ve got scope to grow our board, it’s a small board at the moment and 

maybe we need to be looking at having someone who can guide us in that area as well, just like we did when going to 

the UK, somebody from the UK guided us there, so it’s no different. 

K14 fs2 5420-5427 Firm Strategy It’s like I said at the outset, when there’s an opportunity on the board you talk about what are your requirements, is it 

a particular educational requirement, be it a lawyer or marketing person or whatever, or is it something else, is it 

diversity or is it gender or whatever, it just fits into one of those boxes is many ways and I think particularly 

companies and NZX50 are in that category, companies are operating broader than just Australia and NZ, they have to 

be thinking pretty seriously about that, I wouldn’t say many have as yet but they need to be. 

K15 dr2 5436-5442 Diversity Rule my understanding is that it’s more of a guideline than rule, but it’s pretty useful to have that there and I think there’s a 

number of boards that have got quite a way to go so having something like that might just make them take notice, I 

can quote that all but one of my boards we’ve, as a consequence have introduced a diversity policy within the 

organisation, not just the board but right through and that’s not just gender, it’s not just ethnic, it’s everything. 
K16 dr3 5453-5457 Diversity Rule Yes, well on that, it’s probably worked from a gender perspective and as I said before, as an organisation there’s 

probably some encouragement needed to get moving on these things so it may not be a bad thing but it couldn’t just 

be Maori, it would have to be Asian as well and when you start getting into that, how far do you break it down?  It 

needs to be thought out fairly carefully. 
K17 fs3 5468-5473 Firm Strategy And as we get more Asian money, it’s a topical subject, being invested in NZ, I think, particularly when it’s in 

NZX50 companies, there’s going to be an expectation coming from that angle as well that needs some representation 

so you know, that will help force the hand a bit but I think that’s a positive because we’re seeing at the moment 

supermarkets just the other day, bought by Singaporean companies so yes, it will happen. 
K17 is1 5468-5473 Industry Specific And as we get more Asian money, it’s a topical subject, being invested in NZ, I think, particularly when it’s in 

NZX50 companies, there’s going to be an expectation coming from that angle as well that needs some representation 

so you know, that will help force the hand a bit but I think that’s a positive because we’re seeing at the moment 

supermarkets just the other day, bought by Singaporean companies so yes, it will happen. 
K18 dmp1 5483-5487 Decision Making 

Process 

Well, diversity, be it ethnic or gender, certainly from a gender perspective I’ve seen benefits come through the boards 

on that. Women just have a different way of looking at things quite often and that’s healthy, that’s good, they debate 

differently to men so that’s interesting as well, and perhaps often more details-focused than men so that’s beneficial 

to a board to work that through  
K19 dmp2 5487-5493 Decision Making 

Process 

and similar on the Maori front there are differences in approach so it can be useful in terms of the people interaction 

on the board and how you resolve issues and I think also if you were going, one of my boards was, again, a retailer, 

there are particular requirements or sentiments that might be useful from a product development point of view that’s 

useful for it coming right from the top end of the company so there’s many ways in which it can be beneficial I think.  
K20 dmp3 5500-5503 Decision Making 

Process 

Yes definitely, and you know even that difference in approach can be useful because Maori are very good at talking 

issues through, probably better than a lot of Europeans and they can abuse the shit out of each other and sort of reach 

agreement and carry on, and it’s quite good K21 dmp4 5504-5510 Decision Making 

Process 

and, if you’re going off-shore in the Asian area into China or something, perhaps some Chinese knowledge, which 

may be able to open doors for you which is incredibly important which you can’t do yourself, I mean sure you can 

have NX Trade office off-shore but it’s far better to have your own people that can be doing that and developing 

relationships in those markets. So that’s where I see the real strength of it coming in being able to do that and that’s 

probably more from the non-Maori value, it is more the international ethnicity. 

K21 rd1 5504-5510 Resource 

Dependence 

and, if you’re going off-shore in the Asian area into China or something, perhaps some Chinese knowledge, which 

may be able to open doors for you which is incredibly important which you can’t do yourself, I mean sure you can 

have NX Trade office off-shore but it’s far better to have your own people that can be doing that and developing 

relationships in those markets. So that’s where I see the real strength of it coming in being able to do that and that’s 

probably more from the non-Maori value, it is more the international ethnicity. 

K22 dmp5 5524-5530 Decision Making 

Process 

but I think you need to have that … it’s just another skill set that a board, if you’re operating in that market probably 

needs on the board, so when things are being raise they can come at it from their perspective rather than, I’ve been a 

consultant all my life but show a consultant your watch and he’ll tell you the time. Tell me you want to go into China 

and I’ll tell you what to do but you actually want someone who’s going to be there with you and be doing it. 
K23 fs4 5540-5551 Firm Strategy Well my retail company was going into the UK, this isn’t an ethnic minority person but we wanted to, we’d been in 

the UK for quite a long time, prior to the IPO but it wasn’t really happening right. We’d had different advice from 

consultants and so forth but then we identified this retail expert in the UK and thought we’d invite to join our board, 

we thought maybe two chances of her saying yes, but she said yes, and it’s been absolutely fantastic. Now that 

knowledge that brought in the UK, whenever we talk in the UK it’s not just us down this part of the world, sort of 

getting the consultants and putting them into place, it’s actually working with this director very closely up there and I 

see, we’ve talked about doing exactly the same thing, replicating that around Asia and as I say we’ve capacity on the 

board to bring in another person and this is what we’ve talked about earlier, it’s a good way to go. 

K23 is2 5540-5551 Industry Specific Well my retail company was going into the UK, this isn’t an ethnic minority person but we wanted to, we’d been in 

the UK for quite a long time, prior to the IPO but it wasn’t really happening right. We’d had different advice from 

consultants and so forth but then we identified this retail expert in the UK and thought we’d invite to join our board, 

we thought maybe two chances of her saying yes, but she said yes, and it’s been absolutely fantastic. Now that 

knowledge that brought in the UK, whenever we talk in the UK it’s not just us down this part of the world, sort of 

getting the consultants and putting them into place, it’s actually working with this director very closely up there and I 

see, we’ve talked about doing exactly the same thing, replicating that around Asia and as I say we’ve capacity on the 

board to bring in another person and this is what we’ve talked about earlier, it’s a good way to go. 

K24 fs5 5562-5565 Firm Strategy It’s almost happening in reverse because you’ve got some of these large Maori corporations, Ngai Tahu, Tainui who 

are doing great things, and they’ve got some non-Maori people on their boards so it’s almost happening in reverse 

that they’re seeing they need to do that.  
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K25 fs6 5571-5572 Firm Strategy Yes, and the experience, skill sets that they need to gather so yes I think the reverse should be happening as well. 

K26 rd2 5595-5600 Resource 

Dependence 

Yes well particularly those larger Maori organisations who are controlling big resources now, potentially I guess 

could give access to resources to those people and, yeah, I haven’t really thought about that too much but I could see 

that being no different to any other investment situation I think and as they start to get credibility, which those two in 

particular are, out there in the investment market then it’s gonna create those 2-way opportunities. 
K27 rd3 5608-5612 Resource 

Dependence 

Directly it’s not, but indirectly I think it is. I mean business is all about relationships and contacts and so forth, people 

working together and if that ethic can be conveyed from board level, that doesn’t mean that they’re sort of arranging 

contracts but if they’re pointing management in the right direction and maybe opening doors for them then that’s very 

much part of the board role. 
K28 ee1 5620-5624 External 

Environment 

Yes and that’s what I was saying before about going into China or Singapore or somewhere. You’ve got somebody 

who’s very experienced from that environment on your board, then I think they can bring real benefits. It is all about 

opening doors but it’s also about understanding the culture and so forth so big steerage can come from that. K29 sc7 5648-5658 Selection Challenges the ethnicity ones are interesting, I think that will change pretty drastically as well, it obviously has to. The Maori one 

doesn’t surprise me because what I said at the outset in terms of, if you did a survey of SOE’s obviously you would 

find that there, but if you get out into the companies where it’s hopefully on skill sets and capabilities and experience 

and so forth. Then there’s not a lot that are in that category but it is changing, there are a number coming through, and 

these big Maori companies, they’re running themselves very well and there’s some good skills being built up within 

those people. So I’d like to positively think that it’s only a matter of time but some of it might take a bit of a push and 

maybe some of the reporting requirements might help that. 

K30 rc6 5665-5674 Regime Change But I think you can achieve that objective by other means and maybe just even having to report it, not just at board 

level but also within your organisation as a whole. My retail company, we report under both Australian and NZ 

standards and the remuneration report and all this people stuff that we have to report in Australia, it’s far more 

detailed than here and I think it’s too detailed but somewhere in between I think it’s got a lot going for it, when it’s 

been adopted at board level and people are like ooh geez is that really what we look like?  People start to take it 

seriously. Whereas if they don’t actually have to look at those sort of numbers, then they can just fly below the radar. 

K31 dr4 5684-5685 Diversity Rule but I can imagine that being the case because I know a lot of organisations have only in recent years become seriously 

sensitive to gender  

K32 er2 5693-5697 Executive Role I think it’s been quite positive so in a way I think there’s a lot of HR teams around the country that’s been pushing 

these agendas in terms of ethnicity and gender and so forth, for some time, but it doesn’t sort of get much beyond that 

whereas, what gets reported, gets done. K33 dmp6 5732-5738 Decision Making 

Process 

Whereas I look at it slightly different and I look at it, as really another skill set that the board needs to be thinking 

about so whether it’s gender or whether it’s ethnicity or a lawyer or a marketing person, to me that’s the sort of 

category it comes into and boards, if they’re doing their homework right, should be thinking about that, what do we 

need in this particular market place and that’s where it should come through, not saying it’s about time we should 

have 10% of Maori or something like that. It’s a business decision. 

K33 bk1 5732-5738 Business Knowledge Whereas I look at it slightly different and I look at it, as really another skill set that the board needs to be thinking 

about so whether it’s gender or whether it’s ethnicity or a lawyer or a marketing person, to me that’s the sort of 

category it comes into and boards, if they’re doing their homework right, should be thinking about that, what do we 

need in this particular market place and that’s where it should come through, not saying it’s about time we should 

have 10% of Maori or something like that. It’s a business decision. 

K34 er3 5746-5750 Executive Role Yes, and when you see a couple of Chinese banks open for business in New Zealand recently, and I can think of over 

time in my PWC days and different organisations come to New Zealand, they get New Zealanders on their board 

because they want to know how you operate in New Zealand. Have you spoken with Jenny Shipley? L1 nc1 5779-5793 Nomination 

Committee 

then there’ll be a nomination committee and I think I probably sit on 3-4 nomination committees, or governance 

committees which include searching for directors. Two general methods, the first method is that you appoint a search 

firm and you go and brief them on what you’re looking for. They come with a whole selection of candidates, go 

through them, interview process, and I just did one last week, interview process where the person was being 

interviewed by the whole board and appoint somebody, or the other process is that everybody in the board is usually 

connected so they throw a few names in the hat, you look them up, do your own research, do a bit of Linked In and 

Google searches and so on, then talk to a few people who know those people, get down to 3 or 4, ring – there’s 

usually only a couple, until you get them refined, because we don’t like ringing a lot of people, if we do, we narrow it 

down so you’re pretty sure, see if they’re interested and then interview them for the appointment. So those are the two 

general methods. 

