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Māori health workforce development 

will lead to improved health outcomes 

for Māori whānau by creating culturally 

responsive and engaging environments.
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Te Pae Māhutonga2 (Durie, 1999) is the indigenous health 
promotion framework used to outlay Kaimahi Ora, Whānau Ora.

Each of these dimensions are considered from a Māori health workforce development 
perspective and 26 focus areas have been identified for consideration and 
implementation by MDHB, Pae Ora Māori Health Directorate and Manawhenua.

These focus areas and actions are derived from the expert interviews, literature 
review and discussion in the accompanying report to this strategy.

Given that the last MDHB Māori workforce plan was developed 12 years ago, Kaimahi 
Ora, Whānau Ora is timely and reflects a commitment to improve health outcomes 
for Māori whānau in this region through meaningful and purposeful Māori health 
workforce development investment and initiatives.

1 Broad translation – A flourishing workforce, flourishing whānau. A vibrant and strong workforce will contribute to whānau well-being and improved health outcomes 

2 This indigenous health promotion framework aligns with the Māori whānau ora outcome goals used in Ka Ao, Ka Awatea - Regional Māori Health Plan 2017-2022 (in press)

There are 6 dimensions to the framework:

Mauriora - Access to te ao Māori and a secure Māori identity

Te Oranga - Full participation in society

Toiora - Healthy whānau lifestyles

Nga Manukura - Community, health and tribal leadership, 
networking and building alliances

Te Mana Whakahaere - Autonomy and group aspirations 

Waiora - Access to a healthy environment and environmental protection
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Mauriora
Access to Te Ao Māori and a secure Māori identity

 MidCentral Health will have a Māori workforce that is connected 
and fosters a positive Māori identity

1. Whānaungatanga: Make Connections

Whānaungatanga underpins the culture of MDHB Māori health 
workforce development and ensures the Māori workforce is 
connected, empowered, supported and has a voice in the 
organisation.

Actions

1.1 A survey is conducted with all Māori staff to gather their ideas on 
ways to enhance whānaungatanga within the organisation and 
ascertain their unique Māori workforce development needs. 

1.2 New and innovative opportunities to engage with Māori 
staff are explored which may include team building activities 
and facilitating attendance and involvement in the Tu Kaha 
conference 2018.

1.3 Effective ways of advertising and communicating to Māori staff 
about Māori focused training, Māori community initiatives 
relevant to Māori whānau they are working with and fostering a 
positive Māori identity is explored through a designated Māori 
communications person (see 3.1).

1.4 A hui for all Māori staff is held with the focus on facilitating 
connections and identity in addition to exploring Māori 
workforce issues.

1.5 Exploration of how more Māori staff within the organisation 
can be more actively involved in planning, implementation and 
evaluation of Māori driven initiatives.

2. Tu Kaha Conference 

MDHB will support the development and coordination of Central 
Region’s biennial Māori Health Development Conference, Tū Kaha in 
2018 and facilitate Māori workforce access to the conference for 2018, 
2020 and 2022. 

“It was more of personal Māori development for me, felt connected 
again after attending.”

Actions

2.1 All MDHB Māori staff are encouraged and assisted to attend and 
participate in the Tu Kaha conference 2018.

2.2 Avenues for external funding are advertised widely for all staff.

2.3 MCDHB consider further investment into facilitating increased 
access of Māori staff to attend the conference in 2018 and future 
years.

2.4 The 2018 Tu Kaha committee consider a presentation for Māori 
staff that focuses on addressing the different levels of identity 
and what it means to be Māori working in a mainstream 
environment.

“Need to find what kind of forum 

would suit them best, so we can 

support kaimahi once they are in 

the workforce.”



3. Communication and Te Reo Māori

MDHB strengthen bilingual communication and actively invest in use 
of te reo Māori throughout the region.

“Te reo is a real stepping stone into the culture.”

Actions

3.1 Māori communications expertise is explored as an option to 
develop a Maori responsiveness focussed around: 

enhancing use of te reo Māori within the organisation

assisting with translations and web page development 

communication and advertising to all staff in relation to Māori 
workforce opportunities investment opportunities

communication about the work of the Pae Ora Māori Health 
Directorate

communication around Māori provider initiatives 

advertising of Māori discipline specific conferences occurring 
throughout the country

3.2 Te Reo Māori is included as an identified option in all professional 

development plans. 

