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At PDP, our reason for being is to create a future 
where people and the environment thrive 
together. As one of Aotearoa New Zealand’s leading 
environmental consultancies, we bring science, 
engineering, and strategic insight to help clients 
navigate complexity and deliver lasting outcomes. 

In FY25, we moved from strategy to integration. 
Building on the momentum of Toit� te taiao, 
toit� te tangata – One Planet, One PDP, our 
Sustainable Business Strategy is no longer a plan 
on paper. It’s now re�ected in how we work across 
disciplines, decisions, and delivery. 

Our team, spread across Aotearoa, remains 
focused on work that matters. Whether it’s 
cutting emissions, restoring ecosystems, or 
supporting thriving communities, we’ve seen 
the power of aligning commercial, cultural, and 
environmental outcomes. 

As an employee-owned company with nearly four 
decades of experience, our strength lies in our 
people. Their care, curiosity, and commitment 
continue to drive our impact. 

This report re�ects a business maturing in its 
ESG approach. It shows where we’re progressing, 
where we still have room to grow, and how we’re 
using our voice and expertise to shape a more 
sustainable future. 

FY25 has laid the groundwork. FY26 will be about 
strengthening our foundations upon which we 
can continue to build and succeed. 

Ng� mihi nui to our team, clients, and 
communities. We’re proud to be building this 
future with you. 

Overview
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In our �rst Integrated Report last year, we laid out 
a bold direction: refreshed values, a Sustainable 
Business Strategy, and a long-term Strategic Plan. 
This year, it’s clear that those ideas are no longer 
aspirational. They are becoming embedded in 
how we work, think and grow. 

Over the past year, I’ve re�ected on how far we’ve 
come since Keith and I founded PDP, and on how 
strongly we continue to align with our original 
purpose to use science and engineering to 
improve life for people and the planet. 

A lot has changed in that time. But what hasn’t 
changed is our belief that meaningful work must 
go hand in hand with a workplace where people 
feel supported and inspired. That belief remains 
central, even as we grow and welcome new 
of�ces, new talent, and new challenges. 

FY25 has been a year of consolidation and quiet 
con�dence. Our values are now shaping day-to-
day decisions. Our Sustainable Business Strategy 
is informing how we operate. Our Strategic Plan is 
giving us a clear path forward through our three 
Horizons. 

What makes me proudest is how our people 
bring these ideas to life. In the care they show for 
one another, the rigour of their thinking, and the 

way they collaborate to deliver better outcomes. 
From restoring ecosystems to supporting climate 
resilience, from engaging with iwi to improving 
infrastructure for communities, our impact 
continues to grow. 

This report re�ects that progress. It shows a 
business that is evolving with intent, staying true 
to its purpose while adapting to meet the future. 

Ka pai, team. Let’s keep building something 
meaningful together. 

Alan Pattle, Co-Founder and Chair
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Geoff Milsom, Chief Executive

In 2023, we made a formal commitment to 
embed environmental, social, cultural and 
governance (ESG) thinking into the heart of 
our business. FY25 was about honouring that 
commitment, not just by setting direction, but by 
living it.

We stayed grounded in our purpose: creating 
a business that exists for our people, while 
delivering impactful environmental solutions. 
In FY25, we brought that to life across every 
part of PDP, helping clients navigate complex 
challenges while building resilience and value for 
communities. 

It wasn’t without dif�culty. The economic climate, 
political shifts and market uncertainty challenged 
us. But our team met those challenges with care, 
creativity and courage. They brought our values 
of aroha, tika, pono and kotahitanga into every 
project and relationship. 

What has changed since our last report is how 
embedded our Sustainable Business Strategy has 
become. It is now part of how we work, not just in 
emissions measurement or of�ce sustainability, 
but in project delivery, partnerships and 
leadership. You will see that re�ected throughout 
this report. 

We also continued to invest in what matters: 

• Building stronger digital and operational 
capability 

• Developing clear career pathways to grow and 
retain our people 

• Enhancing and expanding our of�ces to 
support growth and collaboration 

• Strengthening our business systems to be 
more ef�cient and �t for the future 

• Embedding climate change considerations 
more deeply into our services – across both 
adaptation and mitigation 

• Investing in our graduates by hiring and 
developing the next generation of leaders 

We are doing more than delivering great work. 
We are helping shift mindsets. Our strength is not 
just in what we do. It is in how we do it. We listen. 
We collaborate. We care. 