L2 nc2 5801-5806 Nomination 

Committee 

Yeah, that’s probably the case because I think if you’re reporting to shareholders, they’re probably likely to ask this 

question, so you want to be able to demonstrate that you’ve gone through a reasonably rigorous sort of process and 

you’ve gone a bit broader than contacts of the current boards so, yes, in any sort of larger organisation I would tend to 

go the more formal process and get a third party involved 
L3 nc3 5806-5811 Nomination 

Committee 

I must say, over the last 2-3 years, I’ve probably promoted myself that we have a more formal process. It’s a bit 

chicken-egg, there are more companies around that are doing it and they’re doing a better job. I think companies 

didn’t do that in the past, in my experience in particular, is that you go to a firm and they tend to be executive 

appointment but not director appointment, and they do a poor job of it, and it’s been quite hard.  
L4 nc4 5811-5816 Nomination 

Committee 

I can remember going to the Director’s Institute and asking them for names and usually coming up with a whole lot 

of try-hards but not really people that have got what I’m after. You get a whole lot of names thrown at you and it’s 

really not helpful. So it has been difficult, but now there’s 3-4 firms that I can think of that specifically do do director 

appointments. So a bit chicken-egg. 
L5 nc5 5822-5828 Nomination 

Committee 

There’s a bit of momentum about it in that I guess more companies are actually going to search firms so they set 

themselves up to provide directors whereas before it was only occasional. If I think back in the last 20 years or so I’ve 

been going out, although I guess I’ve been involved in quite a few companies that have got major shareholders and 

they tend to nominate directors so you’re not actually searching. It’s when you go for independent directors that 

you’re in this position. 

L6 nc6 5828-5832 Nomination 

Committee 

I think a lot of the appointments that I’ve had over the years, they’ve just been personal approaches, it’s been quite 

rare that I’ve been approached by a search firm. So if I turn it around the other way and think of in the last year I was 

involved in and appointed to 3-4 boards and 2 of them were direct approaches, they just rang me, and 2 of them were 

through companies 
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L7 nc7 5844-5855 Nomination 

Committee 

These companies come and go all the time but then I’ve had over the years a lot of bad experiences where I go to a 

firm and come up with buggar-all names and you end up going back to the second option and I’ve done that even in 

the last year, I’ve been to firms, it hasn’t worked out well, they haven’t got a good selection of people, no,no,no,no,no 

and then you trawl the people in the room and say, come on you guys, you’re on other boards, you must know good 

performers. But the good people are busy and so really, if I’m looking for a good director, I’m sort of trying to find 

those people that have just come back to New Zealand, have off-shore experience, haven’t got a full portfolio. I 

would get rung about directorships once a week on average, yeah, 50 calls a year at least. Either wanting me to 

consider something or could I think of somebody for this sort of role?   

L8 sc1 5865-5879 Selection Challenges I would say in most of them yes, we would certainly sit down and talk about, always, we sit down and talk about what 

we’re looking for and age comes up a  lot because generally everybody’s getting older right, everybody sort of starts 

off by thinking of their ideal person and that is usually somebody that is an average age younger than what’s sitting 

around the table at the moment, because you want to bring somebody on who’s got some durability, who’s going to 

outlast the people who are on the board currently, we all see ourselves as retiring soon so we want somebody that’s 

going to carry the baton so it always comes up, but you don’t want too young because they haven’t got the experience 

and they don’t bring enough to the table, but you don’t want someone who’s coming in to land, at the end of their 

career and this will be one of their last appointments and so on because they haven’t got the durability and it’s always 

a compromise so age is always a factor and everybody always says, what about somebody in their 40’s, that would be 

great and oldest in their 50’s and definitely not in their 60’s but unfortunately you have to compromise and that 

becomes a diluted factor 

L8 rc1 5865-5879 Regime Change I would say in most of them yes, we would certainly sit down and talk about, always, we sit down and talk about what 

we’re looking for and age comes up a  lot because generally everybody’s getting older right, everybody sort of starts 

off by thinking of their ideal person and that is usually somebody that is an average age younger than what’s sitting 

around the table at the moment, because you want to bring somebody on who’s got some durability, who’s going to 

outlast the people who are on the board currently, we all see ourselves as retiring soon so we want somebody that’s 

going to carry the baton so it always comes up, but you don’t want too young because they haven’t got the experience 

and they don’t bring enough to the table, but you don’t want someone who’s coming in to land, at the end of their 

career and this will be one of their last appointments and so on because they haven’t got the durability and it’s always 

a compromise so age is always a factor and everybody always says, what about somebody in their 40’s, that would be 

great and oldest in their 50’s and definitely not in their 60’s but unfortunately you have to compromise and that 

becomes a diluted factor 

L9 sc2 5879-5883 Selection Challenges So diversity of experience would be way up there, so you want somebody with a bit of marketing, processing, 

operations, procurement, or whatever the issue is of the day then you think you want somebody with a bit of depth in 

this, we want international, we want … so that would be up there. L9 fs1 5879-5883 Firm Strategy So diversity of experience would be way up there, so you want somebody with a bit of marketing, processing, 

operations, procurement, or whatever the issue is of the day then you think you want somebody with a bit of depth in 

this, we want international, we want … so that would be up there. L10 sc3 5883-5894 Selection Challenges Probably the primary thing is the experience they bring to the table, and I always think that the specific experience 

you bring to the table is always going to be out of date because you were an executive in this type of firm but things 

have moved on so you’re not looking for a specific, but a general, somebody who really understands, if it were 

marketing, the principles of marketing, they’ve been involved in fast moving consumer companies or whatever if 

that’s what we want to do, so something they really bring the principles to the table, they know about health and 

safety in depth, so I’m looking for people that know how to take a business form A to B, they know about strategy 

development, they understand that a fundamental is that they’ve got to be able to understand the financial job as well. 

So I know it’s not diversity of skills. 

L10 fs2 5883-5894 Firm Strategy Probably the primary thing is the experience they bring to the table, and I always think that the specific experience 

you bring to the table is always going to be out of date because you were an executive in this type of firm but things 

have moved on so you’re not looking for a specific, but a general, somebody who really understands, if it were 

marketing, the principles of marketing, they’ve been involved in fast moving consumer companies or whatever if 

that’s what we want to do, so something they really bring the principles to the table, they know about health and 

safety in depth, so I’m looking for people that know how to take a business form A to B, they know about strategy 

development, they understand that a fundamental is that they’ve got to be able to understand the financial job as well. 

So I know it’s not diversity of skills. 

L11 rd1 5901-5908 Resource 

Dependence 

Yes it does, like I think of, I’m on a meat processing marketing company and Maori farming is becoming more and 

more of an important feature of New Zealand’s livestock breeding and supply so the question comes up, should we 

have somebody from that sector on the board?  And the answer is always yes, as long as they bring everything else, 

yeah that would be great, connections, so business is about connections, so connections within the Maori farming by 

having somebody who’s connected that way would be great so in that company it definitely comes up. 

L11 is1 5901-5908 Industry Specific Yes it does, like I think of, I’m on a meat processing marketing company and Maori farming is becoming more and 

more of an important feature of New Zealand’s livestock breeding and supply so the question comes up, should we 

have somebody from that sector on the board?  And the answer is always yes, as long as they bring everything else, 

yeah that would be great, connections, so business is about connections, so connections within the Maori farming by 

having somebody who’s connected that way would be great so in that company it definitely comes up. 

L12 rd2 5908-5914 Resource 

Dependence 

I’m on an insurance company as well, FMG and we’re focused on again, the rural sector, and we have got somebody 

ethnic, he happens to be Taranaki iwi and that’s great, he’s not connected completely but he understands and brings 

more to the table, we didn’t actually know he was as connected as he is, we interviewed him and took on all the other 

attributes that he brought that to the table and then we find out that he’s much more connected to the iwi than we 

thought which is handy 

L12 is2 5908-5914 Industry Specific I’m on an insurance company as well, FMG and we’re focused on again, the rural sector, and we have got somebody 

ethnic, he happens to be Taranaki iwi and that’s great, he’s not connected completely but he understands and brings 

more to the table, we didn’t actually know he was as connected as he is, we interviewed him and took on all the other 

attributes that he brought that to the table and then we find out that he’s much more connected to the iwi than we 

thought which is handy 

L13 fs3 5914-5923 Firm Strategy So it comes up yeah, but in a company where it’s not a particular factor, then it doesn’t come up, if there’s a business 

reason to put it on the table then it is on the table, so I can think of these 2 companies that I sit on, yeah ethnic 

diversity does come up, ethnic diversity comes up. Synlait, for example, but it’s because we’re 29% Chinese owned 

but it’s more that’s where they live, that’s what they own, so they’re going to be on the board. It’s not a debate about 

diversity, it is diversity but they’re definitely appointing directors and they’re going to be Chinese directors and 

there’s a language issue, so there’s a little cultural issue, not a big cultural issue but your question is are we hinting 

for ethnic diversity … 

L14 is3 5929-5933 Industry Specific Well it does in those 2 businesses because it’s an important part of the market that we’re in so you need to understand 

the market and what better than to have somebody on the board that understands the market better than you do. So in 

2 companies it does, the rest of the companies I don’t think. Ethnic diversity not really much L15 fs4 5933-5938 Firm Strategy It is a factor in New Zealand business that you need to understand the Maori element. Unless your business is focused 

on supply or targeting, whether you think therefore because New Zealand is whatever percent Maori, or whatever it is 

that we need 20% of the directors, I don’t think I’ve ever had that conversation, it ‘s much more about hey, we need 

to be more connected than we are, how are we going to do that? 
L16 sc4 5939-5944 Selection Challenges in fact we appointed a new director a while ago, diversity didn’t come up, knowledge of pharmaceuticals 

internationally was what we were looking for. We had a guy in Australia, so is he ethnically diverse?  I suppose he is, 

he’s Australian, but it wouldn’t have mattered what ethnicity he was, does he know about international 

pharmaceutical development?  The skills and experience come way ahead. 
L17 sc5 5944-5952 Selection Challenges The only discussion I’ve ever had in any boardroom about diversity in terms of we should be this percentage or that 

percentage, women or ethnicity or whatever is Genesis, and I think that’s just because we’ve got a female chairman 

and she’s on the Global Women thing and she brings that to the table, and in fact I’m chairman of Synlait. That’s 

listed and I don’t think we’ve ever discussed diversity, and I know it’s something that we need to report on in our 

Annual Report but we’re diverse enough, we’ve got plenty of women, we’ve got Chinese people, so it’s never ever 

been an issue. I’ve never discussed it. 

