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QIAPTER 1 

INIroIXJCI'ION 

'!his reFOrt was c::crrpiled by a group of nine \\01'eIl enployed in 
the Depart:nent of SOcial welfare. we rret as a result of our 
shared concern about racism in l\otearoa and in our own Depart:nent. 

em- premise is that the Depa.rt::rrent practises institutional 
racism. we do not rrean that all staff unifonnly hold racist 

opinions. We do rrean that the institutional of the 
DepartIrent - staffing, training, legislation and policies - reflects 
a relentlessly Pakeha view of society, which oppressively and 

systematically discriminates against the interests of COI1.S'lllrerS and 
staff who are Maori and Pacific people. 

'!he philosophical baseline of this group is a feminist , anti-racist 

one. As feminists cx:mnitted to changing the power structure 
that oppresses w:::rren and people fran other cultural groups. we 
in a collective way using consensus decision-itBking. em- anti-
racist stance acknowledges that benefit fran living in a racist 
society, and that have a reSfX)nsibility to for change within 
our organisation. 

'!he group rret officially in tirre for eighteen nonths. . 
fortnightly for tY.O hours. '!he group goals 

(1) to increase our own awareness of racism in l\otearoa 
(2) to identify aspects of racism within the Depart:nent of SOcial 

welfare 
(3) to fornulate strategies which v.uuld eliminate racism within the 

Depart:nent of Social welfare. 

In this reFOrt have dlosen to use the follOW'ing tenns: 
l\otearoa (N. Z .), Tamaki -itBkau-rau (Auckland), Pakeha (white person 
living in Aotearoa) in recognition of the language and sovereignty 
of the indigenous Maori people of l\otearoa. 

'!he report focuses on Tamaki -nakau-rau. '!he conclusions howc=ver, 
have fuplications for the Depart:Irent as a whole. 
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'Itle racism is used because it directly addresses the issue 
of of one groop over amther. Other terms such as nulti-
cultural ism , crossculturalisrn and ethnic relations do not address 
this issue. 

'Itlis groop is a::mnitted to a bicultural society. 'Itlis is a society 
in Yohich Maori and Pakeha contribute equal 1 y to policy and decision-
making. 'Itle bicultural identity of Aotearoa is based on the 
Treaty of waitangi. 
- Maori and Pakeha. 

'!his is a Treaty signed by tv.o sovereign people 
we believe that Maori people as the indigenous 

people of ADtearoa have a right to and resources. 

All recx:mrendations ll'ade in this report are transitional steps 
towards achieving a bicultural society. 

Denise Berridge 
Lainey Cowan 

Tanya Cumberland 
Allyson Davys 
Judith Jollands 
Heather 
Lysette Riley 
Arme Ruck 

Paula wallis 
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DEFINITION OF TERMS IN REIATION TO AOI'FAROA 

Racism exists v.here one group ¥hich views its way of life as 
superior to that of other groups, holds and exercises over 
these groops. In doing this it oppresses groups of different 
colour or race 

Institutional racism is the perpetuation by organisations of 
policies and practices ¥hich advantage Pakehas and disadvantage 
other racial groups. 

A M..Ilticultural Society (note capitals) is one v.here all ethnic 
groops contrib..lte equitably to policy and at all 
levels in ecoranic, social , artistic and political matters. 

A rrulticultural society (in small letters) sirrq;:>ly describes a 
society carprised of different ethnic groups. 

A Bicultural society is one where the indigenoos Maori culture 
contrib..ltes equally to policy and decision making at all levels. 

A l-b00cu1 tural society is one v.here the' dominant pakeha culture 
controls all the major institutions and restricts expression of 
other cultures. 

Racist Behaviour involves personal prejudice and bigotry. It 
results in discrimination. It maintains the benefits of living 
in a racist society. 

N:m-Racist Behaviour does not involve personal prejudice. It 
regards all as equals and does not discriminate. It naintains the 
benefits of living in a racist society. 

Anti Racist Behaviour does not involve prejudice. It involves an 
analysis of racist aspects of It involves 
for change in institutions using all possible channels. It maintains 
the benefits of living in a racist society, but tries to change it. 
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CliAPTER 3 

ISSUES 

'Ihroughout the 22 rronths that this group has mrked together, w:! 

have enCXJUIltered a :rnmber of issues and dilernnas. The process of 
mrking through these has influenced the final content and style or 
this dOCUIrent. 

The issues w:!re as follows: 

We chose to work as a group of w:::nen for two reasons. 

(a) Because as w:xren w:! have similar life experience and therefore 
a ccmtOn base of understanding. 

(b) Because of our ccmtOn experience of oppression as w:::nen w:! did 
not confront the issue of power us. 

The group decided to spend the first six meetings educating ourselves 
on the issues of racism and clarifying our value base. This proved 
to be an effective process for wilding trust in the group and for 
establishing a ccmtOn baseline of knowledge. This eduCation process 
included background reading, group discussion and the viewing of 
two video tapes ·on racism. 

Initially the group identified 12 areas of concern for possible 
study. It soon becarre clear that it muld not be possible for this 
group to do justice to the whole range of topics, in view of our 
time and resource lllnitations. i-e decided to focus on the four 
areas included in this docurrEnt. 

The group urxierestinated the enonnity of this task and the tirre 
involved. We also experienced difficulty doing the study on a part-
time basis. For this reason v.e found it necessary to meet in our 
own time. We believe ti'lat serious study on the issue of racism 
demands that adequate time is allocated for the task. 

There was 'initial debate on the concept of "equal representation". 
As stated in the S.S.C. booklet, "Public Service in a Multicultural 
Society" (p.32) this concept is to do with equal representation in 
Public Service staffing in relation to the ethnic population of 
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llDtearoa as a whole. '!he group decided it was rore equitable that 
staffing be matched to the popllation of consurrers at a local level. 

'Ibe grcup recognised early on that v.e should consult with Maori 
people in the ccmrunity. W:! looked at twJ alternatives -

(a) An initial round of consultation to seek ideas on how the study 
should progress and to ascertain Maori people's experience of 

(b) Ccxr!>leting a first draft of the report ourselves and then 
seeking feedback from a gralP of Maori and Pakeha resource 
people outside the of Social 

ve decided to do the latter. As a result of this consultation, it 
was necessary to re\\Ork the docuIrents and to consult again. 

Throughout the tine spent Y.Orking on this dOCl.1ITel1t v.e have been aware 
of the sensitivity of the subject. W:! have not been able to asSllIIe 
that our colleagues understand the issue and view it as a priority 
area for the of Social Welfare. have experienced sane 
resistance in the following areas:-
release of ':TeIilbers of our group to Y.Ork on the task; obtaining 
information; am gaining co-operation to carplete our task. 

An ongoing dilemna while writing this report was how strongly v.e 
should present our views and the type of language we should use to 
do this. '!he issue of racism demands clear uncarpranising language. 
'Ibis style may be difficult for same readers to accept. 

At the beginning of the study v.e used a nulticultural franeY.Ork i.e. 
v.e endeavoured to acknowledge. all ethnic groups. As the study 
progressed v.e limited our focus to that of Maori and Pacific people 
as they represent a large proportion of COnSllIIerS of the D:parbrent 
of Social Welfare services. Qrr consultants challenged us to have 
a bicultural perspective which ackmwledges the rights of the 
tangata whenua of llDtearoa. ve accept this challenge. Although 
Pacific people do experience racism in Aotearoa, their needs are 
rot a primary focus of this report. 
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ETHNIC COMPOSITION OF D.S.W. SEAFF 
SURVEY .OF grAFF IN TAMAKI-MAKAU-RAU RffiION 

Purpose 
'!he purpose of the survey was to gather infonnation on the ethnic 
c:arposition and language skills of Depart:rcent of Social Welfare 
staff in the region. 

Background 

'!he survey began at the end of Noverr.ber 1983 and continued until 
March 1984. '!he initiative for the survey carre fran tY.O sources -
senior rnanagercent in Regional Office and the group of staff me have 
prepared this report. '!he State Services Cootnission (S.S.C.) booklet 
"The Public Service in a Mllticultural Society" (1983) recarrcended 
that Governrrent Departrrents gather data on the ethnic a:tlpOsition of 
their staff. '!his survey is the Departrrent of SOcial W9lfare' s 
response to that recc:mrendation. It had the approval of the Race 
Relations Office. It was supported by the Regional Director, 

M3thcx1 

'!he survey was administered by Toni Snelgrove, Managercent Services 
Officer, Regional Office of the Departrrent of SOcial Welfare. 