3.3 Front line administrative staff who are not conversant with 
te reo Māori participate in training on correct pronunciation 
and development of key messages that promote positive and 
friendly communication methods with whanau as a cultural 
responsiveness competency.

4. Cultural Competency Training 
for Māori Workforce

Dual competencies for Māori staff are recognised and actively 
supported through professional development training that allows for 
both clinical and cultural competency training. 

“…It seems to be that kaimahi have one or the other, either clinical but not 
necessarily Māori knowledge or vice versa…we need people who can do both.”

Actions

4.1 Māori staff are actively encouraged and supported to attend 
Māori discipline specific conferences (Māori doctors, Nurses, 
Social Workers, Psychologists) that are held yearly throughout 
the country 

4.2 A cultural competency programme designed specifically for Māori 
staff is developed and implemented. Areas to address include 
Māori identity and working within a mainstream organisation. 

4.3 Based on feedback from the Māori staff survey (see23.4), 

consideration of what Kaupapa Māori training that builds 
capacity and extends staff in relation to Te Ao Māori would be of 
benefit and an implementation plan developed. 

4.4 Additional input and investment is provided for Kaupapa Māori 
specific services within MidCentral Health including Oranga 
Hinengaro, Māori Mental Health staff to further develop their 
dual competencies.

“Māori staff need to get the right training for the right level.”

5. Kaumatua Workforce

MDHB identify and explore initiatives that foster the role of kaumatua 
within the organisation.

Actions

5.1 Opportunities to actively support Mangai Kaumatua to develop 
as a kaitiaki and/ or peer supervision group for Kaumatua and 
cultural advisors through Manawatū region is actively explored 
as a workforce development resource for the District.

“Need to grow and support Māori clinicians that our whanau needs”
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Te Oranga 
Full participation in society

 MidCentral Health will have a workforce that is clinically and 
culturally competent when working with Māori whānau and 
is representative of the Māori population.

6. Equity

MDHB actively promotes and achieves equity at all levels including 
practical resources, education and information.

“We need to look at something different, not just a tick box. No 
expectation to attend responsiveness training. We need to understand 
equity. What is it? Why is it important?”

Actions

6.1 Actively support the socialisation and use of equity tools 
to support staff across primary and community teams in 
partnership with Central PHO and secondary services.

6.2 An equity snapshot will be generated for the district which will 
further form planning and investment.

6.3 Equity issues are addressed in all cultural responsivity training in 
order to assist in socialisation and increase staff understanding of 
why equity issues matter.

7. Targets

MDHB sets clear targets for recruitment of a sustainable workforce 
reflective of the Māori population and for workforce attendance at 
cultural responsivity training. 

“Annual plans and service plans need to get in the target of 75%, 
according to the nuances of the ward. For example in ED the target could 
be 100% of the 55% target.”

Actions

7.1 Key Performance Indicators are developed for cultural 
competency and capacity and may include:

Cultural responsiveness training for ALL new and existing staff 
with a staged progression over 5 years.

Targets for 2017: 

2017 - 75% of staff attend Treaty of Waitangi training
2017- 60% of staff attend cultural responsiveness training

A recruitment target is set to support a Māori workforce profile 
that matches the Māori population demographic of 20%

or a regional increase in 10% Māori population recruited 
within 2017/18 period.
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8. Human Resources

MDHB Human Resources will partner with Pae Ora to implement the recruitment actions points detailed in Kaimahi Ora, Whānau Ora
to meet equity and recruitment targets.

“ MidCentral Health is an ‘equal opportunities employer’ but it is not equal for Māori. 
The recruitment process and a weighting systems needs to be core business.”

8.5 Investment and support into a Māori focussed practices and 
processes with Human Resources to actively improve and 
validate a Māori voice and practices in the interview and 
recruitment processes at MDHB

8.6 A review of current standard interview processes and the 
inclusion of cultural responsivity questions, in particular with 
front line administration positions. 

9. Whānau Ora Approach

MDHB will contribute authentically to Whānau Ora with meaningful 
actions, resources and support and develop a skilled workforce who 
are able to apply Whānau Ora in a meaningful way. 

Actions

9.1 MDHB will continue to Invest in Whānau Ora initiatives and 
programmes within the community that support an integrated 
approach to Māori wellbeing. 