L18 sc6 5960-5968 Selection Challenges Because, factually I think because Maori was not predominant in New Zealand business 30-40 years ago, their 

education statistics, their prevalence in managerial positions and so on was extremely low compared to the percentage 

of population and I think probably the Treaty settlements have kick-started Maori involvement in business and 

utilisation of the land they own has been great but it’s all in the last 15 years or so, so it takes a while, they’re flat-out 

trying to find people with enough experience to man their boards, let alone have enough to filter out to generally 

populate as per the percentage of the population. 
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L19 sc7 5975-5986 Selection Challenges Yeah they are and they haven’t got enough Maoris to fill up the other half. So they’re looking around, so I find that, 

and you don’t want to get the reverse which is that you get people with Maori ethnicity, but they’re not up to it. I’ve 

got one example of that which is sort of positive reinforcement that I’ve got one board where there’s a person on the 

board because she’s Maori and she does not and could not contribute at the level that’s required and everybody just 

shuts up about it and puts up with it. Is it a drag on the company?  No, but you don’t want too many passengers you 

know. Is she in training mode?  Yeah. Can the company afford to have a trainee director?  Yeah, it’s not a huge cost 

or anything, yeah it’s probably a positive in the community, but certainly on merits she wouldn’t be there, so that’s 

one positive reinforcement, but that’s the only example. Most of the boards I’m on, that wouldn’t happen 

L20 sc8 5986-5990 Selection Challenges I think the doors are completely and utterly open and colour-blind, or ethnicity blind, that probably is hard to believe 

but, I certainly think that way and I pray sensitive to any sort of racism or prejudice or whatever and most people 

these days are, and would actively stamp it out, so I hope that answers that question. L21 dmp1 5999-6008 Decision Making 

Process 

Yes well, you’re living in a society that the Maori culture is a bit like yourself, you can live in Auckland and ignore it 

and you can just charge on through and your company would still be successful, but most of New Zealand, 

appreciation of Maori culture, protocol and everything is pretty important. You can hire that in, and most companies 

do, they have somebody within the company that, you know, is culturally aware and get your waiata in, but 

everything else being equal, it would be nice to have that through the board room, you know, if you had some equal 

candidates, and you’re lining up 3 candidates, and they’re all equal in every other respect and one of that brought that 

extra Maori awareness, connection, it’s an added attribute then yeah, that’s great, that’s positive… 

L22 dmp2 6014-6024 Decision Making 

Process 

Yeah and somebody who understands who the local hapu are, who the local iwi are and … it adds something, it adds 

a mutual respect thing and all that sort of stuff. You can get it other ways, so it think most companies get it other 

ways, in most companies it is important, and they’ll have a person in the company that bring that, and they’ll pop into 

the boardroom and say, when we open the new factory we’ve got this … but if we had them around the board table it 

would be great, but there’s a scarcity, there’s not many of those guys around, and I’m not going to go and degrade, 

because 9 times out of 10 you’re not talking about that, you’re talking about the business and the strategy and 

everybody’s got respect in the room and you can’t just bring in anybody for that because you get another one … so 

it’s a factor, it’s positive, but it’s not available much. 

L23 dr1 6032-6038 Diversity Rule I guess my first reaction is a personal one, is that really necessary?  In this day and age there are people that need to 

be pushed to get ethnicity, age, gender or whatever diversity on their boards?  That was my first reaction and 

probably you dig a bit deeper, but I don’t feel that, maybe it’s easy for me to sit here as the typical director, 60, 

European decent, male, came from an executive background and I’m right lined up with the 95% so it’s very easy for 

me to sit there and say, we don’t need a rule like that, what the hell? I’m happy to hire anybody. 

L24 dr2 6038-6047 Diversity Rule So if I were sitting in the other 5%, if I were a very highly skilled Maori lady, or whatever, who’s got heaps of 

experience and not being rung up, well I might think the Diversity Rule is a pretty good idea you know and I think 

that it is 95%, then it is necessary isn’t it. So you do need positive reinforcement to get neutrality and I think the 

target is, we’ve got to be neutral to those factors although I’m positive reinforced to age diversity because I think 

younger, energetic bring in ideas are hell of an importance, IT awareness. And so companies get driven to that, 

bloody hell we’ve got to have some nerds on the board. I’m probably in support. 

L25 dr3 6070-6080 Diversity Rule One person can change a board quite dramatically, so you have a board of maybe 8 or 9. One guy leaves, you bring 

another person in and I can just think of one that I’m on. I was new to a board, and then we got a lady arrived, and I 

was just talking to the chairman this morning and she’s changed things dramatically, positively, she’s Air NZ, she’s 

ethnic by NZ descent but she’s younger and she’s a woman, I don’t think it’s a woman thing that she brings in but she 

is a woman. I don’t know whether it’s the fact that she’s female but she was a senior in Air NZ, now on the 

engineering side of things, she retired at 46-47, decided to become a director, we snapped her up and my god, she’s a 

breath is fresh air, brings energy. So I know you’ve got to report it, I’m mildly in favour of it, I didn’t think it was 

necessary but it probably is necessary. 

L26 sc9 6097-6098 Selection Challenges I know you are steering me towards like the ethnic or diversity but I tend to think that if a board is not diverse then 

you might  as well just get one person. 

L27 sc10 6104-6105 Selection Challenges The whole point of a board is diversity of thought and approach. That’s the whole point 

L28 sc11 6129-6131 Selection Challenges 90% of my answer is no because it’s a business, it’s a global village, we’re going to be selling to 150 ethnicities, 

you’ve got to appreciate that it’s a world out there and people see things and see things differently 

L29 dmp3 6158-6160 Decision Making 

Process 

Yeah, but it’s not critical, I mean, it’s important, it’s an added … you know, if I looked at the 10 attributes you have 

to have sitting around the board table, is it in the “have to” category?  No it’s not, it’s a “nice to have”,  

L30 fs5 6162-6170 Firm Strategy I think having a personal awareness and you need to understand what the market is. If the market’s a New Zealand 

market or we’re doing deals, then an appreciation of that, Maori protocol, knowledge, business knowledge is 

important. You don’t have to be Maori to get that but it’s an advantage, and so, yes, I’d want somebody if I was 

targeting that market ideally, just the same if I was heading to China, was taking that market, I want Chinese people 

in the company, do I want them on the board? Yes. If I can get somebody, he’s got to have all the same other stuff as 

well. So it’s the same answer again, but yes, it’s important but not critical. 

L30 is4 6162-6170 Industry Specific I think having a personal awareness and you need to understand what the market is. If the market’s a New Zealand 

market or we’re doing deals, then an appreciation of that, Maori protocol, knowledge, business knowledge is 

important. You don’t have to be Maori to get that but it’s an advantage, and so, yes, I’d want somebody if I was 

targeting that market ideally, just the same if I was heading to China, was taking that market, I want Chinese people 

in the company, do I want them on the board? Yes. If I can get somebody, he’s got to have all the same other stuff as 

well. So it’s the same answer again, but yes, it’s important but not critical. 

L31 sc12 6178-6185 Selection Challenges I think New Zealanders are New Zealanders, we think about things similarly and your background always influences 

the way you think but I think of heaps of involvement with Maori friends and I understand that yeah, there’s a slightly 

different way of thinking, the Marae-based culture, much more broader family connections, but you can overdo that, 

you over-generalise. Everybody’s an individual and we’re all being brought up in New Zealand, so you’re a mix 

anyway, so, because you’re Maori and you’re on a board, would you think about strategy differently?  I don’t 

necessarily think so. 

L32 ee1 6194-6198 External 

Environment 

Well yes, you get links in better, if you have a Maori director then you’ve got a bit of a head start, there’s no doubt 

about that if you find the key guy, but he’s linked in over here but he’s not linked in over there. You know they’ll say 

a hundred years ago you ate my grandparents or something. So, and I don’t make too big a deal of that either.  L33 sc13 6207-6215 Selection Challenges I think, these are the 10 things I’d like and being diverse would be good, but you can’t always get someone. I think 

that probably in New Zealand right at the moment that people are actively seeking people that bring some diversity to 

the table and so there’s a joke that goes around, you’ve got the male, you’re lesbian, you’re Maori, you must be on 28 

boards. You must be in high demand because you’ve got everything going for you . So I do think, maybe naively, that 

actually the things were talking about, are seen as valuable but there’s not enough people around that tick those boxes 

and that’s why there’s the 95%.  

L34 sc14 6215-6224 Selection Challenges Because you have to have good business strategic background, financial literacy, demonstrated, and that’s where 

Maoridom fall down. They’re coming through now, but there’s not enough people that have been through the ropes 

that qualify, basically to be directors, otherwise they’d be sucked up but I think there’s the A group, and the B, there’s 

buggar all of them. In the B,C,D group or whatever, and there’s more in here, but I’m looking for an A or B group 

director, am I going to take a C one because they’re diverse?  People do, a bit, but not a lot so I think that being 

diverse is probably an advantage and a lot of people will be screaming now saying it’s not. 
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L35 er1 6247-6256 Executive Role I’m not so much looking for director experience, I’m looking for business experience. I’m not going to appoint 

someone to a board who’s got buggar all business experience if it’s a gamble. He might be good, or he might not. I’m 

not going to take it, I’m going to take tried and true because it’s bloody important. I want somebody who can really 

contribute so I’m going to very much referee check but I don’t mind appointing someone who’s never been a director 

before, but business experience is what I’m looking for, I need them to bring to the table some marketing experience 

or some proven … I mean how did I get a start?  Because somebody must have thought I was a reasonable executive, 

not because I was a reasonable director 

L36 sc15 6283-6288 Selection Challenges I sit around boards with some pretty powerful personalities and we don’t talk about diversity, we talk about how are 

we going to get this person, she’s doing this stuff, I read about her, she’s a good director – that sort of stuff, much 

more of that. I don’t care that she’s female, so bloody what?  So that’s why it’s not a topic. I’m in too much of a hurry 

to be buggaring about with that.  
L37 sc16 6288-6290 Selection Challenges But it’s definitely a topic with the Maori and rural, but we didn’t appoint somebody from Maoridom, we didn’t 

interview somebody from Maoridom because no names came up. 

L38 sc17 6306-6309 Selection Challenges I’ve got sympathy for it. You can’t deny the figures and therefore you can’t deny that there’s something happening 

that’s pushing towards continuing to favour male directors. You can’t deny it. It’s definitely not 50/50, it’s nothing 

like 50/50 because it’s executive, it’s not a director thing L39 sc18 6329-6331 Selection Challenges It’s true you know, a lot of women interrupt their career to go and have babies, they have a bit more of a diverse 

career and to be the CEO of something you have to focus on that business. 

M1 nc1 6381-6388 Nomination 

Committee 

But you need to consider who’s on the board, how long have they been there and when they’re likely to leave, and 

think about how they would be replaced as well. So that was a formal process and then we go out to a formal 

recruitment agency and say this is the kind of person we’re looking for, see who’s around, see who they can find. But 

very much around the attributes, very much around skills and background, are we looking for a finance person, a 

marketing person or an IT person?  They would probably be the key considerations. 

