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Agenda

➢ About Aurecon

➢ About DEI at Aurecon

➢ Context – preventing and responding to sexual harassment

➢ Active bystander campaign

➢ Upstander training and Team Leader conversation guide
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Aurecon is a design, engineering and 
advisory company.

Our purpose is bringing ideas to life, to 
imagine and co-create with our clients a 
better future for people and the planet.



6

Health

Manufacturing

Property and place

Resources and chemicals

Sports and entertainment

Transport

Water

Markets: 

Aviation

Construction

Data and telecommunications

Defence and national security

Education and research

Energy

Government
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Aurecon attributes
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Aurecon principles
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Aurecon Ethos
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Our Diversity, Equity and Inclusion Aspiration

To offer a new experience of work, which honours the uniqueness and 

personal circumstances of our people and adjusts for historic privilege 

and disadvantage, while differentiating us with our clients and driving 

innovation to create a better future for people and the planet.
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DEI Purpose To offer a new experience of 

work, which honours the uniqueness and 

personal circumstances of our people and 

adjusts for historic privilege and 

disadvantage, while differentiating us with 

our clients and driving innovation to create a 

better future for people and the planet.
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Our must-win battles outline the change we seek:

Living inclusive behaviours
We are all champions of change, actively role 

model and are upstanders for behaviours that drive 

psychological safety and power innovation.

Building diverse teams
We increase diversity across leadership 

and teams at every level through awareness and 

deliberate action. Diverse teams also drive 

inclusion.

Fostering mutual accountability
We hold ourselves and each other accountable for 

creating a diverse and inclusive culture that 

represents the communities we serve and creates 

a sense of belonging for all.

Sense of belonging. When we all feel 

valued and connected, our opinions heard, 

we can challenge without fear of 

discrimination or retaliation, and have 

equal access to opportunities. 

Diversity is difference. It can include 

demographic, cognitive, personal and 

professional background and lived 

experience. We acknowledge the 

intersectionality of individuals.

When everyone can thrive. Fair access, 

opportunity, resources, and power, with 

consideration for, and elimination of, historical 

and systemic barriers and privileges.

Diversity, Equity & Inclusion Plan 2024 and 2025 (Aotearoa NZ)

Core activities: HIVE and website up to date, events, networking

Inclusive culture

To continue to differentiate through our inclusive culture. Aurecon is 

a great place to work AND the work we do with clients is enhanced.

This pillar includes all aspects of DEI, inclusive of gender, cultural 

diversity, LGBTQIA+ and Disability.

Focus areas:

• Plans for named pillars

• Support for Team Leaders, Owners, Project Managers

• Upstander e-learn and Team Leader team conversation

• Action from Peakon

• Storytelling events

Gender

To create an environment where your gender does not impact 

your experience of work.

Focus areas:

• Increase representation, including at leadership level

• Achieve targets

• Prevent and respond to sexual harassment

• Increase men's uptake of parental leave and part-time work

• Gender pay gap

• Networking

Cultural diversity

To welcome and culturally support people from all cultural 

backgrounds.

Focus areas:

• E-learn development

• Career progression review

• Review activation of ethnicity field in Workday

Leadership
From our most senior leaders to our interns and 

graduates, we must all show leadership in our day-

to-day interactions and decisions.

Honouring Te Tiriti o Waitangi and te ao Māori
Manaakitia ai te katoa e mātou .To create a welcoming environment that culturally supports and encourages all employees.

He pakihi kei te mōhiotia whānuitia, kei te whakaponotia hoki i roto i te hapori Māori. To be known, trusted and have a credible reputation within the Māori community. 
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1. To listen AND act

2. To clearly communicate Aurecon’s DEI Plan AND the evidence behind it

3. To build the awareness AND capability of our leaders, workforce and People 
team

4. To embed DEI in our Blueprint, in everything we do internally AND in how we 
select, engage, win and deliver for clients

5. For our leaders and workforce to be our internal and external advocates AND to 
be accountable

DEI guiding principles
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➢ #MeToo

➢ Report: Experiences of Workplace 
Bullying and Harassment

Saunomaali’i Dr Karanina Sumeo

Equal Employment Opportunities Commissioner

➢ Mahi Haumaru Aotearoa / Worksafe New 
Zealand

• Provides guidance for businesses and workers, an example policy and template for 
reporting sexual harassment in the workplace.