9.2 MDHB will work to implement the Whānau Ora Strategy (in 
development)

9.3 All Pae Ora Whānau will complete in the Whānau Ora Training 
programme through Te Tihi o Ruahine Whānau Ora Alliance.

9.4 A plan for wider staff Whānau Ora training is considered through 
the Whānau Ora strategy. 

9.5 A wider staff training and professional development package 
to embed whānau ora/whānau centred philosophy and 
model of care - Te Ara Whānau Ora training is developed for 
implementation into the cultural responsivity training. 

“The focus in hospital is still about patient-centred care. We need a shift to whānau-centred care. 

What would this look like? We need to engage our whānau and let’s start practising whānau ora.”

Actions

8.1 A review of HR policies to ensure integration of cultural 
competencies into all job descriptions 

8.2 Develop a set of guidelines for a proactive Māori recruitment 
process that includes weighting for Māori staff 

8.3 A strategy to ensure Māori representation on job interviews and/
or interview questions for all staff having direct contact with 
whānau that address their understanding and application of 
cultural responsivity 

8.4 Review of professional development plans to include attendance 
at cultural responsiveness training and ongoing cultural training 
thereafter. 
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10.8 A plan is developed to further identify how cultural 
responsiveness can be being integrated into all other training 
within MidCentral Health. Examples include cultural vignettes 
and cultural self-reflection assessment processes such as Hua 
Oranga.

10.9 Evaluation information from the pilot programme run in 
conjunction with Pae Ora and the Paediatrics team is used to 
review and develop future team programmes. 

10.10 Specific cultural responsiveness programmes that can be tailored 
to the specific needs of teams continue to be developed and 
include:

Pilot training programme with Paediatrics team

Cultural responsiveness training for Mental Health staff

Maternity services

ED team 

“All services have different needs of practitioners. Need to tailor to specific 
teams so that can answer those key questions.”

10. Cultural Responsiveness Training 101 & 102

 MidCentral Health will have a culturally responsive workforce that is confident and competent to work with Māori whānau and providers.

Actions

10.1 Pae Ora will work in partnership with CPHO Māori health Unit to 
review the MCR101 workshop based on participant feedback.

10.2 Pae Ora will continue to work in partnership with CPHO in 
delivering consistent cultural responsiveness and competency 
programmes across the region.

10.3 MDHB will develop funding strategies to support release time to 
attend cultural responsivity training and meet the targets set. 

10.4 Pae Ora will consider alternative venues and methods to deliver 
the training. This could include holding the training at a local 
marae but also a blended method approach that includes online 
learning.

10.5 The Regional Māori Capability Programme being piloted in 2017 
will be considered by Pae Ora and CPHO. 

10.6 Pae Ora will work alongside CPHO to develop a Māori Cultural 
Responsiveness in Practice 102 systematic programme ready for 
implementation in the 2017 year. 

10.7 In developing a MCR102 programme, consideration will be given 
to enhancing skills around the application of whānau ora within 
primary and secondary services by staff. 

“Putting cultural competency into 

practise is much more than 

understanding those concepts. It’s 

inspiring people to think about it. 

Why does it matter? “



“Nine out of ten staff are very receptive but just don’t know where to go. 

As a group they are generally very receptive and willing if given right opportunity.”

11. Cultural Supervision / Refresher Courses

MDHB is committed to ongoing cultural competency development in 
both Māori and non-Māori staff and provides access to this through 
regular cultural supervision and refresher courses that focus on 
working with Māori whānau.

“Need to bring cultural and humanity aspects into their clinical practise.”

Actions

11.1 Regular cultural supervision sessions meetings are held with 
targeted teams to further support and build cultural competency 
and confidence in working with Māori whānau and complex 
cases. 

11.2 Māori staff are supported to receive additional cultural 
supervision that can be accessed through Pae Ora and 
Kaumatua. 

11.3 In conjunction with identifying and recruiting Māori senior 
practitioners, a mentoring programme is developed by Pae Ora 
Māori Health Directorate and Te Tihi o Ruahine.

11.4 A brief ‘refresher course’ is developed for all senior staff to 
attend that showcases whānau ora in practise, how best to 
support Māori staff in their own team and cultural responsivity 
developments over the last 10 years. 

12. Cultural Responsiveness Resources

MDHB will continue to develop practical resources and learning 
supports to assist staff with cultural responsivity developments.