M2 sc1 6401-6411 Selection Challenges So back to the question, is diversity considered?  As I say, I wasn’t there when it was considered, but my view would 

be, no it is not considered in the way you probably think it might be considered, for example, we don’t have enough 

women or we don’t have enough certain ethnicity or anything like that. Those would not be key considerations. The 

gender diversity would be to the extent that if it was felt that as a listed company, and we have to disclose those 

things, if we felt there might have been some pressure or for an industry where we thought it was appropriate to have 

more diversity, then there may have been some pressure on it for that but, in terms of diversity just for the sake of 

diversity, I suspect it’s quite a low level in that regard. The real diversity is around professional background I would 

say would be the key element 

M3 sc2 6418-6427 Selection Challenges Well it depends what you mean by diversity and I mean, diversity can be anything so I think that background, in 

terms of what people have been doing, in terms of their work life, where their experiences lie in business is a key area 

of diversity that is really important, and so, we don’t want boards full of chartered accountants, I mean, nothing 

would ever get done, so we do want board diversity in that regard, we do need finance people, we need people to 

understand the basics of finance, the principles of accounting and finance, understand the terminology of accounting 

and finance, but we also need, depending on the type of company we need strong marketing people, we need people 

with good marketing knowledge, and also very good operations knowledge.  

M4 sc3 6427-6434 Selection Challenges The board that I’m on, we are a business where we have to undertake an operation day after day after day, delight our 

customers, make sure they keep coming back, make sure we don’t have any serious complaints, and keep costs well 

under control as I say, day after day after day. So would have a strong desire for people to have that operational 

experience but we also are a restaurant marketing organisation so we need marketing as well so, the key thing around 

diversity is really that background. 

M5 sc4 6448-6455 Selection Challenges The key thing in my view if you’re looking for good board members, you want people who have confidence and 

courage, courage to ask the right questions, courage to enter into debate and give their point of view, that’s really a 

key thing for directors so I suppose the question is, are we selecting for attributes or are we selecting for behaviours?  

It’s easier to sort of see attributes because you can kind of see what they are, behaviours are probably a little more 

difficult yet behaviours are probably a lot more important in the long run than the attributes. 

M6 is1 6565-6467 Industry Specific Of course there are and I think it would come down, and this is just my view, would come down to the kind of market 

they’re in, who their stakeholders are, where their key relationships are.  

M7 sc5 6467-6479 Selection Challenges So the NZX company I’m on, I would say ethnic diversity, I wouldn’t rate it as a high need because the kind of things 

that we’re doing are not going to differ much by ethnicity. Now that could be a very biased view in terms of we don’t 

have those people saying well hang on, so you can take it as it is. But I don’t see it as a key attribute, if we were going 

to find another director I wouldn’t say, we’ve got to have someone who’s ethnically diverse so at the moment, all the 

directors on our company, they all look like me in terms of their background, their colour, they all look like me, not in 

terms of gender, but apart from that I don’t see … but we also have an Australian so I suppose you could say that’s 

diversity … but I wouldn’t say if we sat around and think about, do we need someone who’s not like us?  I don’t 

think that that would be seen to be a key attribute and I don’t think that we would select on that basis. 

M8 sc6 6489-6492 Selection Challenges And look, based on who we all are, you could argue that that’s pretty high and not representative, but then again, 

boards are not necessarily supposed to be representative of the community, they are representative of people who are 

good at directing businesses and running businesses, M9 sc7 6492-6502 Selection Challenges there’s all sorts of reasons as to why those people won’t be represented in the community, rightly or wrongly, to do 

with educational opportunities and employment opportunities, and it’s a major historical factor as well. The people 

who are the directors for today are the people who are entering the workforce 30 or 40 years ago and so what we’re 

seeing is a reflection of what was around then. It’s a bit like looking out to space, you’re looking at something that’s 

happened a long time ago, so it’s a bit like that as well. It’s not at all surprising. Whether it’s a good thing or a bad 

thing, I just don’t know. You’d have to go through probably company by company and I think it’s very dependent on 

the context, it’s very dependent on the company as to whether it’s right or not.  

M1

0 
sc8 6502-6509 Selection Challenges I would think that over time it will and should, the directors on listed companies should be representative or become 

more representative of the general population. I think that will just be the general trend and I don’t see any barrier for 

that being the case either. It just comes down to what is the pool of appropriate directors?  But it’s a good reason why 

I think we need to encourage people or other ethnicities, other than that 95% to become part of the director pool and I 

think that’s a very good thing and I think we should do that. 

M1

1 
sc9 6520-6530 Selection Challenges Now that can be linked to diversity of ethnicity and diversity of gender, but actually in my experience it’s not really. 

Actually, if you get, I’ve been on boards where we’ve had men and women accountants, a male accountant might be 

different from a female marketing person, but that’s not to do with their gender, that’s actually due to other things so, 

I think we just to think about where does that diversity in the physical attributes of gender or ethnicity, relate to 

diversity of thinking?  From what I’ve seen in my experience, it’s not all that high, we don’t get huge diversity of 

thinking simply by having a different ethnicity necessarily or a different gender.  That’s not to say it shouldn’t be 

more representative of the population but that’s what I see.  

M1

2 
is2 6540-6542 Industry Specific Look there are some companies, some industries where I would say it’s really important, more important to get that 

ethnic diversity, real important and those companies should definitely be considering how they do that. 
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M1

3 
sc10 6552-6556 Selection Challenges but anyway, the key point in that research was that diversity is good as long as it’s managed well so it comes down to 

the role of the chair to ensure that that diversity is managed. If diversity is not managed well, it actually can be a 

negative for a company. M1

4 
is3 6566-6574 Industry Specific But if you were in the area of fisheries or something, if it’s a company that’s contracting with Maori for example 

around resources then it would be a good idea to ensure that there are people on the board who are skilled and can 

add value to those relationships, so that would be an example where I would say that would be important. If you sell 

70% of your product to China for example, it might be that having some Asian ethnicities on your board, again, might 

help. So in those cases they’re quite functional more than anything else as opposed to diversity of thinking, that’s 

more about all the directors are there to bring the resources, relationships etc.  

M1

4 
bk1 6566-6574 Business Knowledge But if you were in the area of fisheries or something, if it’s a company that’s contracting with Maori for example 

around resources then it would be a good idea to ensure that there are people on the board who are skilled and can 

add value to those relationships, so that would be an example where I would say that would be important. If you sell 

70% of your product to China for example, it might be that having some Asian ethnicities on your board, again, might 

help. So in those cases they’re quite functional more than anything else as opposed to diversity of thinking, that’s 

more about all the directors are there to bring the resources, relationships etc.  

M1

5 
sc11 6575-6580 Selection Challenges But as far as diversity thought, when I think of ethnicities in the business sector, they don’t tend to think all that 

differently, I work with lots of other ethnicities around particularly with management, also on boards. They don’t 

actually think all that differently, we all think the same because we’re all there to do the job and we actually might 

start out by having different views on things but generally we come to a consensus that I think you would come to in 

any event. 

M1

6 
sc12 6590-6601 Selection Challenges Yes, quite possibly and at some point there could be a tipping point so, 70% of the population is European, then it 

might be that it’s not quite at a tipping point which is why you might get 95% of board members of ethnicity. If it’s 

50% then that could be a point at which most companies would have to think well actually, we actually need to see 

things a little bit differently and all our consumers are quite different. So in the company that I’m on the board of, it’s 

in the fast food business, we sell fast food to all sorts of ethnicities, but it could be that if we’re selling a lot of 

product, if there was a big demand for let’s say Asian based fast food or something like that then there might be a 

reason to have more ethnic people on the board but you know, as far as selling fried chicken is concerned well, 

everyone sort of eats it and we never measure who it is anyway so we kind of don’t know. So you can sort of think, 

well yes, it’s quite possible, it is possible. 

M1

7 
dr1 6611-6621 Diversity Rule It doesn’t worry me, it’s reasonable things to report on. I mean most people can look at a list of directors and work 

out, they have all their photos and their names so it’s not all that difficult, they report on management diversity as 

well which might be a little more obscure. I don’t have a problem with it and I think you ask the question of why 

aren’t we reporting on other attributes to diversity but all the attributes to diversity are probably the least significant 

one in reality. As important as it is I think that boards should be representative and there’s no reason why 50% of 

people on boards shouldn’t be women, absolutely and other boards that I’m on, public companies is one, we do have 

50/50 splits, on one of them we have more women than men, it all works very well, there’s nothing wrong with that 

and that’s the way it should be and the way it will tend to move 

M1

8 
dr2 6641-6644 Diversity Rule And I can’t work out why it’s so low. It seems strange that it should be that low. I would say why are these women 

not stepping up and getting onto boards, why do we have so few of them quite frankly?  I think there’s a huge missed 

opportunity there. I cannot understand why it’s so low. M1

9 
sc13 6657-6668 Selection Challenges It’s a demand and supply issue, we don’t know if it’s got anything to do with the selection at all. I don’t know of any 

board that I’m on that we’d even think of suggesting that we should not have one gender or another or one ethnicity 

or the other. I can’t imagine why on earth we’d be so stupid as to prevent getting onto the board a really good person 

regardless of their gender or ethnicity. Why would you do such a stupid thing to your shareholders as to go for second 

best?  I can’t imagine why you would ever do that. So it’s not, it’s actually it can’t be that boards are preventing 

certain people who would otherwise be very good directors getting on boards. It just seems highly unlikely, I mean 

you could have dysfunctional directors and bad boards who make bad decisions but these days I think it’s highly 

unlikely that you’d have a board doing that. I can’t think of any board that I’m on that would make a stupid decision 

like that. 

M2

0 
sc14 6675-6678 Selection Challenges I think it can only be because when you go and look for directors, you’re fishing in a pool of available directors, and 

it’s not the lack of diversity on the boards that’s the issue, it’s a lack of diversity in the pool that you’re fishing 

amongst that’s the problem and I don’t know why that is. I think it’s partly historical M2

1 
sc15 6678-6682 Selection Challenges but you know it might be that certain people aren’t interested on being on boards, I mean it’s not for everybody. 