This report captures a business growing in 
maturity, depth and con�dence. To our clients, 
our communities and especially our team, ko 
koutou te manawa o PDP.  
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Our purpose and values give our work meaning, connect 
us to each other, and show the world who we are and 

what we stand for.
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Our purpose and values aren’t something we 
put on a wall. They shape how we show up in the 
world. 

They guide how we lead, how we support one 
another, and how we deliver for clients and 
communities. They in�uence the language 
we use, the choices we make, and the kind of 
business we’re becoming. In FY25, they remained 
at the heart of our brand strategy and helped 
anchor decision-making in an uncertain and fast-
changing environment. 

Our purpose is clear : to create a caring, 
rewarding, and fun workplace while delivering 
environmental solutions that matter. This purpose 
lives in every aspect of PDP. It inspires us to 
pursue better outcomes, not just for our clients 
but for the whenua and the people connected to 
it. Whether through growing cultural competency, 
championing nature-based solutions, or 
improving wellbeing and �exibility at work, our 
purpose gives us meaning and direction. 

Our values act as a compass, keeping us 
grounded and consistent. They are not just  
a re�ection of who we are, but how we act  
every day.

Living Our Purpose and Values

Wh�tiki te tangata, m�rama te kitea  | The tighter the bond, the brighter the light

• Aroha  is evident in how we support �exible working, 
prioritise mental health, and create spaces where 
people feel safe and valued. He aroha whakat�, he 
aroha ka puta mai – If aroha is sown, then aroha is 
what you shall receive. 

• Tika  is present in our technical work, our ethical 
decisions, and our drive for innovation. Ko te whakatika 
k� o ng� r�, ka tae ora te waka ki uta – Setting of the 
sails enabling a waka to reach the land. 

• Pono  means we own our challenges, celebrate 
progress, and hold ourselves and each other to high 
standards of honesty and integrity.  
H�koia te k�rero – Walk the talk. 

• Kotahitanga  strengthens our collaboration across 
disciplines and our relationships with clients, 
communities, and each other. M� te mahi ng�tahi, ka 
m�rama, ka ora ai te katoa – By collaborating together, 
we will have a holistic understanding, we will achieve 
wellbeing of all. 

• Whakap�mautanga  keeps us focused on long-term 
impact. It shapes how we address emissions, embed 
sustainability into design, and promote responsible 
procurement. Whatungarongaro te tangata, toit� te 
whenua – As people disappear from sight, the land 
remains.

At PDP, our brand is more than a visual identity. 
It lives through our behaviours, decisions, and 
relationships. Our purpose and values give our 
work meaning, connect us to each other, and 
show the world who we are and what we stand 
for.
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5 Our Planet

5.1 GHG Measurement and Reporting 

We continue to measure and report our greenhouse 
gas (GHG) emissions annually to track progress and 
inform action. Our total emissions (Scopes 1–3) for 
FY25 were 648 tonnes of CO�-e, compared with 632 in 
FY23. 

This increase re�ects business growth, including new 
of�ces, an expanded vehicle �eet, and an increase in 
average FTEs from 216 to 260. Improved data capture 
through our enterprise system has also contributed 
to the higher reported totals. Our FY25 emissions per 
FTE are 15% lower than in FY23.

Key Insights 

• Scope 1 and 2 emissions have risen in line with 
growth in our business activity, vehicle �eet and 
of�ce footprint. 

• Scope 3 emissions remain the largest contributor, 
with commuting and �ights making up 68% of 
FY25 emissions. 

• Road transport contributes 21% of emissions, 
combining Scope 1 (�eet) and Scope 3 (private 
vehicles, rentals, taxis, car share). 

Simpli�ed Company CO�-e Breakdown

Our Planet | Environment

Average FTE Emissions per FTE Scope 1 +2 Scope 3 Total

Units FTE T CO�-e/FTE T CO� -e T CO� -e T CO� -e

Base Year FY23 216 2.9 68 564 632

Third Year FY25 260 2.5 97 552 648

Emissions Summary

Road Transport

WFH

Accommodation

Commuting

Stationary Energy

Water

Flights

Freight

Waste

Scope 1 - 3 Emissions FY23 to FY25



   10  |                               Pattle Delamore Partners Ltd   |   Integrated Report   2025
Back to Contents

5.3 Industry Leadership 

We maintain our commitment to the Climate 
Leaders Coalition (CLC). The CLC was formed by 
CEOs wanting to lead the response to climate 
change by jointly taking action. Today, CLC 
members represent around 40% of New Zealand’s 
GDP. Engagement with the CLC supports and 
extends our efforts to address climate change 
as we are working towards meeting the CLC 
statement of ambition.

