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COMMON MISTAKES
GENUINE ORGANISATIONS
MAKE WHEN TRYING TO
PROMOTE CULTURAL
DIVERSITY AND INCLUSION
IN THEIR STRATEGY

SO YOU GENUINELY WANT TO CREATE AN
ORGANISATION THAT ALLOWS INDIGENOUS
PEOPLE TO THRIVE AND WANT RESULTS

You'll love to find a faster, less-frustrating way to get results from
the hard work your putting in. To save you money and time in
the long run here are some easy mistakes to watch out for that
other organisations have made.

ALL BUSINESS, IS
PEOPLE BUSINESS

1. SENIOR LEADERS DEVELOP THEMSELVES FIRST
2. SENIOR MANAGERS PLAYING THE LEAD ROLE
AROUND THE CHANGE AFTER DEVELOPING
THEMSELVES
3. RELIANT ON CULTURAL SPECIFIC ROLE OR CULTURAL
DEPARTMENT
4. BEING TOKENISTIC (LOOKING CULTURAL ON THE
OUTSIDE)
5. TRUST IN THE CURRENT LEADERSHIP DEVELOPMENT
SUITE
6. NO SPECIFIC PATHWAY FOR INDIGENOUS LEADERS

2.
SENIOR MANAGERS PLAYING THE LEAD ROLE
AROUND THE CHANGE AFTER DEVELOPING
THEMSELVES

What happens when the leadership team gets cultural competency
training their natural response is to implement their learnings
throughout the organisation. The mistake in this is that they are
playing the lead role in the cultural change. This is without the buyin of their indigenous staff or development of their indigenous staff.
This creates cultural fatigue for your staff and is always looked at as
a tokenistic activity.

3.
RELIANT ON CULTURAL SPECIFIC
ROLE OF CULTURAL DEPARTMENT

If it is important than create a role for it. So organisations create
a cultural advisor, head or maori development or have a maori
development team. We do commend organisations who are
willing to put their money where there mouth is and show it is
important. The mistake that happens here is that it becomes an
add on approach not an integrated approach. Everything gets
put on to this person or team and not integrated throughout
the organisation.

4.
BEING TOKENISTIC (LOOKING
CULTURAL ON THE OUTSIDE)

Organisations jump on every event calendar and celebrate it to
be perceived as an inclusive organisation. For example –
celebrating Te Wiki o Te Reo Māori Week, Matariki, Dawali,
Chinese New Year etc without actually developing the cultural
staff to be more connected to who they are. Most times these
events are run in 2 ways – from the marketing and branding
team who do not have in cultural diversity of thought within
the team or they exhaust their current Māori (or other cultural
staff) to do all this work without any formal recognition while
still completing their current roles.

5.
TRUST IN THE CURRENT
LEADERSHIP DEVELOPMENT SUITE

How Māori Leadership programs were structured in the past is
that they would get a normal leadership program that is really
strong within their organisation and put Māori words and a Māori
Facilitator to the program. Which is not inclusive at the core of
the program. These things are still
being done at the moment.

6.
NO SPECIFIC PATHWAY FOR
INDIGENOUS LEADERS

A lot of our leaders can make a false assumption that their
indigenous staff know how to bring their cultural self to
work. They do not take into account that it hasn’t been
useful in a dominantly western and mainstream
environment. Now the leaders have a passion in it – they
need to approve a pathway to reinstall that passion and
competency within their indigenous staff and leaders.