Some people could find it absolutely boring, they can find it terribly boring, they can find it unsatisfying compared to 

being in management.  M2

2 
sc16 6682-6683 Selection Challenges It can be quite restrictive to lifestyle, there can be some good aspects around lifestyle but there can be some very 

restrictive aspects around it 

M2

3 
sc17 4484-6689 Selection Challenges You don’t get paid all that good. It doesn’t surprise me at all that there might be some people out there who go, 

actually I can’t be bothered being a director, I’m not going to make myself available to be one. Now if there’s a 

gender bias on that, or an ethnicity bias on that, and there may or may not be, then that’s why you might get in the 

available pool that bias as well. But that in my mind is more the issue, that it’s in the available pool of directors. 
M2

4 
sc18 6699-6720 Selection Challenges Well, think about who the pool of directors are, directors are involved in business, that’s what we do, we’re involved 

in maximising the wealth of shareholders in businesses, maximising future cash flows, very standard business kind of 

stuff, particularly from NZX, more profit driven, that’s what we do. So, the kind of people we’re looking at a pool of 

directors, the pool we’re looking at are people who have proven track records in being involved in business. They 

might be as advisers in business, they could be professional services, insolvency services, they may have run their 

own businesses, they might be people who have held senior managerial positions in businesses. I don’t know the 

numbers but I suspect that most directors on NZX companies, or a very large portion of them are going to be people 

who have held senior management positions in large companies, so that’s actually who we are looking for, so then 

you go back and say why do we lack ethnicity, is there ethnicity bias in that?  I think it’s, without putting too fine a 

point on it, I think it’s historical, education and I can give you my views as to why Maoris are disadvantaged in NZ 

and things that have happened to make it be that way, and in a way it’s not surprising. There’s a complete and utter 

lack of resources, there’s a lack of opportunity, there’s a lack of hope, there’s quite a lot of despair, it’s not good at all 

but I think that’s probably the reason why you don’t have a lot of particular ethnicities involved in business and 

becoming successful in managerial positions in business. I think it’s primarily an educational thing, but you’ve got to 

go back 40-50 years to see that, but that’s when it occurred. 

M2

5 
dmp1 6731-6738 Decision Making 

Process 

I think there might be a couple of levels, one is that people of different backgrounds, maybe ethnic diversity, cultural 

diversity and these things are kind of related, might just look at things differently, they might have a different 

perspective on life, and that’s perhaps more of a cultural thing than an ethnic thing. They might have a different view 

of risk, they might have a different view with time horizons, they might have a different view around trust or around 

how you build relationships, so they may think differently, and that could be useful to a board than just feeding in 

different viewpoints. 

M2

6 
dmp2 6738-6741 Decision Making 

Process 

And the other level would be that they might have quite functional knowledge, or very specific knowledge about the 

requirements and needs of various ethnicities that may not be available to other people. So that would help in 

decision-making. M2

7 
sc19 6755-6767 Selection Challenges But it’s still going to be dependent on, the variable you’ve got to be thinking about is it’s something to do with the 

companies themselves that yes, the other ethnicities can bring all that sort of stuff but if it’s not all that important then 

it isn’t going to be feature and so if I talk about some of my companies, I’m involved with a company, I think there 

potentially could be value in it, I suspect it’s one of those lower priorities, we’re best to say actually, we want 

someone who’s a pretty smart accountant who really understands internal control for our audit committee. That’s our 

number one priority, or we want someone who understands social media because that’s the area where our 

competitors are getting in and that’s what we need to know, that’s our number one priority and so, somewhere down 

the list is, well, if we got someone who’s an Asian or a Pacific Islander they might think differently, they probably 

would but that doesn’t quite make the cut. 

M2

7 
is4 6755-6767 Industry Specific But it’s still going to be dependent on, the variable you’ve got to be thinking about is it’s something to do with the 

companies themselves that yes, the other ethnicities can bring all that sort of stuff but if it’s not all that important then 

it isn’t going to be feature and so if I talk about some of my companies, I’m involved with a company, I think there 

potentially could be value in it, I suspect it’s one of those lower priorities, we’re best to say actually, we want 

someone who’s a pretty smart accountant who really understands internal control for our audit committee. That’s our 

number one priority, or we want someone who understands social media because that’s the area where our 

competitors are getting in and that’s what we need to know, that’s our number one priority and so, somewhere down 

the list is, well, if we got someone who’s an Asian or a Pacific Islander they might think differently, they probably 

would but that doesn’t quite make the cut. 
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M2

8 
fs1 6782-6784 Firm Strategy Well how it could contribute is, it’s a tricky one, I’m inclined not to even answer it to be honest because I’m not sure 

they can contribute in any different way than anyone can contribute.  

M2

9 
fs2 6782-6784 Firm Strategy Well how it could contribute is, it’s a tricky one, I’m inclined not to even answer it to be honest because I’m not sure 

they can contribute in any different way than anyone can contribute.  

M3

0 
fs3 6784-6789 Firm Strategy So I’m not too sure that the question is all that relevant, I would say they could contribute because they’d have a 

different perspective but we all have different perspectives. They can contribute because they have different 

experiences and knowledge of a market but everyone has different knowledge. I don’t know that you can say that one 

ethnicity contributes to strategy better than any other ethnicity 
M3

1 
er1 6789-6796 Executive Role I think the other point I’m going to make is, we’re dealing with directors here, lots of people contribute to the 

wellbeing of a company and the strategy of a company through all sorts of decisions outside consultants, senior 

management, it might not be all that necessary having different ethnicities. It might be important to have advisers or 

senior management of ethnicities. That might be a lot lot more important. They might add a huge amount of value in 

terms of relationships and the cultural understanding at that level as opposed to a governance level 

M3

2 
er2 6804-6813 Executive Role Strategy in my view is formulated by management, it’s not formulated by directors, very rarely is it formulated by 

directors, certainly on an NZX company, it’s formulated by the CEO, that’s why you have the CEO, so it’s 

formulated by that team. I would have thought that’s actually where you would have the diversity input, it’s most 

important as opposed to the board. Boards are there to ratify strategy pretty much. They have to understand it, they 

have to shape the board framework, but generally when it comes down to the specifics of strategy, boards are there to 

ratify. You get much better leverage on diversity at a management level than you will at a director level. 

M3

3 
er3 6822-6830 Executive Role I think the only reason, or actually a key reason, not the only reason, would be from a legitimacy, credibility point. I 

can see that. That if you’re going to do business in China you say, we’ve got a Chinese director or an Asian director 

carries a lot more weight, so I can see that point. Look, if you want, when the board is signing off and ratifying 

strategy, strategy can be put forward, hopefully you’ve got enough input at that level but it could also be 

advantageous to have someone on the board with that background who’s going to ratify and say, I do know a bit 

about this as well so actually I don’t think this is going to work too well, I’ve got some questions …  

M3

4 
rd1 6837-6841 Resource 

Dependence 

Well they could do, I mean all directors will have unique access to resources but whether they are unique by virtue of 

their ethnicity or not, I don’t know. There are a lot of resources within Maori that could have access to, there are a lot 

of land and sea resources that they may give you access to so these are quite possible. M3

4 
ree1 6837-6841 External 

Environment 

Well they could do, I mean all directors will have unique access to resources but whether they are unique by virtue of 

their ethnicity or not, I don’t know. There are a lot of resources within Maori that could have access to, there are a lot 

of land and sea resources that they may give you access to so these are quite possible. M3

5 
ee2 6853-6865 External 

Environment 

That’s all very well apart from the fact that the concept of Maori economy is a bit of a funny thing anyway, I’m not 

quite sure what that is, and I’ve been involved in trying to do stuff on the Maori economy, no-one’s quite sure what it 

means, and I don’t know what percentage of the NZ economy the Maori economy represents, my bet is it’s something 

about 15% which is the percentage of Maori in the population, so we can talk about the Maori economy, we can talk 

about the red-head economy as well if you like because that would be the same proportion of red heads in the 

population but in itself, it’s not entirely prescriptive, it doesn’t mean anything. The Maori economy is not a separate 

entity in itself, there are Maori who have resources, as there are non-Maori that have resources. I know why it’s being 

used but I think we need to be careful when we start to use it, we need to do things quite differently because Maori 

represent a certain part of the economy which is probably about the same percentage of the population. 

M3

6 
ee3 6882-6888 External 

Environment 

Yes they can, if they have connections, then they can bring those to companies that they’re involved in, there’s 

absolutely no question about that, and as I was saying, there are some companies obviously where it would be very 

advantageous to have directors with connections to customers or stakeholders or suppliers or resource providers that 

are critical to the success of your company and if that means that it pushes you towards a certain ethnicity then yes 

you would. 

N1 nc1 6899-6905 Nomination 

Committee 

So in the context of thinking about NZX50 companies, I will speak generally but in all cases they’ve now got a nom 

committee as part of its charter, not only responsible obviously for people strategy, processes and systems for when 

appointing CEO’s and all the rest of it but there’s also clearly in that charter a section on appointment of directors, 

appointment of chair and also good governance around board review etc, usually annually but in some cases bi-

annually.  

N2 nc2 6917-6931 Nomination 

Committee 

One is – they start the skill matrix in terms of what are the skills they’ve got? What are the skills they need as a result 

of the strategy and what the skills are sitting around the table, and therefore they’re pretty clear on the ideal skills sets 

required before they go brief it to a search firm which is the second part of the process which I’m quite heartened by 

because there’s now some independence in the process as opposed to rightly or wrongly the perception years ago it 

was who you know and the same old mates being cycled around the table etc. So identification of skills and 

capabilities, then instruct search firms and then be ruthless on search firms in terms of who gets on that long list, one 

against the skill sets matrix but also be open-minded because sometimes something pops up left field that you go, I 

hadn’t actually thought of that and that could be a real addition to our board, but included in that explicitly or 

implicitly to search firms today is an expectation that there will be a mix in that long list, not just in terms of the 

capabilities sought, but gender, ethnicity and age.  

N3 sc1 6931-6934 Selection Challenges So, most boards, depending on the industry, have got an appetite for younger directors who probably are closer to the 

consumer or the customer base, the gender thing is very being addressed today, the biggest challenge, and we’ll 

obviously come to it, is ethnicity.  N4 sc2 6934-4944 Selection Challenges It’s clearly more relevant to some boards than it is to others, particularly if you think about your customer base, but 

it’s been challenging to identify those candidates. What I would say is I’ve encouraged people to have a look at Mae 

Chen’s database, I call it Mae Chen, that’s terrible isn’t it? Because she’s just set up the Asian leaders and the names 

that have appeared as members in that, that I never knew, these are people, because they’re different culturally, as 

you’ll appreciate, they’re not highly visible out there in the market place, they’re not in the papers everyday, but 

they’re very experienced business people with a lot of global experience and emerging market experience, and often 

we don’t know them but neither do the search firms and therefore they don’t make it onto the long list.  

N5 sc3 6944-6949 Selection Challenges So boards today, I think if you generally asked in New Zealand, are rather disappointed, I know I’m generalising but 

disappointed by what they get from the search firms and often boards, even though they’re trying to follow best 

practice process, are doing a lot of the homework themselves to get people on those lists that search firms won’t have 

thought about. 
N6 nc3 6957-6963 Nomination 

Committee 

It’s just sort of expected today, so I chair most of these committees on my boards, it’s even to the point now, where it 

doesn’t have to be explicitly stated because everyone gets it. It’s moved mountains in the last 3 years. Whether you’re 

getting the results yet is another thing but the actual consciousness of the issue is very real, but as I say, it’s not just 

gender, it’s diversity of thought and skills. Now implicit in that is gender, ethnicity and age, but it doesn’t have to be 

explicitly, because it’s almost condescending, laid out, because everyone gets it.  