'!he survey popllation was the 1308 staff of all occupational classes 
and grades across the Tamaki-makau-rau Region. It included staff 
fran all offices and institutions. 

Information gathering was by way of a questionnaire (refer Appendix 1) . 
It was a seven item instrurrent asking dem:::>graphic questions of ethnic 
identity, tribal affiliation, language skills, gender and age. Only 
tY.O questions are open-ended, the remaining being closed response. 

Participation in the survey was voluntary. 

Procedure 
'!he questionnaire was piloted anongst 86 staff of Regional Office. 
AdjustIrents made in response to suggestions for :improverrent. 
'!he survey was mailed out on 14 DeceInber 1983, allowing one v.eek 
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for completion by staff. A was made early in 1984 and 
six additional ccrcpleted questionnaires were returned. 

Return Rate 
Eight hundred and ninety five people responded to the questionnaire. 
'!his was a 68% return rate. '!his is considered low for an internal 
survey. A 7?% rate is believed to give representative results. 

the return rate did vary across offices and institutions. 
Rates below 60% were obtained fran Manukau and Auckland, 

vtlilst Orewa, otara, Pukekohe and St Lukes offices had 100% retUrn 
rate. The renaining 17 offices and institutions had return rates 

60% and 94%. 

Assurrq?tions 
'!he survey was based on the following assunptions:-

(a) Ethnicity is a significant factor in the of services. 

(b) CoIlSllIrErS are best served by staff fran their own ethnic group. 

(c) Equal representation of ethnic groups according to general 
po:p.llation is inadequate. (See 3.5 al:x:>ve.) 

Results of SUrvey 
(1) Table 1 (Page 9) - Distribution of ethnic origin of respondents. 

'!he percentages of the three largest 'groups represented are:-

(2) 

(3) 

(a) Pakeha 
(b) N. Z. Maori 
(c) 'Pacific Island 

82% 
10% 
5.5% 

Table 2 (page 10) - '!he distriliution of ethnic groups across 
offices and institutions. This table shows that the small 
mmbers of staff from cultures other than Pakeha are scattered 
randanly throoghrut the districts and institutions. 

Table 3 (Page 11) - Occupational class of respondents. 
The percentages are, as fol1mvs:-

(a) Clerical 62% 
(b) Field Social Vhrk 17% 
(c) Residential 'Social Vhrk 11% 
(d) Typists 7% 
(e) other 3% Total = 100% 
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(4) Table 4 (Page 12) - Ethnicity by occupational class and gradinq. 
Across all occupational categories, Pakehas on average, out-
rrurnber N. Z. Maoris 9 : 1. '!he largest difference was in I field 
of social w::>rk I where Pakehas outnt.mbered Ma.oris 15 : 1. 

(5) Table 5 (Page 13) - Frequency of languages spoken. 

(6) 

'!he survey revealed that English is the dcminant language spoken . 
by 99% of staff; SaIroan is spoken by 3% of staff; N.Z. Maori 
is spoken by 2% of staff. 

Table 6 (Page 14) - Distrihltion of fluent Maori and Pacific 
speakers. 
In no one office/institution in the Region are there speakers 
of the full range of Maori and Pacific languages available to 
consuners. 

(7) Figure 1 (Page 15) - llge of respondents 
Figure 1 shows that 49% of Departrrent of Social velfare staff 
are under 30 years of age. This has :inplications for Maori 
and Pacific cultures who place particular value on the role of 
old people in the a:mrunity. 
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Chinese 
Cook Is 
Niuean 
Indian 
Tongan 
Dutch 

Pakeha 82% 
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1.2% 
1 % 
1 % 

.6% 

.5% 

.2% 

5% 

NOTE: The total number of respondents was 895. 
Respondents from more than one ethnic 
group have been included as a member of 
each ethnic group from which they claimed 
to descend. 

Maori 10% 
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TABLE 2 

DISTRIBUI'IOO OF MAIN ETHNIC GlOJPS ACRJSS OFFICES/INSTITUTIONS 

'!UrAL 00. STAFF WID N.Z. CDJK IS. NIUFAN SAM:lAN 
OF STAFF RE'SPCNDED !omORI M1!DRI 

'lO SURVEY 

INSTI'1Ul'ICH:3: 

AIJ..ENDALE 17 15 4 - - -
OOLLARD 34 27 4 - - -
Cl'lAIRAKA 40 23 1 - 1 -
TE ATATU GP HCME 8 6 2 - - -
WESLEYDALE 24 16 4 - - 2 
WEYM:X1l'H 65 31 7 - - 1 

OFFICES: 

*AOCKUND 117 13 2 1 5 
377 

PMMIRE 7 1 - - -
HENDERSCN 77 47 6 - 1 -

65 9 1 1 2 
128 

22 - 1 - 3 
NEW LYNN' 51 33 3 - - 3 
TARANAKI HOUSE 9 5 - - - -
crARA 17 4 1 1 ... 1 

179 
MANUKAU 23 1 - 1 -
CCMoruNITY CARE UNrr frncluded in 4 - - - -Regional 
PAPAKURA J 47 3 - - -

86 
PUKEKOHE 11 1 - - -
REGIONAL . 59 57 1 1 - 2 
REGIONAL FAMILY BENEFIT 39 26 3 - 1 1 
REGIONAL 
NATIONAL SUPERANNUATIOO 53 31 1 - 1 3 
ST LUKES In 

Auckland 3 - - - -
TAKAPUNA} 92 3 - - 2 
OREWA 125 2 - - - -
'!UrALS: 1413 850 80 7 8 28 

* Inclooes Avondale 

,. 

'RH2AN PAKEHA 

- 11 

- 23 
- 21 
- 4 
- 10 
- 23 

2 154 

- 6 

- 40 

- 52 
- 18 

- 27 
- 5 
- 10 
- 2 
- 4 

- 44 
- 10 
0 53 
- 21 

- 26 

- 3 

- 87 
- 2 

2 722 
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I T A B L E 3 

OCCUPATIONAL CLASS OF RESPONDENTS 

I 
OCCUPATIONAL CLASS NUMBER (FREQUENCY) PERCENTAGE 

I 007 CLERICALz 

I 106 to 109 13 2 
104 and 105 61 7 
103 105 12 

I 102 80 9 
101 260 31 

519 62 

I FIELD SOCIAL 320 WORK: 

I 105 to 107 16 2 
104 31 4 
102 and 103 93 11 

I 101 2 0.2 

142 17.2 

I RESIDENTIAL SOCIAL WORK: 322 

I 
303 1 0.1 
113.to 116 8 1 
108 to 112 17 2 
104 to 107 45 5 

I 101 to 103 10 1 
201 to 208 12 2 

I 93 11.1 

TYPISTS: 040 

I 108 1 0.1 
107 5 1 
106 15 2 

I: 101 to 104 37 4 

58 7.1 

I MISCELLANEOUS 

1 
General Servicing 060 ) 
Telephone Operator 029 ) 
Office & General ) 
Assistants 025 ) 

I Solicitors 020 ) 
Clerical Executives 097 ) 
Trades Class 240.1) 

I Pyschologists 345 ) 33 3 

835 100 

I 
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TABLE 4 

ETHNICITY BY OCCUPATIONAL CLASS AND GRADE (%) 

'1UI'AL 00. N.Z. MAORI PAKEHA SAM:lAN* omER omER 

I OF RESPClIDENr Pl\CIFIC \--------------1 
I 
I 
I 

CLERICAL: 007 
106 to 109 
104 and 105 
103 
102 
101 

FIELD S<X:IAL VK)RK: 302 I 105 to 107 
104 (SSW) I 102/103 
101 

I 
I 

RESIDENl'IAL S<X:IAL VK)RK: 322 
303 -
201 to 208 
113 to 116 I 108 to 112 

I 
104 to 107 
101 to 103 

I TYPISl'S & REMAINING CLASSES 

13 
61 

105 
81 

253 

16 
31 
93 

2 

1 
12 

8 
17 
45 
10 

84 

8 
13 

5 

10 
9 

6 
2 

8 

50 
25 
6 

18 
20 

5 

92 
75 
89 
81 
79 

94 
98 
85 

100 

100 
50 
75 
94 
64 
80 

85 

2 

2 

4 
6 

1 

4 

4 

3 
5 

2 
4 

4 

7 

6 

I 
I 

* Sam:>ans were separated out fran other Pacific peoples since they were the Irost 
nune.rous out of this ethnic group. 