Our Planet | Environment

5.2 Emissions Reduction  Strategy 

Businesses have an essential role for transitioning 
to a net zero emissions economy. Recognising this, 
three years ago we set GHG reduction targets aligned 
with the Science Based Targets initiative (SBTi) for 
both 2030 and 2050. Our near-term goal is to reduce 
Scope 1 and 2 emissions by 42% by 2030. 

Our current focus, as set out in our Emission 
Reduction Strategy (ERS), is on the transition to 
a low-carbon vehicle �eet, requiring investment 
and innovative solutions to overcome systemic 
challenges, including: 

• availability of �t for purpose low emission and 
electric vehicles to support the nature of our work, 
particularly 4WD utes 

• ability to access and/or install charging facilities 
within our parking buildings with practical barriers 
and associated costs 

• time needed to cycle fossil fuel vehicles out of the 
�eet as they reach the end of their life 

• behaviour change to make the most of our lower 
emissions vehicles, like preferentially taking them 
where possible, especially for longer trips where 
driver’s range-anxiety exists 

FY25 saw 12 months of our �rst EV, the Kia Niro, in 
Christchurch. The Niro did 6,700 kilometres, saving 
around 911 kg of CO 2 compared to an equivalent 
petrol vehicle. Over 200 trips were completed, but 
only 11 exceeded 100 km. This suggests some possible 
range anxiety, which we expect will decrease over 
time with experience and shared knowledge.

Technology is fast evolving; and we are currently 
problem solving to obtain charge facilities in 
Auckland and trialling a PHEV EV Ute. 

Growth in our business activity, vehicle �eet and 
of�ce footprint have resulted in increasing Scope 1 & 2 
emissions. Our ERS anticipated this until the bene�ts 
of �eet transition outweigh business growth as we 
track toward 2030. 

To manage our Scope 2 emissions as our of�ces 
expand, we are looking for premises that have 
reduced emissions. Our new Auckland of�ce has a 5 
Green Star overall design rating and an interior with a 
6 Green Star rating. The building features: 

• bio-shading, using plants to provide natural air�ow, 
heating, and cooling, contributing to a more 
energy-ef�cient thermal envelope; 

• all-electric heating, reducing carbon emissions; 

• solar hot water heating; and 

• a water conservation system using rainwater 
harvesting. 

And our Whang�rei of�ce has solar power to cut 
energy demand.

https://climateleaderscoalition.org.nz/
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Social and Cultural

6.1 Health, Safety & Wellbeing 

At PDP, wellbeing is a core part of our culture. 
Grounded in Aroha, our commitment to health and 
safety is about ensuring every person feels cared for, 
supported, and safe to bring their whole selves to 
work. 

In FY25, we combined Wellness Week and Mental 
Health Awareness Week into a single, holistic 
campaign focused on both physical and mental 
wellbeing. The theme, “Community is what we create 
together”, struck a powerful chord. It reminded 
us that social connection is essential to both life 
satisfaction and overall health, and reinforced that 
wellbeing is important for everyone, including those 
experiencing distress or illness. 

Neurodiversity Week continued to shine a light 
on inclusion, understanding, and appreciation 
of neurodivergent minds. Educational resources, 
webinars, and personal stories were shared across 
the business, not just during the designated week 
but throughout the year. 

We also maintained our ongoing support services. 
Southern Cross medical insurance, Income 
Protection, and Connected Care services continued 
to provide a safety net for our people and their 
families. Our Employee Assistance Programme 
(EAP) remains widely promoted, ensuring that those 
needing additional support have access to free, 
con�dential counselling when they need it most. 

Recognising the role �nancial wellbeing plays 
in overall health, we once again partnered with 
Penberthy Limited to run educational sessions on 
insurance, KiwiSaver, and �nancial planning. These 
sessions were well attended and appreciated by our 
people and their wh�nau. 

To further strengthen our wellbeing platform, we 
launched new intranet hubs focused on men’s and 
women’s health, making it easier for our people to 
access relevant tools, articles, and links. 

Looking ahead, we are excited to be working 
alongside our newly appointed Health and Safety 
Manager, Rebecca Gornall, who brings fresh 
perspective and expertise. Together, we will be 
reviewing and re�ning our systems, policies, and 
team engagement strategies to ensure we continue 
to meet the evolving needs of our people. 

We believe that everyone has the right to feel safe, 
supported, and well every day they come to work. 