Context for action to prevent and respond to sexual harassment
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➢ Respect@Work report

Sex Discrimination Commissioner, Human Rights Commission – March 2020 (Australia)

➢ Fair Work Australia / Sex Discrimination Act – changes 

Context for action to prevent and respond to sexual harassment cont…



16

Bystander action to prevent sexism and sexual 
harassment at Aurecon
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Preventing behaviours through action

• While bystander action is known to be an effective way to stop sexual 

harassment, in 69% of cases, witnesses take no action in response to 

an incident of sexual harassment in the workplace.

• Harnessing the ‘bystander’ is therefore a key component of preventing 

sexism and sexual harassment in the workplace.
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What is a bystander?

Present and witnesses something but is not directly involved.

What is an active bystander (or upstander)?

Someone who takes action after witnessing or hearing about an incident.
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The ladder of active bystanding
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What are social norms?

An expression of what is widely understood to be the appropriate attitude 

or behaviour in a given situation. Social norms can represent the 

proportion of individuals that behave in a particular way, or the proportion 

of individuals that hold a particular belief or value. 
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Survey: Tell us about your experience of inappropriate 
behaviour at work
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Survey

Survey included questions under these headings:

- Behavioural inventory of sexism and sexual harassment

- Responses and barriers in responding to sexism or sexual harassment
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Survey cont…

Survey included questions under these headings cont…

- Organisational culture

- Norms regarding actions

- Interpreting need to intervene

- Assuming responsibility

- Deciding to help and acceptability of intervening

- Confidence and self-efficacy to help

- Intentions to take action

- Social connection
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Campaign tips

Timing and preparation (eg senior leaders)

Messenger

Tone / personalisation

Systems in place (eg reporting and support)

Monitor reactions

Evaluate
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Features of the emails

Specific behaviours – 2 classified as sexism, 2 classified as sexual 

harassment

Majority norms – encouraging bystander action by telling them what the 

majority of them think should be done when witnessing sexism and sexual 

harassment at work

Social norms – highlighted in a call out box to draw reader’s attention to 

these powerful messages

Information – on how to take bystander action

Running footer – safety message and pathways
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Email 1: 90% of Aurecon employees agree we all have a role 
to play in reducing sexism and sexual harassment at work
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Email 2:
28
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Email 3:
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Email 4:
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Email 5:
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Evaluation email: Tell us about your experience of 
inappropriate behaviour at work
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Results 1 of 2

It is important for all employees at Aurecon to play a role in 

reducing sexism and sexual harassment.

Post-survey 98.9% (an improvement from 98.2%)

Colleagues at Aurecon will look up to me and admire me if I 

intervene.

Post-survey 69% (an improvement from 63%)

Intervening might have a negative impact on me at work, for 

example, cost me friendships or promotions in my organisation.

Post-survey 24.7% (an improvement from 31.4%)
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Results 2 of 2

I could make the wrong decision and intervene when nothing was wrong and feel 

embarrassed or be reprimanded.

Post-survey 43.2% (an improvement from 49.4%)

If I intervene people might think I’m too sensitive and am overreacting to the 

situation.

Post-survey 39.3% (an improvement from 47.2%)

I don’t think there’s much I can do about sexism or sexual harassment at 

Aurecon.

Post-survey 5.7% (an improvement from 10%)

67% of respondents in the post-survey believe these behaviours (sexism and 

sexual harassment) would be ‘not at all tolerated’ by their colleagues (an increase 

from the pre-survey result of 60.8%).
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Diversity Council Australia case study
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From Active bystander to Upstander
36
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Video from Upstander training
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Pātai / questions?

penny.rush@aurecongroup.com

LinkedIn: Penny Rush
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