I 
I 
I 
I 

7 

2 
2 

2 

7 

1 
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TABLE 5 

LANGUAGE(S) SPOKEN BY RESPONDENTS 

900 

800 

700 

/ . 
,,/ 

40 

99% 
30 

o 

3% 
10 

2% 
1% 

1% 
0.4% 0.4% 0.4% 

o 
Nos. 

. 
.c:: CIl 
CIl C C H C 

.r-i ro .r-i ro .c:: ro 
r-I 0 H .r-i Q) 0 e 
01 m 0 ro 0 ::l +J H 
C ro c 0 .r-i a Q) 
riI CIl ::E: H c.J Z C,!) 

LANGUAGES 

o • 3 % '0. 3 % I 0 • 2 % % 

c ro 
::l Q) 

lao 
.c:: ro en 
0 r-I Q) 

01 s:: Q) s:: 
5 Q) .r-i 

H ,0 .c: 
8 r... 8 0 
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TABLE 6 

DISTRIBTJI'Ioo OF FLUENl' SPEAKERS OF Ml>.ORI .AND PACIFIC LANGUAGES ACross INSTITUTIooS 
/ 

I..AR;tJAGES - FWENr SPEAKERS 

I 00 NZ lODRI CXlOK IS. MAORI NIUEAN SAM:lAN 'IDKELAIJAN 

ALLENDALE - - - - - -
IUCKLAND 1 1 - 6 1 1 
BOLLARD - - - 1 - -

- - - - - -
2 - - 2 - -

• 4 - - - - -

I DISTRIBUTIoo OF FLUENl' SPEAKERS OF MAORI .AND PACIFIC LANGUAGES ACross DISTRICTS 

I IT. - FLUENl' SPEAKERS 
DISTRICT NZ MAORI CXlOK IS. MU>RI NIUEAN SAM:lAN 'IDKELAIJAN I J\'I\'II IN TY CARE UNIT - - - - - -
HENDERSON - - 1 - - -

t= - 1 - 4 - -
2 2 - 1 - -
1 - - 3 - 1 

- - - - - -

£:m 1 1 1 1 - -
2 - - 1 - -
2 - - - - -
- - - - - -

PAPAKURA 1 - - - - 1 

- - - - - ---
REGIONAL - - - 3 - -, 

tIONAL FAMILY BENEFIT - - - 1 - -
IONAL NATIONAL SUPERANNUATIoo - - 2 3 1 -

- - - - - -
- - - 1 - -

r IDJSE - - - - - -

'IDl'AL OF R&SPOODF.NI'S 
IISTRICTS/INS'l'ITUrIONS 16 5 4 27 2 3 

I 
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FIGURE 1 

AGE OF RESPONDENTS OF SURVEY 

21-30yrs 

41 + yrs 

31-40 yrs 
31% 

26% 
18% 

16-20 yrs 

18% 
No respons e 

7% 
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Discussion on SUrvey of Ethnic carposition of DSW Staff 
1. An anti-racist staff ccnposition YOlld be as follows: 

(a) 'Ihe ethnic ccnposition of staff in each v.ork unit Y.Ol1ld 

reflect the ethnic ccnposition of the consurrer groop. 

(b) The ethnic c::atpJsition of staff in each grade Y.OUld reflect 
the ethnic conposition of the consurrer group e.g. if 75% of 

the children and young people in an institution are Maori, 
then 75% of the basic grade staff will be Maori; 75% of 
their senior managerrent will be Maori and the Principal will 
be Maori. 

(c) In each v.ork unit, there should be staff who are fluent in 
the languages of each consurrer group. 

'!his policy is entirely different fran the policy of "equal 

representation". (See p. 4) 

2. The low response rate of the survey is evidence of institutional 
racism. The following factors illustrate racism at v.on in this 

survey: 

(a) Staff denial of the irrportance of ethnicity. 

(b) Managerrent resistance to the survey. 

(c) Pakeha staff fear of how the results could be used. One such 

fear. is that Pakeha could be replaced by Maori or Pacific 
people. 

(d) Pakeha staff fear that the acknowledgerrent of differences 

could result in changes in structure and rrethods 
of v.ork. 

3. The survey results indicate that the ethnic ccnposition of DSW 
staff reflects the ethnic composition of the population of 

Aatearoa and of Tamaki -makau-rau region in particular. '!his 
broad a::nparison of DSW staff with the general population in terms 

of ethnicity is rot valid. (Refer Chapter 3.5) 

4. 'Ihe only valid a::nparison is that of the ethnicity of staff 
relative to the ethnicity of the consurrer group served by that 
staff group. 
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5. 'lbe ethnic ccrrp:>sition of the staff in each IDrk unit in Tamaki-
nakau-rau does IDI' reflect the ethnic c::crrposition of the oonsurrer 
"grcup served by that WJrk unit. (W::>rk unit refers to roth offices 
and institutions.) 

6. The only client group in the Tamaki -makau-rau region about man 
oould obtain recent statistical infonnation in tenns of 

etlmicity 
(a) O1ildren and :young persons \>tho made Court appearances in 1982. 
(Figures obtained from Statistics Unit, (Table 7, p. 20.) 

(b) '!he residents of the six Residential Institutions in 1983. 
(Figures obtained fran Director, Pesidential services, Auckland 
Regional Office.) (Table 8, p.21.) '!he dearth of statistical 
infonnation on ethnicity is further evidence of institutional 
racism. 

7. The Residential Institutions in Tamaki-m3kau-rau show a gross 
:i.rrba.lance in the ethnic c::crrposition of the children in relation 
to the staff. The figures fran each of the six institutions have 
been rrerged for the purpose of this discussion, rut individual 
figures can be seen in Table 8 (p.2J.). The figures reveal that: 

62% of the residents are Maori - 22% of the staff are Maori. 
16% of the residents are Pacific people - 5% of the staff 
are Pacific Islanders. " 
22% of the residents are Pakeha - 71% of the staff are Pakeha. 

overall, 78% of the children and young persons in the institutions 
in the Tanaki-makau-rau are Maori and Pacific people. 25% of the 
staff are Maori or Pacific people. 

8. The Court Reports written on children and young persons who cane 
before the Courts in Tamaki-makau-rau in 1982 reveal a s.irnilar 
picture (refer Table 7, p.20). 

44.8% of Court Reports concern a person or child 
15.5% concern a Pacific young person or child 
33.3% concern a Pakeha yoong person or child 

In total, 60% of all Court Reports in 1982 concerned Maori and 
Pacific children and young persons. Only 15% of the Field Social 
WJrkers responsible for writing these reports are Maori and 
Pacific people. 
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9. '!he Depa.rt:rrent nust ensure that con.su:rrers are served by staff 
fran the sane ethnic backgroond. 

10. Many Maori and Pacific con.su:rrers of social services are making 
strong pleas for cultural matching of consuners and helpers. One 
recent exanple is that of Eva Rickards who spoke to the waikato 

Branch of N.Z.A.S.W. in May 1984. 2 for a newspaper 
report of her address.) 

She stated that: 

"Maori people should be responsible for looking after Maori 

dlildren in trouble with the law or at hare." 

"Maori Social Workers should be enployed in proportion to the 
number of lI..aori children in DSW care." 

"If it I S a Maori problem, it needs a Maori solution." 

11. Pakehas do not have the knowledge to w:::>rk effectively with Maori 

and Pacific people. It is not possible for Pakehas to put aside 
their own cultural values and corrlitioning. 

12. It is essential that Maori staff have equal participation in 
decision-rraking and are deployed at all levels of the Depa.rt:rrent. 

4.9 Oonclusion 
'!he Depa.rt:rrent of SOcial VElfare practises institutional racism in 
its staffing by: 
(1) Eh"q;>loying an overwhelming majority of Pakeha staff. 
(2) By allowing Pakehas to dcminate decision-making positions. 
By continuing such practices, D51'1 perpetuates a service to consuners 
which is racist. 

4.10 Recorrrcendations 
These recamendations are transitional steps only to the ultlinate 
goal of a bicultural society. 
1. '!hat the ethnicity of all DSW staff and COnstllterS be identified 

and recorded. 
2. That DSW irrplerrent an Affintative Action Recruitrrent PrograIIIIE 

for Maori people for the period 1985 - 1990. 

• 
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3. '!hat the DepartIrent of SOcial 'Velfare :i.nplement an Affi.rma.tive 
Action Prom:Jtion Programte to ensure that Maori staff are 
represented at senior levels in each v.ork unit. 