 

6 Our People
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6.3 Flexible Working and    
 Work-Life Balance

At PDP, we understand that �exibility means 
different things to different people. Supporting 
balance is about more than just policy. Our 
approach is guided by our values of Aroha and 
Kotahitanga – creating a workplace where  
people can do meaningful work, collaborating as 
a team while also navigating the realities of life 
outside of it. 

Our people have told us that �exibility matters, 
and we continue to evolve how we support it. Built 
on the principle of trust, in FY25, we launched 
our new Ways of Working guide, a practical 
framework to support open conversations 
between our people and their managers about 
workplace arrangements, expectations, and 
balance. 

Our of�ces provide the hubs for our collaboration 
and connection, but we also offer a hybrid 
approach that allows for �exibility where it works 
best – for our people, our clients, and our teams. 
This includes part-time roles (now 16% of our 
workforce), extended leave for travel or personal 
commitments, and the option to purchase 
additional annual leave. In FY25, 31% of our people 
chose this option. 

We also reviewed and simpli�ed our Overtime 
Policy to provide greater clarity and transparency 
around entitlements and expectations. These 
updates re�ect our ongoing commitment to 
creating a workplace where our people can thrive, 
both professionally and personally. 

6.2 Supporting Employment Stability Through Change

At PDP, providing stability in employment is one of 
the most tangible ways we demonstrate our values. 
This is especially true of Aroha, which guides how we 
care for our people in uncertain times. It also re�ects 
our broader commitment to integrity, collective 
wellbeing and long-term sustainability. 

In FY25, we navigated another year of economic 
pressure. High in�ation, shifting government 
priorities and a softening market all placed real 
strain on the business. These conditions affected 
our �nancial performance and created some tough 
decisions across the sector. 

Through it all, we focused on protecting jobs 
wherever possible. With one exception due to 
exceptional circumstances, we were able to maintain 
employment for our people. While stability can 
never be promised, we continue to do all we can to 
preserve it. 

This goes beyond operational caution. It re�ects who 
we are. We believe stability supports trust, helps 
teams stay focused, and enables us to continue 
delivering high-quality work for our clients. It also 
upholds our values:  
Aroha, by caring for people �rst 

• Tika and Pono, by doing what is right with 
transparency and fairness 

• Kotahitanga, by facing challenges together 

• Whakap�mautanga, by making choices that 
consider our long-term impact 

Our people are what makes PDP. Through 
collaboration, �exibility and a shared commitment 
to one another, we have continued to create a 
workplace where people feel valued, even in times of 
uncertainty. 

Social and Cultural

Our people make PDP, and we value 
collaboration, �exibility, and a shared 
commitment to one another
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6.4 Growth

Growth at PDP is re�ected both in numbers and 
in our ability to adapt, attract the right people and 
create an environment where they can thrive. In 
FY25, our team continued to expand, closing the 
year with 282 people (headcount) and 268 Full-
Time Equivalent (FTE) roles, compared with 275 
people and 263 FTE in FY24. 

This year, we strengthened our local talent 
pipeline through our graduate and internship 
programmes. Market uncertainty meant we were 
only able to offer one intern a permanent role 
this year. This was a shift from previous years, but 
we remain committed to developing emerging 
professionals and expect to increase conversion 
of internships to permanent positions as market 
conditions improve. 

To meet the needs of a growing and 
geographically spread team, we have maintained 
investment in our of�ces, ensuring they remain 
�t-for-purpose and supportive of collaboration, 
connection, and high-quality work. 

Social and Cultural
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6.5 Engagement survey

Checking In, Taking Stock: Our FY25  
Engagement Pulse 

In November 2024, we ran our second company-
wide engagement survey. This shorter, focused 
Pulse Check followed up on themes from our 
�rst full engagement survey and offered a timely 
snapshot of how our people were feeling heading 
into the new year. 

The response rate was outstanding at 94%, 
re�ecting a continued willingness to share honest 
feedback and help shape the future of PDP. 
We’re grateful to everyone who took the time to 
contribute. 

The results gave us a clear and, at times, sobering 
view of how the challenges of FY25 have been 
experienced across the business. While many 
strengths remain, our overall engagement score 
dropped from 69% to 60%. We also saw a modest 
increase in neutral responses and a slight rise in 
disengagement. 

This shift was not unexpected. FY25 was a 
demanding year for many, in�uenced by economic 
uncertainty, shifting government direction, and 
sector-wide cost pressures. The delay in salary 
reviews also had an impact on morale. These factors 
combined to create a more cautious and unsettled 
team environment. 

Still, the Pulse Check reaf�rmed where we’re doing 
well and gave clear guidance on where to improve. 
More than 400 written comments added valuable 
context to the data. This insight is now helping 
shape both company-wide and team-speci�c 
actions. 

