Warren and Mahoney
DIVERSE TALENT
MEDIUM-LARGE ORGANISATION HIGHLY COMMENDED
Prioritising diversity at all levels of its
business has allowed a leading
architectural and design practice to
bring about significant change in the
way women are hired, supported at
work, and given opportunities to build
leadership skills.
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Founded in 1955, Warren and
Mahoney is an architectural and
design practice that provides urban
design, master planning, and
sustainable design in a collaborative
way to connect customers and
communities. It has 320 staff across
seven locations: Auckland,
Christchurch, Tauranga, Wellington,
Queenstown, Sydney and Melbourne.
The firm specialises in large, complex
projects and faced the challenge of
drawing from a talent pool where
males were over-represented.
Since 2017, Warren and Mahoney has
taken a broad range of steps to hire
and support more women. “We have
had a real focus on bringing more
women into Warren and Mahoney and
into leadership and ownership
positions, particularly those who are
architects and technicians,” says Managing Director John Coop.
Additionally, the practice has introduced measures to increase the number of Māori
and Pasifika in the organisation, a difficult task given the relatively low numbers of
people from these backgrounds who undertake architecture-related study.
“This is important to us because we want to take a leadership role in ensuring our
profession supports the development of talented Māori and Pasifika designers and
architects,” John says.
Among other initiatives, the firm set a target for the percentage of women hired.
Results are monitored and reported to the board, alongside data on the percentage of
women in the organisation and in leadership. It recently surveyed staff to better
understand their backgrounds and will use this data to set targets around other

aspects of diversity, notably ethnicity.
Information on the diversity of applicants for
roles will be looked at to ensure Warren and
Mahoney is attracting people from a broad
range of backgrounds.
“Once we have this data, we can then report
better on the diversity of those we hire, but
also monitor any possible biases by looking at
the diversity of those we do not recruit,” says
Group People and Culture Officer Sarah
Coleman.
To tackle the challenge of employing people
from diverse backgrounds in what is a maledominated industry, the firm has introduced
enhanced flexible working and parental leave
policies, summer internships for students of
Māori heritage and increased its engagement
with universities, technical institutes and
industry organisations focused on supporting
more women in the architecture profession.

“We have had a real
focus on bringing
more women into
Warren and
Mahoney and into
leadership and
ownership
positions,
particularly those
who are architects
and technicians”

To improve hiring practices, the firm provided
training on unconscious biases that may
impact the screening and selection process. It introduced diverse recruitment panels
and a requirement for recruiters to put forward gender-balanced candidate lists.
“While we focus on the development of all our staff, we have paid specific attention
to the development of our high-performing, high-potential women, with influential
board members involved and specific leadership training,” says Sarah Coleman. “As a
result, we have seen more women promoted into higher level leadership roles in the
past 12 months or move up a professional level.”
The numbers speak for
themselves. In 2017, 29 per
cent of architects and
technicians hired were
women (eight people), and 71
per cent were men (20
people). In the year ending 23
April 2021, 49 percent of new
hires were women (19) and 51
per cent were men (20).
In 2017, there were 94 women
(32%) in the organisation and
by April 2021 this had risen to
130 women (42%).

THE AIM
In order to deliver on its strategy of creating spaces that connect people and
enhance a sense of belonging, Warren and Mahoney set out to improve diversity
within its organisation, thereby increasing their social licence and challenging the
mindsets prevalent in a traditionally homogenous industry.
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Targets around the number of women recruited and promoted throughout
the talent pipeline and women owners in Warren and Mahoney were set,
monitored and reported to the board.
Diverse recruitment panels and gender-balanced candidate lists were
introduced.
Policies have been introduced to support women and men in the workplace,
such as flexible working and enhanced parental leave benefits.
The promotion process was changed to be more structured and take a
broader view of candidates.
A sponsorship programme was introduced for high-performing, high-potential
women.
Leadership training has been provided for all Principals to improve their
abilities to support, coach and mentor their teams, including female staff.
Diverse recruitment panels and gender-balanced candidate lists were
introduced.
Summer internships were provided to students of Māori heritage.
The firm’s diversity goals were promoted through engagement with
universities and technical institutes.

KEY LEARNING
Addressing a gender
imbalance and a general
lack of diversity in its
workplace required a
multi-faceted approach,
with Warren and
Mahoney introducing a
range of initiatives such
as adapting its
recruitment process,
setting targets (notably
for the female
employees recruited
and promoted) and
introducing training and
policies to support
those targets.