4. '!hat resarrces be IIEde available for the training and support of 
Maori staff. 

5. '!hat the Depa.rtrrent of SOcial deploy Maori staff in 
positions involving direct contact with Maori COIlSllIIerS. 

6. That the Depa.rtrrent of SOcial velfare ensure that Maori staff are 
free to v.ork in a way Yilich is in keeping with their own culb..l.re. 
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TABLE 7 

ETHNICITY OF CHILDREN AND YOUNG PERSONS COURT APPEARANCES 
IN THE AUCKLAND REGION DURING 1982 

TOTAL PAKEHA MAORI/ PACIFIC/ INDIAN 
PART MAORI PART PACIFIC 

,'1097 425 465 186 2 

194 61 108 14 -
268 94 114 37 -
490 339 115 13 -
259 47 143 30 -
443 26 191 195 -
109 53 23 4 -
434 59 269 82 1 

156 48 105 2 1 

351 112 169 28 -

3800 1264 1702 591 4 

12858 5307 6104 858 10 

OTHER 

19 

11 

23 

23 

39 

31 

28 

23 

-
42 

239 

579 

- -',._,.- -' .. - - - - - - - - - - - - - - -
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ETHNIC COMPOSITION OF YOUNG PEOPLE IN D.S.W. INSTITUTIONS IN 

THE AUCKLAND REGION 1 JANUARY 1983 - 31 DECEMBER 1983 

Institution Total Maori Pacific Pakeha 

Number (% ) Number ( % ) Number ( % ) 

Allendale 91 54 (60) 14 ( 15 ) 23 (25 ) 

Bollard 623 399 (64) 99 (16) 125 (20) 

Owairaka 965 600 (62) 146 (15) 219 (23) 

Te Atatu 16 7 (44) 2 (12) 7 (44) 

Wesleydale 289 163 ( 56) 55 (19) 71 (25 ) 

Weymouth 43 27 ( 63 ) 14 (32) 2 ( 5 ) 

Overall 2027 1250 (62%) 330 (16%) 447 (22%) 
Total (100%) 
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TAB L E 9 

COMPARISON OF ETHNIC COMPOSITION OF CONSUMER GROUP (C.G.) 
AND D.S.W. STAFF DECEMBER 1983 

1. RESIDENTIAL INSTITUTIONS 

MAORI (%) PACIFIC (%) PAKEHA (%) 

C.G. RESIDENTIAL C.G. RESIDENTIAL C.G. RESIDENTIAL C.G. 
STAFF STAFF STAFF 

(60) (20) (15) (15) (25) (71) ( 0) 

2. COURT REPORTS 

MAORI (%) PACIFIC (%) PAKEHA (%) 

C.G. SOCIAL WORK C.G. SOCIAL WORK C.G. SOCIAL WORK C.G. 
STAFF STAFF STAFF 

(44.8) ( 8) (15.5.) ( 5) (33.3) (85) (6.4) 

OTHER (%) 

RESIDENTIAL 
STAFF 

( 5) 

OTHER (%) 

SOCIAL WORK 
STAFF 

( 2) 

- _ .. ,.- - - - - - - - - - - - - -.'- - - -. " 
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ClIAPl'ER 5 

An anti-racist staff recJ..uitnent and selection system w:JUld consist 
of: 
(1) All job advertiserrents w:JUld be bilingual i.e. in Maori and 

English language and p.lblished in both Maori and Pakeha nedia. 

(2) All Departrrental job and career inforrration brochures w:JUld be 

actively disseminated throogh both Maori an:l Pakeha ne-OOrks. 

(3) Maori staff w:JUld be available to resporrl to job enquiries fran 
Maori people. 

(4) At least half the annual intake of State Services Ccmnission 
cadets w:JUld be Maori. 

(5) Maori staff w:JUld induct, train and support Maori cadets. 

(6) '!he Maori camunity \\QUId oontrib..lte equally to the drawing up 
of job descriptions for all staff positions. 

(7) '!he Maori ccmrunity w:)U].d contribute equally to the drawing up 
of criteria for the selection of all staff. 

(8) '!he State Services catmission 'Merit Criteria for Selection' 
w:)U].d reflect both Maori and Pakeha values. 

(9) All applicants for jobs w:JUld have the opportunity to apply in 
a rn.:inner appropriate to their culture i.e. applications 
be in Maori or English language and in written or oral fonn. 
'!he application procedures reflect both Maori and Pakeha 
values. 

(10) Maori people carprise at least half of all interview panels. 

(11) selection venues, fonnat and rrethods v.ould be appropriate to 
Maori peq:>le. 

(12) '!he Departrrent contirme to establish specific positions for 
Maori people. '!hese positions .....ould be defined and controlled 
by the Maori carm.mity. 
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Current Policy aiid Practice 
General 
Recruitnent and selection of staff in the Depart::rrent of Social VElfare 
is rontrolled by the State Services Comnission. It is based on the 
principle of 'rrerit'. '!he State Services COOmission Manual of 
Appointnents states that: 

''No appointnent to the Public Service shall be made unless the person 
appointed has clearly rrore rrerit for the position to be filled than 
any officer \\he is qualified and available .... ". 
'!he State Services Ccrrmission Act 1962 Section 28, 5 states that: 
"M3rit of an officer shall be detennined by: 

(a) WJrk experience and carpetence shown in perfonnance of duties 
previously carried out by him. 

(b) Personal qualities, characteristics and attrib.ltes relevant to 
the position to be filled. 

(c) Relevant educational or other qualifications •.•• ". 

The Public Service is also bound by the' Race Relations Act 1971, 
Section 9 (see 3) and the Human Rights Ccmnission Act 1977 
Section 28 (1) and (2) (see Appendix 4) . 

While the principle of rrerit may be acceptable,. the 
criteria used to detennine rrerit are Pakeha-defined. A Maori or 
Pacific person may give very different criteria for rrerit e.g. age, 
mana, life experience, ancestry, bilingualism. Although educational 
qualifications are only one part of the nerit selection criteria, they 
appear to be given undue errphasis in practice. For exanple, a school 
leaver rrust have at least School Certificate (S.C.) and preferably 
University Entrance (U.E.) before she/he will be considered for the 
S.S.C. cadet Scherre. The policies and practices of the Education 
Depart::rrent on internal examinations e.g. scaling of rrarks in S.C., 
have ensured that 64% (1981) of Maori pupils leave school without 
qualification. '!hese young people are imrediately disadvantaged. The 
S.S.C. Act 1962 Section 28, 5 appears to provide scope for specifically 
recruiting and selecting people from other ethnic groups. However , 
:the Act is often interpreted in a narrow way which limits the eventual 
outcares. '!he establishrrent of a Maori Advisory unit in the Auckland 
Regional Office of the Depart::rrent of Social is an exanple 
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of the way in \<hich the nerit criteria can be interpreted nore 
broadly. '!he Race Relations Act 1971 also allows further scope for 
introduction of special schemes for people from other cultures. 

The Recruitrrent Process 
Recruitrrent into clerical cadet positions in the Departrrent of Social 

is administered by the S.S.C. RecruitIrent Officer. '!he main 
rrethod used by this officer is visits to schools, by invitation. In 
1983, in Tarreki-makau-rau, all cadet vacancies 'Y.ere filled as a result 
of school visits. N:> cadet positions v;ere advertised outside the 

school. ('!his has been a camon pattern over the years.) People who 
had previously left school are therefore excluded. Recruitrrent into 
graded clerical positions am social positions is by means of 
advertisenent in the Public Service Official Circular (P. S.O.C.) and 
occasionally in the mainstream rredia. All advertiserrents are in the 
English language. RecruitIrent is thus culturally biased in favour 
of Pakeha people. 

Application Forms 
All outside job applicants are required to carplete a PS17A Fonn. 
Internal applicants have to a:nplete a PSG Fonn. Residential and 
social applicants are required to carplete an additional extended 
application fonn. 

All these forrns are culturally biased in that 

(a) '!he fonn and instructions are in English only. 

(b) The PS17A and PSG Forms place considerable emphasis on educational 
qualifications. 

(c) '!he forms require a high level of "a:npetence" in the written use 

of English language. 
'!he initial stage of the selection process is thus daninated by the 
written v.ord. This disadvantages people fran a culture with an oral 
tradition. 

The Maori and Pacific Recruitrrent Scheme 
In co-operation with the Departrrent of Maori Affairs, the S. S.c. 
introduced in late 1980, a special RecruitIrent Scheme for 
qualified Maori and Pacific youth in the executive/clerical 
occupational class" (P.S.O.C. No. 34, 1982). It has subsequently 
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been extended into a few other occupational classes. 