What’s Working Well 

A strong, caring, quality-focused culture 

• Flexible and hybrid work arrangements 

• Wellbeing support and work-life balance 

• Diversity, inclusion, and a sense of belonging 

• Opportunities for learning and development 

• A culture of innovation 

• Environmental and social responsibility 

• Autonomy in how people approach their work 

Where We’re Focusing Attention 

• Updating and improving systems and tools 

• Embedding consistent project management 
practices and training 

• Strengthening leadership and con�dence in our 
te ao M�ori journey 

• Making Health & Safety procedures more practical 
and concise 

• Reducing workload imbalance across teams 

• Improving pay transparency, fairness, and 
performance alignment 

• Reviewing the overtime policy for consistency and 
clarity 

• Reconsidering the purpose and structure of 
meetings 

• Making future surveys clearer and improving 
follow-through 

Mixed Feedback 

Some areas received both positive and critical 
feedback, highlighting the variation in individual 
and team experiences:

• Communication 

• Line management and leadership 

• Collaboration across workgroups, sector groups, 
and of�ces 

• Career progression visibility 

• Managing the pace of change 

• Balancing support with autonomy 

Survey results were shared through team debriefs, 
the company newsletter, and updates from the 
CEO and line managers. These conversations will 
continue. Feedback is only meaningful if it leads 
to change, and we are committed to following 
through. 

This Pulse Check helps us understand where we are 
and how we can move forward, together. 

Social and Cultural
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Social and Cultural

6.6 Diversity and Inclusion

Creating an inclusive and respectful workplace is 
a core part of who we are at PDP. Guided by our 
values, particularly Aroha and Kotahitanga, our 
focus on diversity and inclusion continues to shape 
our culture, policies, and day-to-day interactions.

Our Diversity and Inclusion Committee is at the 
centre of this kaupapa. Made up of passionate 
people across the business, the committee meets 
regularly to guide initiatives, host events, and 
identify ways we can continue building a more 
inclusive workplace. In FY25, we welcomed new 
members to the group and farewelled others who 
had made valuable contributions. 

To deepen understanding and awareness of 
neurodivergence, we ran another successful 
Neurodiversity Week. Our goal was to promote 
empathy and curiosity as essential �rst steps 
towards building a more inclusive culture. 

We also extended our unconscious bias training 
to our Service Leaders, so that all line managers 
have now received this. These sessions offered time 
to re�ect on how bias can in�uence behaviour 
and decision-making, and how greater self-
awareness helps create safer and more equitable 
environments for everyone. 

Women in STEM were celebrated across all our 
of�ces through storytelling and shared experiences, 
recognising the signi�cant role women play in 
shaping our industry and our business. This focus 
extended to International Women’s Day , where we 
supported the global #AccelerateAction campaign, 
reinforcing our belief in a world free from bias and 
discrimination. 

PDP Pride Month continues to be a highlight on 
our calendar. In FY25, it included of�ce celebrations, 
themed posts, dress-ups, and a well-loved 
company-wide quiz hosted by Jeff Bluett from our 
Christchurch team. Pride Month is about more than 
visibility; it’s about fostering belonging. 

Furthering our commitment to rainbow inclusion, 
PDP sponsored staff membership in Engineering 
New Zealand’s Rainbow Special Interest Group (SIG). 
Laura Wallan, also from our Christchurch of�ce, 
joined the SIG as PDP’s representative, contributing 
to wider industry discussions around inclusive 
workplaces. 

We proudly supported Pink Shirt Day again this 
year, taking a stand against bullying and promoting 
the values of kindness, inclusion, and respect. 

Through our participation in the Diversity Accord 
and our regular contributions to its industry data, 
we continue to benchmark and learn from others, 
while sharing our own progress. Our HR Director 
remains actively engaged in this network, attending 
workshops and forums to bring insights back into 
our business. 

Each of these initiatives forms part of our wider 
effort to build a culture where people feel safe to 
be themselves, are valued for their uniqueness, and 
can thrive both personally and professionally at 
PDP. 

6.6.1 Our Diversity Pro�le

We are unable to provide full diversity 
demographics for FY25 as we did not collect this 
information in our most recent engagement survey. 
We are progressing towards an HRIS solution that 
will allow for con�dential, self-identi�ed, and real-
time responses to diversity demographic questions. 
This will give us greater accuracy and insight into 
our workforce pro�le in future years. 