N7 sc4 6964-6969 Selection Challenges But I’m more than happy to front it when a search firm produces a long list for me and it’s got no women in it, they 

get some pretty harsh feedback vey quickly because it’s expected today that there will be different age ranges and 

different gender makeup in that long list where probably, to be fair though, we’re probably more sympathetic to them 

because we’re all challenged by the ethnic diversity in terms of the pool. 
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N8 sc5 6976-6982 Selection Challenges Because we don’t know them. In the same way as 5 years ago people, I don’t believe, I’d like to give them the benefit 

of the doubt, they didn’t know the women who were available for board roles so it was the same half dozen women 

that were visible everywhere. All of a sudden that’s not an issue anymore. There’s more women out there now, board-

ready, than there is board positions, because you’ve got to remember with boards, and I’ve become a bit more 

sympathetic to this, the roles don’t come up that often, if you’re talking NZX50 

N9 sc6 6990-6995 Selection Challenges I think it’s just a symptom of the market being so small and the roles don’t come up that often because a lot of people, 

a lot of very competent males have gone on those boards at sort of age 50-60 and they’ve still got 15 years in them so 

they’ve got no appetite to leave and they’re still contributing a huge amount so the roles aren’t coming up for the 

women to go on.  
N10 sc7 6997-7000 Selection Challenges The issue with the ethnic side of things is, I don’t want to over-simplify it but I think we’re where we were with 

gender 5 years ago. We didn’t know the names to even be getting to know these people, to then be considering them 

for roles. So the sooner we can get to know them, the better. N11 sc8 7008-7012 Selection Challenges I think it’s a combination of things. I think you can only fight against it for so long because the business case is out 

there for it and there’s so much literature written on it so everyone gets the business case for diversity and if you 

don’t well, you’re living in the wrong world basically. So everyone gets the business case. I don’t think the issue was 

the “what”, is was actually the “how” 
N12 sc9 7012-7019 Selection Challenges And even those that got the what but were still struggling with, you’ll hear the term “unconscious bias” a lot, whether 

you went to a training course, an unconscious bias or you kind of had your daughter or daughter in law actually 

reminding you of, maybe you are a bit old school or whatever, I think all of that converged, a lot of rhetoric, a lot in 

the media, a lot of the businesses cases coming out, a lot of business failures and searching on the inside going, well, 

isn’t it interesting that the businesses that have more women on them, have less failures 

N13 sc10 7038-7045 Selection Challenges Because people like Mae Chen, to give her credit, are making them more visible, if I’m talking ethnicity specifically. 

Gender’s less of an issue because actually lots of us were out there and we were known, it’s just about people looking 

at us through a different lens. I’ll come back to the gender one in a moment but just on the ethnicity thing. I think 

there’s 2 stages you go through. One is, you’ve got to hear about the individuals so you’ve got to find out about who 

they are and what they do, then you’ve actually got to get to know them because a board is very much about fit and 

team dynamic. 

N14 nc4 7045-7052 Nomination 

Committee 

That’s all on your skills matrix as well. So it takes time, Mae Chen’s facilitated something that’s hugely valuable to 

everybody but boards would still then need to get to know, and search firms would still have to go and get to know 

those people to decide whether they actually had the skills required in the skills matrix. Nobody wants to be the token 

woman or the token ethnic person on the board, what they want is to have the skills required to contribute to the 

board, and gee whizz everything else comes with it because of your makeup etc. 

N14 sc11 7045-7052 Selection Challenges That’s all on your skills matrix as well. So it takes time, Mae Chen’s facilitated something that’s hugely valuable to 

everybody but boards would still then need to get to know, and search firms would still have to go and get to know 

those people to decide whether they actually had the skills required in the skills matrix. Nobody wants to be the token 

woman or the token ethnic person on the board, what they want is to have the skills required to contribute to the 

board, and gee whizz everything else comes with it because of your makeup etc. 

N15 fs1 7052-7063 Firm Strategy I think one of the challenges actually with gender and women is that there’s some really, really talented women out 

there but they’re quite narrow, they’ve been lawyers all their life or they’ve been accountants or consultants in 

consulting firms and actually so when they do the skills matrix, no matter how competent they are, they don’t actually 

tick too many boxes. They don’t tick risk or health and safety or P&L accountability or leadership or unions or 

cultural transmissions. They don’t tick any of those boxes. They’re highly competent but actually they just don’t tick 

enough of the boxes and no-one wants to put a woman on the board for the sake of putting a woman on the board. 

Otherwise you completely undermine the answer to the first question which is, you’re trying to cover off all the skills 

required to really assist delivering a strategy on a board. 

N16 sc12 7077-7085 Selection Challenges I don’t agree with that, but I’m wearing lots of hats when I say that because I’ve got a selfish interest in trying to get 

more women into engineering and more girls into science and all the rest of it because it’s a pipeline issue but there’d 

be a lot on the other side of the fence that would say diversity inclusion has moved at a slower pace in New Zealand 

than it could have, because it was made a gender issue and if it wasn’t made a gender issue, and it was broader in 

everyone’s mindset about diversity and inclusion so anything about diversity inclusion in the better interests of the 

business, then it would have moved faster. I’ve heard many say that. 

N17 sc13 7091-7102 Selection Challenges Well I don’t think there’s a right or wrong. I’m kind of more open-minded to it, because I think if you can address 

some of the fundamental issues around gender, they’re the same issues around ethnicity so unconscious bias, it 

doesn’t matter if it’s a gender issue or ethnicity issue, an age issue, if you’ve got an unconscious bias issue, then 

you’ve got it across the board so if you’re  addressing it in gender and it opens your mind up, then it will help you in 

the other ones as well. So I’m okay that businesses have started with gender, if that helps them with the broader 

diversity and inclusion discussion. But equally I’m okay with businesses who say “we’re not going to talk about 

gender, we’re going to talk about diversity and inclusion, because we don’t want t narrow it to gender because 

actually, it’s not just about gender, there’s so many other components to diversity and inclusion”, I get that too. 

N18 sc14 7111-7121 Selection Challenges I’d disagree with you, because I interact with them all the time. I think some, because I respect them all, and I don’t 

actually care who chooses to go down whatever path, as long as it’s for the greater good of the company so, the way 

BNZ have gone off on diversity and inclusion in general, I fully support that, it works for them, equally, when Global 

Women was set up, we’re very much set up within Global Women on gender. That doesn’t mean we’re not helping in 

other ways. I’m out there pushing a whole bunch of other stuff when I’m wearing different hats, but when I’m at 

Global Women I’m putting my focus into trying to bring women through the pipeline. That doesn’t mean that I’m not 

for ethnicity and age and everything else when I’m wearing different hats, see you’ve just got to be careful that 

you’re hearing them right because I know them all  

N19 sc15 7129-7137 Selection Challenges but over in some other industries where your customer base, say in Auckland, or if you’re in South Auckland, is 70-

80% Maori, Pacifica then your priority will be something completely different so, I don’t mind. I absolutely don’t 

mind as long as everyone is accepting that actually there’s a prize out there for us. Forget the past, we can’t change 

the past, just focus on the future, there’s a prize out there which is value that can be created for an improved New 

Zealand and if anyone can do this, New Zealand can because we’re better positioned than anyone else through just 

having an open-mindedness to diversity and inclusion 

N20 sc16 7140-7149 Selection Challenges There’s no point in having the debates on whether it should be gender or ethnicity. I don’t actually care and I’m not 

going to criticise someone if I have a different view on what they should focus on, the ones I worry about is the ones 

that are nodding their head saying “yeah, yeah we’re doing that”, and actually what they’re really saying is “well not 

on my term”, I’ve seen a lot of senior executives and a lot of boards write the cheques, send women off on courses or 

hire a few women whatever, but actually it’s not ingrained in their values, the mindset hasn’t shifted, they’re the ones 

I worry about, not about whether someone’s choosing to focus on gender, and someone else is choosing to focus on 

ethnicity. 

N21 dr1 7159-7163 Diversity Rule So this is the carrot or the stick question right?  So let me say what’s my view on quotas?  Personally I’m absolutely 

dead against them but I’ll come back to saying there’s not wrong in this. I’m against them because actually having 

tried to transform businesses over the last 20 years I’m on about long term sustainable change and I’d much rather 

things were slower 
N22 dr2 7166-7174 Diversity Rule But it doesn’t mean they’re wrong and an interesting reflection listening to someone else who was in favour of quotas 

about a year ago and I think they’re right, I’m not sure that the answer is that quotas are right or wrong, it all comes 

down to timing, so if you want to move faster then you’re likely to have some form of quota, you’re probably smart 

enough not to call it a quota but you’re more likely to be behaving as if there’s quotas. If time is not of the essence 

then you’re probably going to favour going about it as you would any other culture change you’re looking to 

introduce into an organisation 

N23 dr3 7174-7184 Diversity Rule So when it comes to the rules, if you take my view on quotas, anyone can report the numbers they want to report, so 

I’ve seen reports for years from companies telling me how many women they’ve got in their leadership ranks. Well 

that’s fantastic, but when you get beneath it and you see that they’re all either the lawyers, the HR directors or in IT, 

and they’re not actually running the business, what does that tell you?  So I’ve never been in favour, in this sort of 

space of going so far as to push it because people will report, but actually, will it fundamentally change anything 

underneath it?  No. I’m more than comfortable with the approach being taken that pressure’s being bought on boards, 

on chairs on CEO’s to actually have these conversations. 
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N23 rc1 7174-7184 Regime Change So when it comes to the rules, if you take my view on quotas, anyone can report the numbers they want to report, so 

I’ve seen reports for years from companies telling me how many women they’ve got in their leadership ranks. Well 

that’s fantastic, but when you get beneath it and you see that they’re all either the lawyers, the HR directors or in IT, 

and they’re not actually running the business, what does that tell you?  So I’ve never been in favour, in this sort of 

space of going so far as to push it because people will report, but actually, will it fundamentally change anything 

underneath it?  No. I’m more than comfortable with the approach being taken that pressure’s being bought on boards, 

on chairs on CEO’s to actually have these conversations. 

N24 dr4 7184-7199 Diversity Rule The interesting thing with diversity and inclusion is arguably it doesn’t have a burning platform like health and 

safety, so why all of a sudden is everyone focused on health and safety?  Sure the law change is coming, but the law 

was always there beforehand. It shouldn’t take a law change to be getting all this traction in boardrooms and 

executives, it was always there. Sadly, it’s because of Pike River, well it shouldn’t take that. People will tell you that 

actually, no it’s part of our focus now, it’s our number one priority and it’s the first thing we deal with in board 

meetings because we shouldn’t send people home injured, well we should never have sent them home injured five 

years ago either, but we did and you never talked about it then, so what changed it?  Well Pike River changed it let’s 

just be honest. So why can’t we be thinking about diversity and inclusion in the same way we’re thinking about 

health and safety?  It should be a top priority because there’s real value in it for the business and value for the culture 

of your business, but there’s no stick, you’re not going to jail like you are with health and safety so too many 

executives just won’t put the same focus on it as is put on it by, in the case of health and safety. 