'!his scherre only caters for a sma.ll proportion of the total mmber 
of Maori and Pacific school leavers. It takes only school leavers 
with qualifications i.e. at least School Certificate and preferably 
U.E. '!he jobs available are all Pakeha-defined. In 1983/84, only 
29% of all the S.S.C. cadets enployed by the Depart:rrent of Social 
velfare in Tarraki-makau-rau were fran the Maori and Pacific Scherre. 
'!his figure is inadequate. 

'!he cadets are expected to fit into the Pakeha system of operation and 
are not encouraged to express their cultural values and ways. 

'!he Selection Process 
'!he Depart.nent has 'SCtIE written guidelines for the selection of both 
clerical and social v.crk staff. '!here is no reference to the following 
factors in any of the guidelines: 

(a) '!he ethnic appropriateness of the persons who short list and 

interview applicants. 

(b) 'Ihe ethnic appropriateness of the venue, format and content of the 
interview e.g. a lo'".aori applicant arrives for a job interview on 
the floor of a central city office block; she/he is net 
l::¥ a panel of four to six Pakeha. , She/he may a cursory 
handshake before being launched imrediatel y into a question and 

session. '!he interview will be carried out in English. 
No rerognition is given to the aH;>licant' s status in tribe and 
family context. '!his experience can be alienating and frightening 
for Maori people. 

In IIDst Depart.nental interviews, the applicant is expected to 
"sell herself or himself as an individual" - a trait which is 
rontrary to Maori values and ways of presentation. 'ihere is a 
Maori saying: "Te tangata mau ana te f\angatiratanga kaore e 
taupatupatu ana" i.e. people of calibre don't carpete. 

'!he selection process for the prop::>sed Maori Advisory Unit has 
involved each applicant's support group speaking about the rrerit 
of the applicant. The applicants were not expected to do this 
themselves. 
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, 
Any judgement that is made aboo.t a person by sareone of a all ture 
other than that person's all ture, is mplicitly racist. 

'!he current selection processes in the Depart:Irent of Social 
are strongly biased in favour of Pakeha and therefore 

disadvantage Maori people. 

Conclusion 
In tenns of the criteria listed at the beginning of this chapter for 
an anti-racist staff recruit:rcent and selection system, it is quite 
clear that tr.e current system is racist. 

Rea:mnendations 
ve reccrcrrend that: 

(1) '!he DepartIrEnt of Social Welfare make a ccrnni:t:nent to a staffing 
policy in mich the ethnic catpOsition of the Departrrent of 

staff in each \\Ork unit reflects the ethnic CCIIpOsition 
of the partiallar COnstnl'er group which it serves. For exarrple, 
in the Bollard Girls I Hane where 80% of the young YOren are 
Maori, the Depart:Irent should errploy a staff group which is 80% 

Maori. At present the staff is 15% Maori. 

(2) '!he Depart:Irent of Social vielfare iroplarent an Affinnative Action 
Recruit:Irent· Prograrme to increase the IlUlTll::ler of Maori staff in· 
all sections and at all levels of the Depart:Irent. A plan of 
action including target numbers, and a tirre frarre will need to 
be established. '!he proportion of staff mlst reflect the 
proportion of lJ'.aori COnstnl'ers. 

(3) All jobs advertisem:mts be bilingual i.e. be written in Maori 
and English languages and be published in both Naori and Pakeha 
rrec1ia. 

(4) '!he Depart:Irent of Social Welfare produce career and job 
infonnation material in both Maori and English language and 
ensure that it is accessible to the Maori camuni ty . 

(5) '!he Depart:Irent of Social velfare deploy Maori staff to deal with 
job enquiries fran Maoris. 

(6) '!he Depa.rtrrent of Social Welfare increase its annual intake of 
Maori people fram the state Services Gommission Maori and Pacific 
Island Recrui t:rcent Scherre. 
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(7) '!he DepartIrent of Social appoint Maori staff to irrluct, 
train am support Maori cadets. 

(8) '!hat new jobs be created Yhich allow Maori staff to w::>rk in a 
way Yhich is awropriate to their culture. 

(9) '!hat Maori people w:uld have full control over the definition of 
these jobs am the selection of staff for them. 

(10) '!he State Services Ccmnission criteria for 'rrerit selection' 
be rewritten to recognise the skills am attritutes of people 
with a bicultural background. For example, biculturalism needs 
to be recognised as a criterion with equal value to the three 
traditional criteria (w::>rk experience, personal qualities am 
educational qualifications) . 

(11) '!he state Services Commission be requested to revise application 
procedure in order to nake it rrore appropriate to Maori people. 

(12) That all interview panels reflect the ethnic composition of the 
COI1S1.ID'er groups to be served by the position. 

(13) All selection nethods and venues be ethnically appropriate to 
the applicants. 
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ClIAPTER 6 

An Anti-Racist Staff Traming Systan 

(1) Fifty percent of all staff trainers Y.OUld be Maori or Pacific 
. people. 

(2) All Pakeha staff trainers Y.OUld have a cx:mnitrrent to increasing 
their awareness of their personal racism. 

(3) All courses Y.OUld adClress the issue of racism. 

(4) Maori people Y.OUld be consulted al:xJut content and mat.hods of 
teaching. 

(5) Maori staff Y.OUld detennine the type of training rrost appropriate 
. for themselves e.g. choice of venue and rrethods of teaching. 

(6) Resarrce of the total camunity v.ould be used m the traming. 

CUrrent structure 
The following have responsiliility for staff training m the Tanaki-
makau-rau region. 

(1) Field and Residential SOcial W::>rk 

(a) Regional Training SUpervisor -
A facilitative and consultative role with field and 

residential social -v.orkers. 
(b) Taranaki House (Avondale) 

A training institution offering national residential courses 
as well as facilitating regional -v.orkshops to rreet the 
needs of specific offices. 

(c) Residential Staff Trammg School (Ievm) 
Offers residential courses, primarily for residential 
social -v.ork staff. 

(d) Each district office jmstitution has a social -v.orker 
responsilile for social y.K>rk staff tra:in:ing withm that 
office/institution. This person liaises with the Regional 
Traming Supervisor. 
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(2) Clerical and Administrative staff 

(a) Regional SUp!x)rt and Training Officers (R.S.T.O.) plus 
tw::> Assistant Training Officers. 

(b) In several offices in Tarnaki-makau-rau, there are senior 
clerical staff responsible for clerical training within 
tret office. 

CUrrent Policy 
'!he Departrrent of Social Act 1971 Section 4 (2C) states that 
the Depart:rrent of Social VElfare "shall provide for the training of 
such persons as the rw-J.nister may direct (whether errployed in the 
service of Her Majesty or by any agencies of the Crown or by any other 
organisations) to undertake social welfare activities". 

Of the staff training personnel consulted for this paper, few 
aware of any set policy for staff training. MJst responded to 
perceived need. One training group had fOrrn.llated policy which 
directly included the issue of racism and this was seen as an issue 
to be addressed for every course conducted in 1983. 

'!he policy staterrent issued by the Social vork and Staff 
Developrent Unit, Head Office, in August 1983 addresses issues of 
social justice, responsibility and equity but does oot address the 
issue of racism. 

Current Training PrograIl11'eS 

(1) Field Social yorkers 

(a) '!he 1984 National staff training circular 1983/11 offers a wide 
range of courses. There are 00 courses relating specifically to 
racism and oone of the courses outlined nention racism as a 
specific catp)nent. 

(b) Taranaki Hoose -
In the tutors I goals for 1983 a a:mni:brent was made to consider 
the issue of racism in every course held in that year and to 
address racism in training procedures. Of the eight courses 
held in 1983, four addressed the issue of racism. 

(c) regional Training SUpervisor -
In the past there has been little errphasis in discussing 
addressing racism in courses facilitated by this officer. Over 
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the past few nonths a Supervisor's Guide has been developed 
to meet the future staff training n€eds of new staff. This 
Guide includes nodules on "Social york and Racism" and 

"camunication and CUltural Systems". 

(d) Staff training within district offices. -
Staff training programres vary fran office to office according 
to the personnel involved. Sare offices are beginning to 
address racism as an issue. The focus tends to be on marae 
visits and discussions re Maatua 'I\o.u offices have 
conducted prograIIlreS which address institutional racism using 
resoUrce people fran the National Council of Churches 
PrograIIlre on Racism. 