For now, the information below is based on 
assumed gender data. While this approach does 
not provide the full picture, it still offers a useful 
indication of our current pro�le and helps us 
monitor progress until more robust self-identi�ed 
data is available.

http://International Women’s Day
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Social and Cultural
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Age Pro�le

6.6.2 Our Diversity Pro�le vs. Diversity  
 Accord’s Engineering Industry

Using our assumed gender data for FY25, females 
make up 44% of our workforce, continuing to 
outperform the Diversity Accord’s Engineering 
Industry benchmark of 37%. This result reinforces 
the strong gender balance we see across much of 
our business, particularly at early and mid-career 
levels. 

Maintaining and building on this strength is 
important, especially as we work towards more 
balanced representation at our most senior levels. 
Our career development pathways, mentoring 
programmes, and retention initiatives remain key to 
supporting this shift. 

As outlined in 6.6.1, future reporting will bene�t 
from self-identi�ed diversity data, allowing us 
to measure and track a broader set of metrics 
– including M�ori representation, ethnicity, 
neurodiversity, disability, and the Rainbow 
community – and compare these with industry 
benchmarks. This will give us a richer and more 
accurate picture of where we are leading, where we 
are on par, and where focused action will have the 
most impact.

6.6.3 Gender Pro�le by Career Level    
 Benchmark

Our assumed FY25 pro�le shows a relatively even 
gender balance at the early and mid-career levels, 
with females making up 53% of Foundation roles, 
55% of Guided Professional roles, and 57% of Senior 
roles. At the Service Leader level, females represent 
40% of the group, while at Technical Director level 
the proportion is 25%. 

These results are consistent with recent years, 
re�ecting steady representation at early career 
stages and gradual progress in leadership levels. 
Increasing gender diversity at the most senior 
levels remains a key focus for PDP, supported by 
our career development pathways, mentoring, and 
initiatives aimed at retaining talent through life and 
career changes. 

6.6.4 Age Pro�le 

Our demographic composition in FY25 was very 
similar to that of the previous �nancial year, with 
about a third of our people (34%) aged 30 or 
younger and another third (29%) between 31–40 
years old. This means nearly two-thirds of PDP 
are aged 40 or under, providing a strong base of 
early- and mid-career professionals with many years 
ahead to develop and contribute. 

The remainder of our team brings valuable depth 
of experience, with 21% aged 41–50, 10% aged 51–60, 
and 5% aged 61–75. This experienced cohort plays a 
critical role in guiding decision-making, mentoring 
our emerging professionals, and maintaining 
technical excellence across the business. 

Trend Comparison of Female Representation Across Career Levels FY21 - FY25
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Social and Cultural

6.6.5 Celebrations and Internal Culture at PDP  

At PDP, we believe that a connected and inclusive 
workplace is a thriving one. Our culture is brought 
to life through the celebrations, initiatives, and 
activities that bring our people together and foster 
a sense of belonging. 

We honour key cultural and diversity-focused 
events throughout the year. Lunar New Year, 
International Women’s Day, Matariki, Pride Week, 
Neurodiversity Week, and Pink Shirt Day provide 
opportunities to learn, re�ect, and celebrate the 
values and traditions that enrich our workplace. 
Whether it’s shared kai, panel discussions, or 
of�ce-wide initiatives, these occasions reinforce our 
commitment to inclusivity and respect. 

Our social committees play a vital role in building 
connection by organising activities that span the 
spectrum of interests and energy levels. From 
ski trips, hikes at Tongariro National Park, and 
bike rides during the Aotearoa Bike Challenge, to 
lunchtime football and touch rugby games, PDP 
encourages our people to get active and enjoy the 
outdoors. Social events like quiz nights, PDP Games 
Night, and our �rst “Waiata Wero – PDP’s Got 
Talent”, foster camaraderie and fun, while outings 
to Warriors and Phoenix games provide chances to 
cheer together outside the of�ce. 

We also take time to give back. Volunteering 
with local City Missions, schools, environmental 
initiatives, and other community programmes 
connects us to the communities where we live and 
work. 

These shared experiences, large and small, help 
build a workplace where everyone feels welcome, 
valued, and supported. They embody the aroha and 
kotahitanga (care and collaboration) that sit at the 
heart of PDP, making our culture one where people 
can truly thrive. 
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6.7 Learning & Career Development 

6.7.1 Career Planning and Pathways 

Supporting the career growth of our people is 
central to our purpose. In FY25, we continued to 
build on our commitment to meaningful career 
development by enhancing our competency and 
career pathing framework. 