Actions

12.1 Pae Ora Māori Health Directorate will produce a user–friendly 
resource guide to the Treaty of Waitangi, te reo Māori, Te Whare 
Tapa Whā, Whānau ora/whānau centred care, tikanga and 
culturally responsive practices.

12.2 Pae Ora will design and develop a brochure on Pōwhiri for new 
staff that promotes understanding about the importance of 
participating in this cultural initiative.

12.3 Pae Ora will design and develop a brochure on Māori Cultural 
Responsiveness in Practice 102.

12.4 Pae Ora team will begin a systematic review of Handbooks 
(i.e. Midwives Handbook) for culturally responsive practices 
and provide advice on what else may be included to enhance 
understanding. 

13. Pōwhiri

MDHB ensures from 2017 onwards that all new staff are welcomed in 
the organisation through the pōwhiri process. 

“The vision is for all new staff from the cleaner to the CEO to be a part of 
the pōwhiri.”

Actions

13.1 The information brochure on pōwhiri is disseminated to all 
new and existing staff highlighting the significance of pōwhiri 
in establishing meaningful connections and laying the right 
foundations for a workforce committed to improving health 
outcomes for Māori whānau. 

13.2 An implementation plan is reviewed to encourage all staff 
attendance at pōwhiri.

“Every staff member welcomed appropriately and felt embraced.”
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“Do we think Māori Health Workforce 

Development is important? 

What is our attitude at an organisational level 

about Māori workforce development?”
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Toiora 
Healthy whānau lifestyles

MDHB will recruit and retain a Māori workforce that is representative 
of the Māori population.

15.2 The active recruitment of Māori nurses continues to be fostered 
through Pae Ora team and their established relationships with 
training institutions including Massey University, UCOL and 
Whitireia. 

15.3 A Māori nursing leadership programme to include Māori 
nursing educators and senior Māori nurses is implemented in 
conjunction with Directors of Nursing and Pae Ora. 

15.4 All NETP and NESP Māori staff continue to be supported by Pae 
Ora and the Māori Director of Nursing.

15.5 Pae Ora team continue to provide cultural support and resources 
into the NETP and NESP programmes and study days through 
the inclusion of case scenarios that incorporate working with 
Māori whānau. 

15.6 The recruitment of Māori midwives is prioritised in all 
recruitment plans. 

15.7 Pae Ora continue to attend and support the Māori and Pacific 
Nurses forum. 

15.8 Māori nurses are actively encouraged to attend the annual Māori 
nurse’s forum of which funding and accommodation is provided. 

14. MDHB Māori Health Workforce 
Development Plan

Kaimahi Ora, Whānau Ora is implemented by MDHB

Actions

14.1 Kaimahi Ora, Whānau Ora is implemented by MDHB with 
timeframes and identified services and people attached to the 
action points and focus areas. 

14.2 An investment plan is created to enable the meaningful 
actualisation of Kaimahi Ora, Whānau Ora.

15. Māori Nurses

MDHB actively promote the recruitment and retention of Māori nurses 
within the region.

Actions

15.1 Exploration around the development of a Māori Director of 
Nursing/Nurse Educator is explored in reference to facilitating 
the active recruitment of Māori nurses, provision of ongoing 
support to Māori nurses within the organisation.

16. Māori Doctors

MDHB actively promote the recruitment and retention of Māori 
doctors within the region.

Actions

16.1 A working group is established with Pae Ora, CMO. Human 
Resources and Māori Doctors to develop a formalised plan to 
recruit Māori doctors to MDHB. 

16.2 Incentives are provided to attract Māori doctors to this area 
including ensuring access to te ao Māori through hui, wānanga 
and attendance at community events. 

16.3 Māori medical students from the Manawatū region are 
targeted early on in their studies and incentives are provided to 
encourage them to return to their region to work. 

16.4 Additional support and resources are provided to Māori doctors 
so that they are able to deal with the additional pressures. 
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Nga Manukura 
Community, health and tribal leadership, networking and building alliances

MDHB is committed to building leadership and alliances across 
the district to enhance Māori workforce development

17. Māori Leadership

MDHB will continue to ensure Māori leadership and expertise continues to be provided and both strategically and operationally through 
the Māori Health Directorate, Pae Ora team and Manawhenua.

“I was able to attend an Indigenous Leadership training. This replenished me and my learning. It fed my wairua and allowed me carry on with the work 
that I do.”

17.4 A working group is set up to identify and source Māori senior 
practitioners who will be able to supervise and mentor Māori 
graduates and interns. 