(2) Residential Social vorkers 
(a) The National staff training prograrme is the sarre as that 

for field social w:)rkers. 
(b) The Regional Training Supervisor is the sane as that for 

field w:)rk. 
(c) The corrprehensive rep::>rt "Training for newly ap[.Oint.ed social 

w:)rkers in residential carel!, July 1982, addresses the 
selection and training of new residential social w:)rkers. 
Through this rep::>rt recamendations made to Head Office 
in July 1982. The issue of racism is not addressed in this 
rep::>rt. The crosscul tural issue is referred to in only one 
of the ten proposed nodules. 

(3) Clerical and .Mministrati ve Staff 
(a) The Regional Support and Training Officer -

A 1984 discussion paper includes as one of its four goals 
"to increase the effectiveness of crosscultural training". 
This paper provides information on the crosscultural studies 
courses \\ihich are available. 

(b) Training Resources -
An introductory training pack is available to assist 
personnel in district offices to conduct induction prograIIlres. 
This training pack provides basic inforrration about such 
subjects as public relations, administrative matters and 
rrethods of organisation. CUltural and racial differences are 
not rrentioned in any of the sections. 
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(c) Managerrent I MJdule (Criterion Referenced Instruction CRI). -

rrhe issues of racism am cultural differences are not addressed 
in this new nodule. 

(d) Skills of Interviewing M::xlule (CRI) -
'!here is only one reference to crosscultural differences in 
this new programre. '!he issue of racism is not addressed. 

(4) Generic Training Opportunities 
'!he regional training officers now offer a cx::.rcprehensive cross-
cultural studies programre for Deparbnental arployees at all levels 
and occupational categories. '!hese courses are conducted in co-
operation with the Auckland University Departrcent of Continuing 
Education, Auckland Teclmical Institute and the Pacific Island 
Frlucational Resoorce Centre. '!hey provide the opportunity to 
attend Maori language courses, a course on "Maori Welfare and 

CUltural Sensitivity" and a course addressing Pacific cultures. 

6.5 - Institutional Racism 
Within DSW staff training institutions, institutional racism can be 
identified by the following: 

- All staff trainers in training institutions are Pakeha. 
- '!he venues for staff training reflect Pakeha values, e.g. seating, 

enviroment, food. 
- Programres of training are fOnrulated and conducted by Pakeha. 

- Focus is often on a student/teacher relationship rather than 
collective sharing. 

- and Pacific staff are expected to confonn to Pakeha styles of 
teaching arrl learning e. g. Maori participants at a recent course on 
Cormunity Developrent ?-t Tirorroana (i) v.a-e not ¥.elCXIred in Maori. 
(ii) there was little or no reference to issues of racism (iii) they 

v.a-e not included in the process of planning the course. 

6.6 Conclusion 
'!here is very little written policy available as a guideline for staff 
training. Training tends to be dependent on the needs as perceived by 
individual staff trainers. This lack of policy rreans that the Deparbnent 
avoids being aCCXJUI1table -on issue of racism in staff training. It 
also rreans that racism is overlooked in training programres. 

'!he anti-racist staff training system as outlined in the introduction 

.' 
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of this section, makes it quite clear that our current staff training 
}?Olicy and practice is racist. 

Rea:mnendation 
'Ib fully address the issue of racism, a shift needs to be made fran 
focussing only on general crosscultural issues to include that of racism. 
'!his rust involve personalisin:] individual racism am analysin:] the 
institutional racism perpetuated by the Departrrent of SOcial 

In support of this, the booklet "Public Service in a Multicultural 
SOciety" (1983) makes the following staterrents: 
P. 32... "'!he Public Service, especially in the senior }?Olicy-making 
positions, should rrore adequately represent all groups in New Zealand. 
'!his implies the provision, as necessary, of special recruitrrent and 

training prograrn:res." 

P. 35... "Training programres should be set up to overcx::ma discriminatory 
attitudes and practice." 

P. 36 ••. "'!here has to be a willingness to learn abc:ut another culture 
and to accept at least biculturalism and bilingualism." 

Trainers rust involve tv.o processes: 
(1) Trainin:] in personal and institutional racism. 
(2) Crosscultural issues. 

liE rea:mrend that: 
(1) '!he Depart:rrent of SOcial lAElfare forrrulates clear }?Olicy for all 

staff training which rust include a ccmnitrrent to racism 
as an integral part of all staff trainir;tg programres. 

(2) '!he Depart:rrent actively recruit Maori people into staff training 
}?Ositions. 

(3) Maori trainers be given the scope and resources to carry out 
training in a culturally appropriate form and style. 

(4) Maori staff determine the type of training appropriate for them. 

(5) '!he Departrrent, recognising that the language is the heart of 
a culture, ensures that a rnininrurn of forty hours per v.orker, per 
anm.nn, should be available to all staff to study Maori language. 
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(6) All Pakeha staff participate in an anti-racism training prog-.carme. 

(7) '!he Depa.rt:nent recognising the of Maori resources, 
inco:rporates this resource into training prograrmes. 

(8) '!he Depa.rt:nent rurchases l'nori literature and uses it as a 
training resource. 
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CHAPl'ER 7 

Anti-Racist Approach 
A physical environrrent based on an anti -racist approach should neither 
allienate nor intllnidate COIlSllIIEr groups or staff. It should represent 
the values and culture of the indigenoos Maori people and the wishes 
of the local camunity. staff should live in the area and reflect the 
ethnic carposition of the COIlSllIIErS. 

Introduction 
(1) The physical environrrent of a building influences first inpressions 

of the institution. For this reason the group examined several 
Depa.rtrrental offices and institutions. 

(2) For the purpose of this report, the physical environrrent rrea.ns all 
that the public encounters When they visit the Depa.rtrrent. Telephone 
services are not included rut all architectural features and 
visible personnel are. 

Findings 
(1) In sate of the buildings visited, atterrpts had been made to 

recognise the flI:11 ticul tural nature of the group. This 
took the fonn of such things as rrulti-lingual direction signs, a 
rrulti-lingual I poster, and visible Maori and Pacific staff. 

Far nore often saw the very opposite of the positives listed 
above: 

- signs/notices and information leaflets in English only 

- no notices about available translation services 

- wall posters and cards nonocultural and possibly offensive 
e.g. White rren in military unifonns 

- all reading material in English and reflecting rronocultural 
Pakeha interests 

- visible staff predominantly Pakeha of the ethnicity of 
the COIlSllIIEr group 

- Pakeha receptionists Who spoke loodly and patronisingly to Maori 
and Pacific consmrers. 

These are sate of the rrore tangible aspects of institutional racism. 
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'!here are other aspects to institutional racism. 

Imagine for instance, a Pacific w:::man with her baby and toddlers, 
caning to the O:partIrent regarding a benefit. She is often kept 
waiting, there is inadequate seating for her family, no available 
toilet, no public telephone. '!here are no toys for the children, 
no person behind the desks with man she feels a::mfortable, or 
speaks her language. 'Ibis is a camon experience. 

Consuners who are not fran the doniroant Pakeh.a culture enca.mter 
roth an alien institution and an alienating environrrent when they 
visit the O:partIrent. 

Overall, v.e found minimal evidence of atterrpts to provide an 
anti-racist I:epartIrental environrrent. 

7.4 . Recon1rendations 
VE recarmend that the I:epartIrent make the physical environrrent of all 
w::>rk units culturally appropriate to the consurrers - giving particular 
errpha.sis to the needs of Maori people. 

'!his will require the following steps: 

(1) Consistent recognition of the tangata whenut1 by involving them in 
all decision-making. 

(2) Researching the ethnic carposition of the local pop.1lation and 

consurrer group. 

(3) Involving the local cx:mrunity in the design of an appropriate 
physical environrrent. 
Factors to be considered: 
- office decorations 
- office seating 
- play area for children 
- planting of native shrubs 
- appropriate nusic 

(4) Appointing staff who reflect the ethnic carposition of the consurrer 
group in the local area. 
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(5) Apf-ointing staff mo live in the local area. 

(6) Establishing a cx:mrunity liaison ccmnittee to advise the 
Deparbnent on the setting up and continuing operation of the 
office. This must include Maori people. 

(7) Seeking regular consurrer feedback. of the services provided by 
the particular unit. 
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OIAPI'ER 8 

(l)NCLUSICN 

'!he group IS y,urking premise that "'!he Departnent of Social VElfare 
practises institutional racism" has been substantiated in the four 
areas \\bidl y.ere researched: 

(1) The ethnic CC1I'{X)sition of staff is daninated by Pakeha. 