We began by seeking feedback directly from our 
team, asking what would make the framework 
more relevant, engaging, and useful. The insights 
gathered helped shape further improvements and 
ensure the framework re�ects the diverse pathways 
our people take at PDP. 

To support the framework’s use in practice, we ran 
a series of interactive workshops. These sessions 
provided tools and real examples to help our people 
and their managers hold more meaningful career 
conversations. The focus was on creating clarity, 
encouraging open dialogue, and ensuring everyone 
understands the opportunities available to them. 

Our aim is to empower our people to take 
ownership of their development while knowing 
they’re supported every step of the way. 

6.7.2 Professional Quali�cations

In FY25, we continued to invest in the professional 
development of our people by fully covering 
the costs of agreed industry memberships and 
charterships, including paid time off to support 
these efforts. This commitment helps ensure our 
teams remain current, credible, and aligned with 
the highest standards in their �elds. 

Our growing number of professionally recognised 
team members includes: 

• 26 Chartered Professional Engineers 

• 2 Fellows of Engineering New Zealand 

• 14 Chartered Environmental Practitioners 

• 1 Certi�ed Professional Engineering Geologist 

• 6 Certi�ed Air Quality Professionals 

• 8 Certi�ed Hearing Commissioners 

• 1 Asset Management Associate (�p�p�) 

• 1 Full Member, New Zealand Planning Institute 

• 3 Chartered Accountants (CA ANZ) 

• 1 Chartered Professional, Australasian Institute of 
Mining and Metallurgy (AusIMM) 

• 1 Fellow, Clean Air Society of Australia and New 
Zealand 

• 1 Chartered Member of the Institute of Chemical 
Engineers 

• 1 Chartered Member of the Chartered Institution 
of Water and Environmental Management 

• 1 Chartered Engineer with the Institution of Civil 
Engineers 

These quali�cations re�ect the breadth and 
depth of expertise within PDP, and reinforce our 
commitment to quality, leadership, and industry 
contribution. 

6.7.3 Internal Training 

Learning at PDP is an ongoing journey. In FY25, 
we continued to expand our in-house training 
offerings, enriching content based on feedback and 
focusing on continuous improvement. Our aim is to 
ensure every person, regardless of career stage, has 
access to meaningful development opportunities. 

Our PDP Intro sessions are the cornerstone of 
the onboarding process. These sessions help new 
starters understand who we are, how we work, and 
the values that guide us. Over the year, nearly 60 
new team members took part in these sessions, 
helping them feel informed, connected, and set up 
for success. 

The Foundation for Success (F4S) programme 
supported 23 graduates in 2025, running 
from February to October. F4S introduces the 
fundamentals of consulting, how PDP operates, 
and essential soft skills like communication 
and teamwork. The programme helps foster 
connections and build con�dence, setting the tone 
for a rewarding and long-term career with us. 

Social and Cultural
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Additional internal training in FY25 included: 

• Performance Review Training – available to all 
employees. 

• Unconscious Bias Workshops – delivered to 
Service Leaders. 

• HR Learning Sessions – required for all line 
managers and available to others in leadership 
roles. 

• Mentoring Programme – offered to both mentees 
and mentors. 

• Leadership Development Workshops – tailored 
for our Technical Directors. 

• Preventing Bullying and Harassment Training – 
open to everyone across the business. 

• Cultural Competency Training – focused on Te ao 
M�ori and M�ori tikanga. 

• Te reo M�ori Sessions – supporting everyday use 
and cultural con�dence. 

Through these initiatives, we continue to invest in 
our people, recognising that capability-building is 
vital for both individual growth and the success of 
the business. 

6.7.4 Leadership 

Developing strong, authentic leadership continues 
to be a priority at PDP. In FY25, we expanded our 
investment in leadership capability, particularly 
among our senior leaders. 

A two-day workshop in Auckland brought together 
nearly 60 Technical Directors from across our 
of�ces and workgroups. These sessions created 
space for learning, re�ection, and connection, 
helping to strengthen relationships, share 

experiences, and reinforce a shared vision of 
leadership across the business. 

Alongside this, our CEO and HR team maintained 
close engagement with individuals and groups, 
including our Emerging Professionals. These 
ongoing conversations provided valuable 
opportunities to explore topics such as work–life 
balance, �exible working, and overtime. Open 
dialogue is a core part of our leadership approach, 
ensuring our people feel heard, supported, and part 
of a connected business. 