N24 rc2 7184-7199 Regime Change The interesting thing with diversity and inclusion is arguably it doesn’t have a burning platform like health and 

safety, so why all of a sudden is everyone focused on health and safety?  Sure the law change is coming, but the law 

was always there beforehand. It shouldn’t take a law change to be getting all this traction in boardrooms and 

executives, it was always there. Sadly, it’s because of Pike River, well it shouldn’t take that. People will tell you that 

actually, no it’s part of our focus now, it’s our number one priority and it’s the first thing we deal with in board 

meetings because we shouldn’t send people home injured, well we should never have sent them home injured five 

years ago either, but we did and you never talked about it then, so what changed it?  Well Pike River changed it let’s 

just be honest. So why can’t we be thinking about diversity and inclusion in the same way we’re thinking about 

health and safety?  It should be a top priority because there’s real value in it for the business and value for the culture 

of your business, but there’s no stick, you’re not going to jail like you are with health and safety so too many 

executives just won’t put the same focus on it as is put on it by, in the case of health and safety. 

N25 rc3 7206-7213 Regime Change But see I’d like to think that people should be having their focus on health and safety because it’s the right thing to 

do, not because there’s a law change coming, people should have their focus on diversity and inclusion because it’s 

the right thing to do, not because there’s a stick in the NZX Rules. That’s where my headspace is at and if you’ve got 

great leaders in the business and great directors around the board table, that’s the way it should be, they should be 

doing it because it’s the right thing to do, not because the law’s telling them they have to do it. 

N26 rc4 7255-7264 Regime Change We’ll make more progress by talking about it, having some pretty harsh conversations around coffee and over a glass 

of wine amongst the network of directors and chairs and CEO’s, and we could all name them. We all know the 

CEO’s that are really leading the way because they genuinely actually get this stuff and are trying to do something 

about it, and those who are saying all the right stuff but actually, go back in their business and are actually leading it, 

they’ve got HR leading it. That’s the biggest issue in this stuff, is how many of them sin up, write the cheque and then 

they palm it off to HR to lead it. Businesses that are doing really well are line-lead, they’re line managers that are 

leading it not their HR managers. 

N27 sc17 7271-7275 Selection Challenges I know half of them, I couldn’t tell you the exact numbers but it’s so small it’s not funny. The sad thing is what 

happens, a bit like what happened with women in all of a sudden you’ll get the same 5 being called on for everything, 

that’s the sad thing but I think that’s a phase you go through. You get through that after more and more become 

known and familiar. 
N28 sc18 7282-7289 Selection Challenges Well I go back to my comments before, partly it’s about them being visible and known. The issue at the moment is 

the ones that were on the boards is because they’re known. The trick is to go and find the ones that we don’t know. 

Now, if you’re talking gender specifically, women can help women more often. So where are those women drawing 

attention to other high potential Maori women?  So that we get to know them and go and have coffees and get to 

know them so that when opportunities come up we can consider them so the pool gets bigger and bigger and bigger. 

So women have to help women as well. 

N29 sc19 7297 Selection Challenges You’ve got to get to know them somehow … 

N30 sc20 7303-7307 Selection Challenges But they said that about women too, that was the same thing they said about women, they just didn’t know them, and 

the search firms didn’t know them either. Because if the search firms don’t know them then you don’t get on the long 

list so you never … most in the directors space would say, you need the search firms to get you on the list but your 

networks will get you the job. 
N31 sc21 7313-7318 Selection Challenges I’m sure there is, the same way there was with women. Most people didn’t know me 3-4 years ago. Maybe I’m overly 

optimistic but I’m sure they’re there. Look I’ve always had the view we used to talk about the Pacific Island 

community, there are some amazing leaders in Pacific Island communities, just look at the churches and what they do 

out there in the community. So where are they and why aren’t they in our boardrooms and business?  
N32 sc22 7322-7342 Selection Challenges I want to make sure everyone has that choice because you can’t tell me that they’re not out there. They must be. 

They’re leading amazing businesses. I mean one of the good things that’s been happening with Maori more so than 

with Pacific Island community is the leadership focus that’s gone into a lot of iwi and development that’s gone into 

them is phenomenal and so, some of these Maori women that I’m coming across, they are so talented. When I hear 

them present you hang on every word because they’ve just got so much to contribute and I think they are amazing 

role models to follow to be honest. I think my colleagues at board tables are standing up and saying wow, they are 

impressive. So they’re certainly doing a service for those to follow but I don’t think it’s that hard, it ‘s the same as we 

had with gender, everyone said, it’s the bias again, everyone says the women aren’t there, the reason the women 

aren’t there is because we haven’t had enough women CEO’s. Actually you don’t have to have been a CEO to be a 

good director on a board. It’s a mindset issue. Everyone said, well, you haven’t been a CEO but I’d run engineering 

for an airline which is bigger than most companies in New Zealand. When everyone got their head around that and 

went well, actually that’s right well actually ok, so maybe you don’t have to be a CEO on a company to be a director, 

they’re just mindsets, these biases pop up all the time but if we’ve made that transition, we’re on the journey of 

making it for women, we can make it for Maori and Pacific Islanders. 

N33 dmp1 7350-7353 Decision Making 

Process 

So I don’t see it as black and white or as explicit as that because I actually see it in terms of board dynamic and if 

you’ve got a hugely respectful board in terms of the contribution that each individual will make to that board then the 

effectiveness of the board exists N34 is1 7380-7390 Industry Specific Well it depends on the business and the industry and I’m not prepared, I don’t want to be the token women as I’m 

sure someone from an ethnic background doesn’t want to be the token ethnic person on the board. I wouldn’t be on a 

board like that. If the strategy of the business requires theses sorts of skills around the board table, then that’s what is 

more important. You’ve got to cover off in terms of, so, if it’s a business, as I say, one comes to mind, you think of 

the TelCo’s, the Vodafones and Telecom in Auckland etc, their customer base, 60-70% non-white European. They’d 

be mad not to think that they’re going to get valuable insights from having someone on the board and someone on 

their executive that understands that culture and can ensure that those views are heard at the executive board table 

N35 is2 7390-7395 Industry Specific But in other businesses, high tech businesses that are 90% exporting to the US, it might not be relevant so that’s just 

where we’ve got to be careful. It should go right back to your first question which is what’s the strategy for a business 

and what are the skills and capabilities required around a board table to actually harness that, and then it will come 

from it. 
N36 fs1 7406-7409 Firm Strategy I don’t buy that, I can’t believe it, if your strategy says you’re going to be operating in Asia and you haven’t got 

someone on the board table, and you’re going to use consultants for it, then I wouldn’t be sitting at that board table. 

It’s just a personal view. N36 dmp2 7406-7409 Decision Making 

Process 

I don’t buy that, I can’t believe it, if your strategy says you’re going to be operating in Asia and you haven’t got 

someone on the board table, and you’re going to use consultants for it, then I wouldn’t be sitting at that board table. 

It’s just a personal view. N36 is3 7406-7409 Industry Specific I don’t buy that, I can’t believe it, if your strategy says you’re going to be operating in Asia and you haven’t got 

someone on the board table, and you’re going to use consultants for it, then I wouldn’t be sitting at that board table. 

It’s just a personal view. 
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N37 fs2 7416-7419 Firm Strategy Why do you think Zero, who’s entering the US market has gone and put some American experience on their board?  

If they thought they were going to successfully enter the US market and had no US market experience on their board 

because they were just going to get consultants in? … N37 dmp3 7416-7419 Decision Making 

Process 

Why do you think Zero, who’s entering the US market has gone and put some American experience on their board?  

If they thought they were going to successfully enter the US market and had no US market experience on their board 

because they were just going to get consultants in? … N37 is4 7416-7419 Industry Specific Why do you think Zero, who’s entering the US market has gone and put some American experience on their board?  

If they thought they were going to successfully enter the US market and had no US market experience on their board 

because they were just going to get consultants in? … N38 is5 7426-7437 Industry Specific Yes, for the right industry, the right company and the right strategy, and it’s just, go back to the skill matrix though, 

not just a Maori for the sake of being a Maori or a female for the sake of being female. That’s all part of your skills 

matrix because you’re going down there and you’re going what else do you get?  You know if you get her you get 

this this this and this, and by the way actually, you get she’s a mother with young kids so she shops in our stores as 

well, do you know what I mean, and she’s from the deep south so you know, she’s got a different perspective, she 

hasn’t lead an insulated life in Auckland, so you get all these other things. You’re looking at the whole composition 

so it’s no different. So I might be sitting in TelCo’s and all the rest of it, and want someone with Maori or Pacific 

background on my board, but they don’t tick any of the capabilities to start with then it’s not the right thing to do. 

N39 bk1 7446-7457 Business Knowledge Absolutely, it has to. But it’s no different, see I bucket it all into diversity and inclusion so most boards at the moment 

will be having discussions around technology and digitisation, I suspect 80-90% of them are affected by it then, it 

comes back again to, if you think of the scope of the NZX50, you have board changes very rarely, unless you’re 

going to facilitate them because your strategy has just demonstrated that you have got the right skills sets around the 

table, so you’ve got to actually make some moves to free up some slots, but whether it’s the technology piece, 

whether it’s in the market experience off-shore, whether it’s the diversity inclusion, so whether it’s women, age, or 

ethnic representation. All of those things are live conversations. But I certainly wouldn’t be drawing out ethnicity for 

the sake of ethnicity because I start right back with what’s needed to ensure the business succeeds. 

N40 ee1 7466-7473 External 

Environment 

So I assume they’re needed, then absolutely yes, but you’ve got to use them in the right way as well. And don’t 

assume they’re representative of what they represent. So I often say to people, don’t assume I’m the average female, 

don’t assume I represent all women, or all consumers, or all mothers, in the same way as not every Maori or Pacific 

Island woman will be representative of, we all know, having dealt with different iwi groups, they’ve all got slightly 

different focuses or priorities or very different cultures, particularly in the role of women, and all of us, I’m always 

saying I’m just constantly learning 

N40 rd1 7466-7473 Resource 

Dependence 

So I assume they’re needed, then absolutely yes, but you’ve got to use them in the right way as well. And don’t 

assume they’re representative of what they represent. So I often say to people, don’t assume I’m the average female, 

don’t assume I represent all women, or all consumers, or all mothers, in the same way as not every Maori or Pacific 

Island woman will be representative of, we all know, having dealt with different iwi groups, they’ve all got slightly 

different focuses or priorities or very different cultures, particularly in the role of women, and all of us, I’m always 

saying I’m just constantly learning 

N41 ee2 7473-7487 External 

Environment 

I didn’t appreciate that that iwi go back 100 years, actually women will never speak on that marae, as opposed to over 

here where it’s been like that for 100 years. So what I’ve learnt is, respect actually that I know very little, and just 

constantly sponge and absorb, because that’s the safest place, so you’re constantly learning, but sometimes it’s about 

priorities too and I would love to see more awareness in the South Island and now I’m sitting with the meat industry, 

with opportunities with iwi, but actually, given the other 10 priorities that we’ve got, that’s probably a “nice to have” 

because the other 5 are more important or we won’t have a company anyway. So you can solve that by other ways, 

you can say well we might not focus on that at the moment at the board, but let’s try and get some input in at the 

executive level, so maybe there’s roles where we can bring some of that cultural diversity into the business in an 

executive capacity and who knows where that will lead in 3-4 years time when we can turn our mind to it so it’s a 

horses for courses. 