(2) '!he recruitnent, selection and prorrotion of staff is culturally 

biased in favour of Pakeha applicants. 

(3) Staff training is rronocultural and ignores the issue of personal 
and institutional racism. 

(4) The physical enviroI'l1TeI1t is rronocul tural and alienating to 
Maori COl1.SllITerS. 

Irrplications of Conclusion 

(1) '!he Departrrent nust take irmediate action to eliminate 
institutional racism. 

(2) Institutional racism is a Pakeha problen and nust be addressed 
by Pakeha policy makers and staff. 

(3) '!he Departnent nust becare bicultural. To do this it nust 
return and resources to Maori people so that they may be 
equal participants in policy and decision-making. 
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CHAPl'ER 9 

'Ihat a task force of Pakeha staff be set up to design, inplem:nt 
and evaluate a carprehensive anti-racism programre for the Department. 
This task. force rrust be nonitored by Maori people. 

'Ihat the Maori people of Tarnaki-makau-rau be asked to bring together 
a group of people to develop their bicultural vision for the 
Depari:rlEnt of Social '!his group rrust be prov'ided with 
all the resources which it considers necessary to carry out the 
task. 

That the Depari:rlEnt hand over the necessary and resources to 
the Maori people to enable their vision to be inplem:nted. 

In addition to the above overall reccmrendations repeat the 
specific reccmrenda.tions pertinent to the four preceding chapters in 
this report. 

(1) Ethnic Composition of Staff 
'!hese reccmrendations are transitional steps only to the ultimate 
goal of a bicultural society. 

(1) That the of all Department of Social y;elfare staff 
and COI1SllIIErS be identified and recorded. 

(2) 'Ihat the Department of Social y;elfare irrplercent an Affinnative 
Action Recruitrrent programre for Maori people for the period 
1985 - 1990. 

(3) That the Department of Social inplem:nt an Affinnative 
Action Prarotion programre to ensure that Maori staff are 
represented at senior levels in unit. 

(4) 'Ihat resources be rrade available for the training and support 
of Lvaori staff. 

(5) That the Department of Social deploy Maori staff in 
positions involving direct contact with Maori consurrers. 
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(6) That the Depart:m:mt of Social VElfare ensure that Maori 
staff are free to w:::>rk in a way which is in keeping with 
their own culture. 

(2) Staff Recruitrrent and Selection 
(1) The Deparbrent of Social make a coomitrrent to a 

staffin;1 policy in which the ethnic CClTIpOsition of Depart:m:mt 
of Social VElfare staff in each \\Ork unit reflects the 
ethnic cooposition of the particular COl1S1.lller gralP which 
it serves. Fbr exanple, in the Bollard Girls' Hare where 

80% of the young YOreIl are Maori, the Depart:m:mt should 
ercploy a staff gralP \<which is 80% Maori. At present the 
staff is 15% Maori. 

(2) The DepartIrent of Social W:lfare inplerrent an Affllmative 
Action Recruitment Programre to increase the number of 
Maori staff in all sections and at all levels of the 
Depart:m:mt. A plan of action including target mnnbers and 
a tirre frane, will need to be established. The proportion 
of staff rrust reflect the proportion of Maori consurrers. 

(3) All job advertisenents be bilingual i.e. be written in 

Maori and English language and be published in both . 
and Pakeha n:dia. 

(4) The Depart:m:mt of SOcial produce career job 
infonnation material in both and English language and 
ensure that it is accessible to the Maori carm.mity. 

(5) The Depart:m:mt of SOcial VElfare deploy Maori staff to deal 
with job enquiries fran Maoris. 

(6) The Depart:m:mt of SOcial increase its arumal intake 
of Maori people fran the State Services Commission Maori and 
Pacific Island Recruitment Scheme. 

(7) The Deparl:Irent of Social VElfare appoint Maori staff to 

.induct, train and support Maori cadets. 

(8) That ne\v jobs be created which allow Maori staff to \\Ork 
in a way which is appropriate to their culture. 
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(9) '!hat Maori people ... have full control over the 
definition of these jobs arrl the selection of staff for 
them. 

(10) '!he State Services carmission criteria for 'merit selection' 
be rewritten to recognise the skills and attributes of 
people with a bicultural backgroorrl. For exarrple, 
biculturalism needs to be recognised as a criterion with 
equal value to the three traditional criteria (v.ork 
experience, personcil qualities and educational qualification) . 

(11) '!he State Services carmission be requested to revise _ 
application procedure in order to make it m:>re appropriate 
to Maori people. 

(12) '!hat all interview panels reflect the ethnic composition 
of the consurrer groups to be served by the !,Xlsition. 

(13) All selection rrethods and venues be ethnically appropriate 
to the awlicants. 

9.4 (3) Staff Training 

'!he booklet "Public Service in a Mllticultural Society" (1983) makes 
the following staterrents. 
P. 32... "The Public Service especially in the senior !,Xllicy-making 
!,Xlsitions, should m:>re adequately represent all groups in New Zealand". 

'!his irrplies -
"The provision, as necessary, of special recruitrrent and training 
programres" . 

P. 35 ••. "Training programres should be set up to overcare discriminatory 
attitudes and practise". 

P. 36... "There has to be a willingness to learn about another culture 
and to accept at least biculturalism and bilingualism". 

'Ib fully address the issue of racism, a shift needs to be made fran 
focussing only on general crosscultural issues to include that of 
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racism. This nust involve personalising individual racism and 

analysing the institutional racism by the Depar1:Irent of 
Social 

Training I1llst involve twJ processes: 

(1) Training in personal and institutional racism. 

(2) Crosscultural issues. 

VE recx::rnrerrl that: 

(1) '!he Depar1:Irent of Social foDIl.llates clear policy for all 
staff training prograrmes. 

(2) '!he Department actively recruit Maori and Pacific people into 
staff training positions. 

(3) Maori trainers be given the scope and resoorces to carry out 
training in a culturally appropriate form and style. 

(4) Maori staff detennine the type of training appropriate for them. 

(5) '!he Depar1:Irent, recognising that the language is the heart of a 
culture, ensures that a mirnim.nn of 40 hours per per armum, 
shOuld be available to all staff to study Maori language. 

(6) All Pakeha staff participate in an anti-racism training prograrme. 

(7) '!he Depar1:Irent recognising the of Maori resources and 
incorporates this resource into training progranrres. 

(8) '!he DepartIrEnt purchases Maori ;Literature and uses it as a 
training resarrce. 

Departrrental Envirorurent 
recamend that the Depar1:Irent make the physical envirorurent of all 

v.ork units culturally appropriate to the consumers. This .will require 
the following 
(1) Consistent recognition of the tangata whenua by involving them 

in all decision-making. 

(2) Researching the ethnic COl't"pOsition of the local population and 

consumer group. 
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Involving the local camunity in the design of awropriate 
physical environrrent. 

Factors to be considered: 
- office decorations 
- office seating 
- play area for children 
- planting of native shrubs 
- appropriate music 

Appointing staff mo reflect the ethnic carp::>sition of the 
COn5llll'er group in the local area. 

Appointing staff mo live in the local area. 

Establishing a camunity liaison ccmnittee to advise the 
Deparblent on the setting up and continuing operation of the 
office. '!his nust include Maori people. 

Seeking regular consurrer feedback of the services, provided by 
the unit. 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

APPENDIX I 
QUESTIONNAIRE ON ETHNIC OF S'l'AFF 

Dear staff member, 

You wil·l note a code at the top right hand corner. 
code for your office and enables the researcher to 
the source of returned questionnaires. 
(Please tick the appropriate box/es) 

1. Are you female 

male 

This is the 
keep track of 

B 
2. What is your age? 16 - 20 0 31 - 40 0 

21 

3. Are you Chinese 
Indian 
N.Z. Maori 
pakeha/European 

- 30 0 41 + 

Pacific Islander - Cook Islander 
Niuean 
Samoan 
Tokelauan 
Tongan 

Other(please specify) 

0 

From more than one ethnic group(please spelifYI 

4. If you are a Maori or of Maori descent, to which tribe/so 
do you belong? 

5. tihich language/s do you speak .... a little 

Pacific Island· -

Chinese 
Indian 
N.Z. Maori 
English 
Cook Island Maori 
Niuean 
Samoan. 
Tokelauan 
Tongan 

Other(please specify) --------

R 
.' 

fluently 

L 
I 
I 
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6. Whi'ch language/ s do you understand .... 
o 
partly 

Chinese 

Pacific Island 

Indian 
N.Z. Maori 
English 

- Cook Island Maori 
Niuean 
Samoan 
Tokelauan 
Tongan 

Other (please specify) 

7. What is your occupational class and grade? 

Thank you for your co-operation. 

completely 
- ---
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APPENDIX 2 

us problem children 

-Rickard 
Milori people should be responsible for looking 

after Maori - children in trouble with the law or at 
horne . !WI ys Raglan Maori le.ader Eva Rickard. 