17.5 Leadership workforce development and investment for 
Kaumatua and Manawhenua is provided by MDHB. 

17.6 A Māori Director of Nursing (see 15.1) is employed to assist with 
proactive recruitment of Māori nurses, Māori nurse development 
within organisation and ensure representation on interview 
panels for nursing staff. Such a position would sit within the 
Māori Health Directorate to ensure appropriate connections and 
support are provided. 

Actions

17.1 Leadership within the Pae Ora Māori Health Directorate is 
fostered and built on through access to Kaupapa Māori / 
Indigenous leadership training that continues to nourish and 
strengthen staff from a holistic perspective.

17.2 The dual competencies required for Māori leadership within 
MDHB is acknowledged through professional development plans 
and investment.

17.3 MDHB in conjunction with Māori Health Directorate continues 
to monitor and review the implementation of Māori values and 
models of practice across all service developments with the 
achievement of key milestones and strategic imperatives. 



19. Kia Ora Hauora & Rangatahi

MDHB continue with the planned approach to build workforce capacity through Kia Ora Hauora.

18. Māori Providers

MDHB continues to partner with Māori providers as active leaders in 
defining priority investment areas to improve Māori health gains.

Actions

18.1 MDHB continue to Invest in Māori provider development and 
leadership through Manawhenua group and kaumatua who 
provide advice in other areas within MDHB. 

18.2 Māori providers are asked to identify what their workforce 
development needs are and how MDHB can best support this.

18.3 The Kaiāwhina Action Plan is sourced and Pae Ora Directorate 
and Māori providers consider actions points to implement. 

18.4 Hauora Māori training funding continues to be provided for non-
registered Māori workforce. 

Need to get Māori doing science at secondary school. 

How can we incentivise Maori to do this and get them thinking, ‘I could be that.’

19.3 A local Kia Ora Hauora Strategy Plan is developed that 
partners with:

Secondary Schools

Kura Kaupapa Y9 – 13

Massey University, UCOL and Māori learning institutions 

MDHB Human Resources 

19.4 Local statistics continue to be collected of recruited KOH 
students through to employment at MidCentral DHB.

Actions

19.1 MDHB in conjunction with Pae Ora Health Directorate consider 
additional incentives such as scholarships or monetary awards 
for Māori students studying in the science and health arena. 

19.2 The priority focus for MCDHB and Pae Ora continues to be further 
development of Puhoro (the Māori Science Academy) to have an 
active focus on Health Science within the Manawatū region

Kaimahi Ora, Whānau Ora: MDHB Māori Health Workforce Development - Implementation Plan 2017-2022.  17
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“By the time they get to DHB they should have 

some basic cultural skills…Treaty of Waitangi…

cultural engagement…a whānau ora strategy 

and Te Whare Tapa Whā.” 
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20. Relationships with Training Insitutions

MDHB establishes reciprocal relationships with training institutions 
(Massey University, UCOL, Otago School of Medicine and Wānanga) in 
order to promote cultural responsivity training prior to employment at 
MDHB and establish connections to Māori students.

Actions

20.1 A memorandum of understanding between MDHB and 
prioritised learning institutions is developed and reviewed twice 
yearly.

20.2 Pae Ora Directorate provide advice to these institutions 
regarding essential skills prior to employment at MDHB 
including:

Treaty of Waitangi application, 

Meaningful engagement with Māori 

Whānau Ora in practise and 

Te Whare Tapa Whā and holistic care 

20.3 As a part of the reciprocal relationship, Māori Internship 
placements within Allied Health are considered and investment 
towards provided by MDHB. 

20.4 A stocktake of senior practitioners within MDHB and out in the 
community is conducted to identify a collaborative supervision 
process of clinical and cultural supervisors to further support 
internships (see 11.3).

21. Building Alliances within MDHB

MDHB will build a culture of innovative and bicultural practise by 
supporting disciplines and teams to work together for cultural 
competency training. 

Actions

21.1 Pae Ora health team will continue to work with targeted 
services within MidCentral Health to further promote cultural 
responsivity and support Māori staff within those services. To 
date those teams are:

Mental Health Services

ED and 

Paediatric Team

21.2 All training with a bicultural focus including equity, cultural 
responsivity, Treaty of Waitangi is advertised regularly including 
discipline specific training. 