N41 rd2 7473-7487 Resource 

Dependence 

I didn’t appreciate that that iwi go back 100 years, actually women will never speak on that marae, as opposed to over 

here where it’s been like that for 100 years. So what I’ve learnt is, respect actually that I know very little, and just 

constantly sponge and absorb, because that’s the safest place, so you’re constantly learning, but sometimes it’s about 

priorities too and I would love to see more awareness in the South Island and now I’m sitting with the meat industry, 

with opportunities with iwi, but actually, given the other 10 priorities that we’ve got, that’s probably a “nice to have” 

because the other 5 are more important or we won’t have a company anyway. So you can solve that by other ways, 

you can say well we might not focus on that at the moment at the board, but let’s try and get some input in at the 

executive level, so maybe there’s roles where we can bring some of that cultural diversity into the business in an 

executive capacity and who knows where that will lead in 3-4 years time when we can turn our mind to it so it’s a 

horses for courses. 

O1 sc1 7498-7502 Selection Challenges Well it’s changed a good deal over the years, it used to be that we thought of names and we had a discussion so most 

of the names tended to be people that somebody knew so that’s why you tended to get groupings of a number of 

directors together on different boards. So it was pretty ad hoc but the process has moved on a great deal now O2 nc1 7502-7510 Nomination 

Committee 

Most boards do undertake search processes and then supplement that with their own networks and then work through 

it in a pretty structured sort of way. Nominations committees were initially introduced to try and bring about a 

structured effort. In most cases in Australia and New Zealand they have found the whole board quickly became the 

nominations committee. The composition of the board is a vital issue for any considered director and we generally 

found it’s better for all directors to be involved in the whole process rather than having to rubber stamp the 

recommendations from nomination committees 

O3 nc2 7510-7511 Nomination 

Committee 

In most cases the full board is the nominations committee 

O4 sc2 7527-7531 Selection Challenges There’s a bit of a problem with diversity that there is no doubt that diversity is important, you don’t want the same, 

you don’t want everybody being the same, but it has been hijacked. It has been hijacked to mean mostly gender, and 

to a degree ethnicity, mostly Maori, and personally I don’t think that those 2 issues warrant any separate space by 

themselves.  
O5 sc3 7531-7538 Selection Challenges You have to look at a couple of things, firstly, what are the qualities you really want from directors?  You do want 

experience, why do you want experience?  Well, you’re the group over the top of the whole organisation, the whole 

management and staff and part of your role is to challenge the strategy, the assumptions, the big decisions, to test 

them, to make sure the assumptions are right and what you find is that history keeps repeating itself. If certain 

circumstances are present, you can pretty much predict the outcome. 

O6 sc4 7546-7554 Selection Challenges So if you don’t have experience, you can’t effectively fulfil the role. You’ve got to have wisdom. You only get to 

make a limited number of calls as a director, most of them are made by management. You’ve got to be wise in 

making those calls. There’s going to be times we’re going to over rule management. If you’re over-ruling 

management all the time you’ve got another problem. It might be management, it might be you. You’ve got to work 

out which and deal with it. But in a normal situation you only get a limited number of occasions and you’re going to 

overrule management. So you’ve got to be quite wise with what you’re doing.  

O7 sc5 7574-7585 Selection Challenges Then you come to the backgrounds, and this is the problem why there aren’t more women on boards, if you look at 

the qualities I’ve described, they are in managers, managers are the gene pool from which most good directors will 

come, because they’ve had to demonstrate that they have each and every one of those qualities, by the time they get 

to be CEO, they’ve got to be able to demonstrate they’ve got it, all of them. And the problem we’ve got in New 

Zealand is that we don’t have the number of women going through to the senior management level, so if you want to 

get women on boards, you’ve got to get more women coming through as managers and the problem is that most of 

the women leaders want to start at the top. You know, they want to appoint the Prime Minister into cabinet before 

they’ve got anybody in parliament. So that’s basically the problem. 

O8 sc6 7653-7663 Selection Challenges I think it’s relatively simple and that’s starting at the bottom. Women and Maoris are different, but starting at the 

bottom, you’ve got to get more Maori kids better educated. You’ve going to get more Maori kids to get tertiary 

educations. You’ve going to get more of the Maori kids getting educated in business things. I don’t know the stats but 

I will guarantee that in Social Sciences and Teaching, all what I would call, the “soft” professions. I’d be certain that 

the majority of young Maori with tertiary education are in that category and a disproportionately low number of them 

are in what I call the 'harder' degrees like business, science and professional papers. As you get more coming through 

into business, they will succeed in business and you will start getting more Maori managers, more Maori CEO’s, it 

will take care of itself.  
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O9 sc7 7663-7679 Selection Challenges Women are a little bit different because we’re on the third or fourth step of the ladder, the majority of kids at 

university are females, a high proportion of them are in business, I expect more in law and accounting, than in 

management subjects, so they’re coming through. My experience is that at an operating level, often many places are 

run by women, they keep it going. And I’m sort of talking about a level 2 down from the Chief Financial Officer. 

Generally a reasonable number of those are women. The next layer down, the heads of teams and that sort of stuff, a 

lot of them are women. So it’s how do you get them progressing?  Now there is a very difficult issue which I don’t 

see an easy solution to, and that is that a lot of those women will never go any further because of family 

commitments, they go off and have babies. It then gets quite difficult for them to just be sort of mentally 100% on the 

job that senior executives have to be. So I don’t have an easy solution to that but it’s getting that step from senior 

positions going through to the very senior management positions. It is happening but it is taking longer. So the 

answer, to get more women and to get more Maoris is that you increase the gene pool, which you’ve got to do and it 

will happen. 

O10 dr1 7686-7695 Diversity Rule I don’t have too much of a problem with it, I don’t think it is important. I would be pretty stroppy if they wanted to 

elevate it. I think it is not unreasonable to require boards to have a think about these issues and have a discussion 

about them, so I see that Rule as a discussion on what is our policy?  Our policy is we employ the best people 

regardless of gender or ethnicity. Fine, that’s a good policy, write it down and be prepared to defend it. That’s fine. 

But then, somewhere along the line, somebody will ask the question, but we’re all men, are we saying that only men 

can be the best that we can get?  So it begins to stimulate. It provides an opportunity to challenge and to re-think and 

to shift the focus a bit. So in that respect I think it plays a useful purpose.  

O11 rc1 7695-7703 Regime Change Australia have taken it a stage further, they’ve got their corporate governance policies and they say, please explain, 

and I think that’s great and we’ve all tried to comply and there’s reasons in some areas where we can’t and so we 

explain, and we stand up and offer explanation and it’s working pretty well. So I think the diversity requirement, if 

you can call it that of having the policy and explain is fine. If they went further to any kind of quota system, then that 

would be absolutely terrible because a quote system by definition means that you’re selecting the right director. 

O12 rc2 7723-7726 Regime Change In practice of course there were big changes to adopt the Australian corporate governance standards and principles. 

I’ve pushed for that on every board I’ve been on because I think they are the sorts of issues on which boards should 

be operating or explaining why they are not. O13 dr2 7733 Diversity Rule No, not at all. 

O14 dmp1 7746-7756 Decision Making 

Process 

So the answer is both yes and no. They’re different personalities, I mean you get on boards the followers, not leaders 

who sit there and nod and go on with the majority. A lot of directors are like that. What I found with those people 

when I was on the Dairy Board, because you tended to get more of those because they were elected and weren’t hand 

picked top guys, was that on really big issues you’d be wise to get them, and get to them early in the discussion and 

get their view on it because often their judgment is quite good but they couldn’t argue their point very strongly. So 

you get those sort of people. You get people who’ve got a pretty clear view, who usually want to get it out on the 

table, you get the people who really want to challenge, get a feasibility study, they want to go out and test the 

assumptions, would have done the work 

O15 fs1 7784-7795 Firm Strategy Oh yeah, I can see plenty of circumstances under which you would go looking for an ethnic director. The point I 

would make though that they would be particular circumstances. I don’t necessarily think adding an ethnic director to 

a board adds anything to the outcome simply because of that but, the example of ANZ, ANZ Group has made a major 

push into the Asian economy, Mike Smith, the CEO and a lot of his senior people have come out of Singapore, and I 

would do that, if I were running the show that’s what I’d do, I’d go and get somebody within the region that had the 

other qualities we wanted. If I were running a company that had a significant push for goods and services, for Maori 

people,  I’d probably have got a Maori person with knowledge in that area as very high in my list of requirements. 

But it would be a horses for courses rather than a gender applicable policy. 

O16 rd1 7804-7811 Resource 

Dependence 

They might, it depends a bit on the company but the reality is, is the management and the staff that is doing that, at 

director level you can say well I know Fred Smith, the CEO of that business very well, I’ll introduce you Jack, how 

about I set up a lunch. You can do those things but that’s the beginning and end of that because unless Jack can 

develop a relationship with Fred Smith, nothing is going to happen, and it’s not going to be offering any value. It’s a 

little different in smaller companies because very often the external directors play a much more active networking 

mentoring role than others. 

O17 sc8 7853-7862 Selection Challenges That’s right and going back to your earlier question of what do we do, well as the Maori kids come through, I would 

hope they’re given every single opportunity to them to take the tribal business and they’ve got to be careful that they 

do it on merit, things that they’ve done, and that won’t be easy. The better the business becomes, the more difficult it 

is to manage and the easier it is to get it wrong and have it come down in a crashing heap. Small businesses are easier 

to manage and easier to fix if things go wrong while big businesses are hellishly difficult. So they’ve got to make sure 

they do have strong merit. But as those young Maori people come through, they get their management degrees, and 

they themselves become senior managers, they’ll be in demand. 

O18 sc9 7874-7876 Selection Challenges Yes almost entirely. My niece asked me to talk at their Business Conference next year, about diversity, of course we 

want diversity, but unfortunately the term is overwhelmingly about gender.  

O19 sc10 7878-7885 Selection Challenges it’s as much about personality and attitude and approach and experience and knowledge and wisdom, those are 

actually the crucial issues and those are what you’ve going to go looking for. Not just getting gender diversity, gender 

diversity by itself is nothing and I’ve never seen any of these studies but you hear all this talk about studies that show 

that having women on boards are the better performing studies. People who have seen these studies, or my experience 

has been that business studies usually give examples to prove your point 

 

 

 