Rut that responsibility must be matched with autb-
orlt y. funds and other necessary resources, she said. I 

Sp" .. king at the Social Assoc!atlon 
Waikato hranch annual meeting last night, Mn 
HiI'k.ud said 5OC1a1 welfare money was being spent on 

instl.'ad of people. 
" Ytlur buildings are getting bigger and bigger and 

thl' kids are getlJJlg poorer and worse," she said. 
Mni Rlcurd said she could support 10 children 

with the money needed to keep just- one in a IOClal 
w .. !fare borne. And five marae-bued mutua whangal 

care systems for young offenders) coUld be !let . 
u" with the money It COlt to send tbe Te Maori exhibl- '. 
lion and naltDral party to America. . 

MrlI RIckard told the 50Cial workers the w.y to . 
impro"," their care of maori people Wall .. l4lt III do it . 
ami I('t us have the money to do it with. . 

maatua whangai schemes would take 
Maori children back to the land. That was where the 
MaorI people's Identity and future lay, she said. 

"You can'l belp Maoris - we've got to belp 
oul"llelvet!." 

She told the largely pakeha audience . that Maori 
people were "sick and tired of being told whal is good 
for us". . 

"Maori people should be working with Maori 
people," Mn Rickard said. Maori social workers 
should be employed in proportion to the number of 
Maori cbildren in Social Welfare Department care. 

The Maori Womea'i Wellare League, the New 
Zealand Maori councU and the Maori wardeD -.yatem 
had beeo let up by the pakeba government to care for '. 

. Maori people - but they aU subsisted 00 meagre 
budgets. 

These and other volUJIlary Maori aocial workers 
needed more recognition, she said. 

As Maori people comprised 10 Jl!!r of New 
Zealand's population, they deserved one--tenth of the 

. country's elpenditure. Mrs Rlck.ard said" thla meant , 
about $1.4 billion should have beeu spent on MaorI I 
people last year, but the Maori Affairs Department had . 
a budget of only $52 million. 

No pakeha government would «Ive them that much 
money. so she planned to set up a Maori parliament 
based on the Kotahltanga movement It would be let 
up in September, solely to look after Maori lDteresta, 

Rickard said. 
"If It'. a Maori problem, It needa a Maori 8Olutlon.. .. 
Mrs R1cbrd al80 urged JOCial workers to lobby for 

changes in social wellare to ensure that people came 
IDlititutiona. 

UrbanlaaUon. the br8akdown of' famUy authority 
. and moral conveGtlona, the complexities and novelty of 

modern life, and the economic insecurity of the to-
dustrial system bad toto being the modern aoclal 
worker, she aaid. 

"They perform a fUDCtion In modern lOdety whicb ' 
is DOt a llllury but a necessity." . . 

. EVA RICKARD ••• "let 
4oU". 
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APPENDIX 3 

3594 Race Rtlations 
6 

the employee from doing that ac·t, or from doing as an 
employee of that person acts of that description'] 

This lection was lubstituted for the original I. 8 by I. 86 of the Human Righu 

Commission Act 1977. 

9. Measures to ensure equality-Anything done or omit- I 

ted which would otherwise constitute a breach of any of the 
provisions of sections 4 to 7 of this Act shall not constitute 
such a breach if- ' 

(a) It is done or omitted in good faith for the purpose of 
assisting or advancing particular persons or groups 
of persons or persons of a particular colour, race, or 
ethnic or national origin; and 

(b) Those groups or persons need or may reasonably be 
supposed to need assistance or advancement in 
order to achieve an equal place with other members 
of the community. 

[Racial Disharmony 

[9A. Racial disharmony-(l) It shall be unlawful for any 
person-

(a) To publish or distribute written matter which is 
threatening, abusive, or insulting, or to broadcast 
by means of radio or television words which are 
threatening, abusive, or insulting; or 

(b) To use in any public place tas defined in section 40 of 
the Police Offences Act 1927), or within the hearing 
of persons in any such public. place, or at any 
meeting to which the public are invited or have 
access, words which are threatening, abusive, or 
insulting,-

being matter or words likely to excite hostility or ill will 
·against, or bring into contempt or ridicule, any group of 
persons in New Zealand on the ground of the colour, race, or 
ethnic or national origins of that group of persons. 

(2) For the purposes of this section, the terms "publishes", 
"distributes", and "written matter" have the respective 
meanings given to them by section 25 (2) of ,this Act.] 

This and heading were inserted by s. Human Righls Commission 
ACI 19;7. 

Conciliation 

10. Race Relations Conciliator-( 1) There shall be 
appoinred a Conciliator to be called the Race Relations 
Con cilia tor. 
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APPENDIX 4 

Human Rights CommisJion 19 

national origin, sex, marital status, or religious or ethical 
belief in a situation whe.re such preference would be unlawful 
under any other provision of this· Part of this Act, the 
imposition of that condition or requirement shall be unlawful 
under that provision unless the person imposing it establishes 
good reason for its imposition and shows that its imposition 
is not a subterfuge to avoid complying with that provision. 

,28. Commission may approve special programmes-
. (I) The Corrunission may, upon such conditions as ,it thinks 
fit and subject to revocation or suspension at any time, 
approve in writing any special p14n or programme submitted 
to it by any person if it considers that-

(a) The plan or programme will assist or advance par-
ticular persons or groups of persons, being in each 
case persons of a particular sex or marital status; 
and 

(b) Those or groups need or may reasonably be 
supposed to need assistance or advancement in 
order to achieve an equal place with other members 
of the corrununity. . 

(2) Anything done or omitted which would otherwise 
constitute a breach of this Part of this Act shall not constitute 
such a breach if it is done or omitted in good faith for the 
purp6se of a plan or programme approved for the time being 
under subsection (1) of this section. 

29. Measures to ensure equality-Anything done or 
omitted which would otherwise constitute a breach of any of 
the provisions of sections 19, 20, 21, 22, and 26 of this Act 
shall not constitute such a breach if-

(a) It is done or omitted in good faith for the purpose of 
assisting or advancing particular persons or groups 
of persons or persons of a particular colour, race, or 
ethnic or national origin; and 

(b) Those groups or persons need or may reasonably be 
supposed to need assistance or advancement in order 
to achieve an equal place with other members of 
the community. • 

cr. 1971, No. 150, s. 9 

3O.1\1'easures relating to pregnancy or childbirth-For the 
avoidance of doubt it is hereby declared that preferential 
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APPENDIX 5 
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Racism in New Zealand 

N.Z. Publications 
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A.C.O.R.D. Publications and Newsletter - October 1983. 

"The Figures Tell the Story" - New Perspectives on 
Race (N.P.R.) 1982. 

"Definitions of Racism" - N.P.R. 1980 Resource Sheet 

"The White Male Club" - N.P.R. 

"Monocultural Church" - N.P.R. 

(7) "Pakehas Working Against Racism" - N.P.R. 

(8) "Pakeha Women & Racism" - Mitzi Nairn (N.P.R.) 

(9) "The Future of N.Z's Health System" - Bob Scott & Jill 
Harris (National Council of Churches (N.C.C.) 
Program on Racism) 

(10) "Inventory of Racism" - N.C.C. Program on Racism 

(11) "The Racism o"f Economics and the Economics of Racism" -
Mitzi & Ray Nairn (on behalf of A.C.O.R.D.) 

(12) "Cultural Imperialism and the Maori· - The Role of the 
Public Servant" - Donna Awatere - March 1982. 

(13) "Maori Sovereignty" - Broadsheet Nos. 100, 103, 106) 
- Donna.Awatere - 1982. 

(14) "Racism and Culture" - Donna Awatere - Craccum 10.4.84 

(15) "Institutional RaCism in the University of Auckland" -
Anne Salmond - Craccum 

(16) Genesis of Maori Activism" - Ranginui Walker - Feb. 1983. 

(17) "Social Welfare - Who Gets the Benefits" - A.C.O.R.D. -
March 1978. 

(18) "Reform from Within" - Kara Puketapu - January 1982. 
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