21.3 MDHB consider developing an integrated approach to cultural 
competency training that occurs within the various disciplines (ie 
Doctors and Nurses training) that promotes disciplines working 
together and improving the delivery of their practise to Māori 
whānau. 

22. Building Alliances Outside MDHB 

In line with a whānau ora approach to delivery of health care for Māori, 
MDHB will continue to ensure relationships within the health sector 
and across the health sector are maximised for benefit of attracting 
and retaining a Māori health workforce.

Actions

22.1 Investment continues with established relationships with CPHO, 
Te Tihi o Ruahine and Te Pou Matakana. 

22.2 Additional opportunities for intersectorial working relationships 
are investigated by MDHB and Pae Ora Māori Health Directorate 
that will contribute to improved health outcomes for Māori 
whānau.
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Te Mana Whakahaere 
Autonomy and group aspirations

Māori workforce development is further informed by quality 
research that assists Māori leadership to determine solutions 
in collaboration with MDHB.

23. Data Collection to Inform Māori Health Workforce Development

Information and research are available to inform Māori workforce development and the achievement of quality and excellence with MDHB. 

23.5 Participant feedback on Cultural Responsivity is analysed and 
utilised to review and refine current delivery. 

23.6 Following analysis of survey information, Pae Ora Facilitators 
in conjunction with CPHO develop a cultural competency 
programme for Māori workforce that addresses identity and 
negotiating two worldviews within the workforce (see 4.1, 4.2). 

23.7 Māori whānau satisfaction data is disseminated to the Pae Ora 
Māori Health Directorate. 

23.8 Prioritised services such as ED, Mental Health, Maternity and 
Paediatrics undertake a cultural self-assessment of their services 
to use as a baseline and develop specific mentoring and 
supervision relevant to the service.

Actions

23.1 In conjunction with CPHO and MDHB a regional stocktake on 
current Māori health workforce development initiatives occurs 

23.2 A process for disseminating information to the Māori workforce 
via email is established in order to create connections and 
communicate information to Māori staff about training 
opportunities and community developments with Māori 
providers. 

23.3 A clear process for collecting workforce ethnicity across the 
district is established through Human Resources and yearly 
reports provided to Pae Ora Māori Health directorate. 

23.4 A survey on Māori health workforce needs for Māori staff is 
conducted. 



“We need to tap into what 

Māori kaimahi want.”
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Waiora
Access to a healthy environment and environmental protection

MDHB will create an organisational culture that attracts and grows 
Māori health workforce and development.

25. Promotion of Manawatū Region

The Manawatū region and MDHB is actively promoted as a prime 
destination to live and work in.

“Need to emphasise housing and the lifestyle in this area. “

Actions 

25.1 Human Resources in conjunction with Pae Ora and Manawhenua 
develop a promotion strategy that focuses on attracting the 
Māori workforce into the region and includes factors such 
as cheaper housing and proximity of services. In particular 
promotion of the Manawatū whenua (land) and associated 
activities the region is renowned for including biking, trail 
running and triathlon.

25.2 Pae Ora and Manawhenua develop a plan on how to identify 
Māori students studying in the health arena throughout New 
Zealand and how they might be ‘shoulder tapped’ to return to 
their region to work at MDHB.

24. Healthy Work Environment

A healthy work environment is created and actively encouraged 
through consideration of a holistic approach (i.e. Te Whare Tapa Whā) 
approach to workforce well-being.

Actions 

24.1 A review of existing workforce policies and planning documents 
from a Te Whare Tapa Whā workforce perspective. Areas of 
consideration under each of the taha could include:
Te Taha Tinana:

physical space work environment 
strategies to protect the physical environment and 
implementation by MDHB workforce

Te Taha Wairua:

How does MDHB nurture and strengthen positive Māori 
identity and spiritual connections and care? 
Use of te reo Māori by all staff 
Do Māori staff have access to te ao Māori? 

Te Taha Whānau:

How does MDHB facilitate networking opportunities for Māori 
workforce and whānaungatanga amongst staff? 
How is whānau cohesion as a workforce enhanced?
How does leadership promote healthy work environments?

Te Taha Hinengaro:

learning and training opportunities provided 
job satisfaction levels are surveyed  
hope and optimism to effect change
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“Need to promote Palmerston North 

area as a destination and make 

it a positive choice for Māori doctors, one 

that they will choose to do their training 

here and forge long term careers here.”
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