6.7.5 Cultural Competency

Me m�tau ki te whet�, i mua i te k�kiri o te haere 
Before you set forth on the journey, make sure you 
know the stars 

As an environmental consultancy, we carry a 
unique responsibility to honour the land we serve. 
While technical excellence, data, and analysis 
are vital to our work, operating in Aotearoa New 
Zealand requires more. It requires a deeper 
understanding that our natural environment is 
intrinsically connected to the history, culture, and 
values of tangata whenua. 

In FY25, we launched the PDP Te Ao M�ori Learning 
Resources Platform. This marked a signi�cant step 
in our cultural competency journey. Spearheaded 
by our M�ori Advisor, Aimee Matiu, the platform 
supports our people in building a foundational 
understanding of Te Ao M�ori and how it applies to 
our work. 

The platform features four key learning modules:

• Tangata Whenua – Understanding whakapapa, 
social structures, and connections to place

• Te Reo me �na Tikanga – Language and 
customary values 

• Whanaungatanga – Relationships, trust, and 
shared understanding 

• Marae Protocols – Engaging respectfully in  
M�ori spaces 

These modules encourage us to: 

• Broaden our view of sustainability. Sustainable 
solutions must consider cultural, social, 
environmental, and economic dimensions as 
interconnected. 

• Incorporate m�tauranga M�ori – Indigenous 
knowledge - alongside scienti�c approaches, for 
resilient, effective outcomes. 

• Engage meaningfully with mana i te whenua. 
Consultation with hap� and iwi should be 
more than a regulatory requirement. It is an 
opportunity to build relationships grounded in 
trust and mutual understanding.

At PDP, embracing Te Ao M�ori is not a checkbox 
exercise. It is about becoming better practitioners, 
stronger partners, and more grounded people. 
By integrating these principles into our scienti�c, 
planning, engineering, and business practices, we 
enrich our work and demonstrate our commitment 
to environmental care. 

This is what it means to be an environmental 
consultancy in Aotearoa. We encourage everyone  
to approach this journey with curiosity, humility,  
and aroha.

Social and Cultural
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6.7.6 Technical Training and Development

Hands-on project experience is central to technical 
growth at PDP, with our leaders guiding teams 
through real-world challenges. External training 
complements this by ensuring we stay current with 
industry standards, emerging science, and evolving 
regulatory frameworks. 

Each year, our people take part in a wide range 
of technical training, from specialist engineering 
courses and environmental modelling to 
planning, consenting, and �eld-based skills. These 
opportunities build depth and breadth across our 
disciplines, while maintaining the professional 
certi�cations and accreditations our clients rely on. 

By combining internal mentoring, structured 
learning, and external training, we ensure our 
people remain at the forefront of their �elds 
and equipped to deliver innovative, high-quality 
outcomes for our clients and communities. 

6.7.7 Sustainability Training

At PDP, we see every project as an opportunity to 
create lasting value. By embedding sustainability 
into every phase, from early scoping through to 
design, procurement and delivery, we can deliver 
infrastructure that is resilient, high performing and 
provides long term bene�ts to the communities we 
serve. 

To achieve this, we are building capability and 
con�dence across our teams. As members of 
the Infrastructure Sustainability Council (ISC) we 
access training, tools and networks that support 

sustainable project delivery. In FY25, we invested 
in strengthening this foundation, equipping our 
people to partner with clients who share our 
vision of creating infrastructure solutions that are 
environmentally responsible, socially inclusive and 
economically sound. This aligns directly with the 
Sustainable Development Goals and supports a 
quadruple bottom line approach.

We delivered the following targeted learning 
initiatives:

• IS Foundations  – This session deepened 
understanding of the drivers for sustainability 
in infrastructure projects and highlighted 
how our multidisciplinary teams are already 
delivering sustainable outcomes. Through 
intranet resources, we are also building practical 
tools for sustainability including operational 
and embodied carbon estimation and life cycle 
analysis (LCA) for water infrastructure design. 

• IS for Managers  – Developed in partnership 
with ISC, this course built the capability of our 
business leaders to set meaningful sustainability 
objectives, achieve outcomes across the full 
project lifecycle and lead with con�dence in 
sustainability focused conversations. 

• Carbon and Energy Professionals  – we further 
invested in training people in carbon inventories 
preparation and auditing, identifying carbon 
reduction opportunities and optimising process 
heat systems. We have been applying this 
knowledge to assess the carbon emissions 
under the Resource Management Act as part of 
consenting; and assisting clients with meeting  
their requirements under National Environmental 

Standards for Industrial Process Heat, which are 
designed to reduce fossil fuel use and transition 
toward decarbonisation.

PDP has a strong track record in solving complex 
infrastructure challenges. By expanding our 
knowledge and leveraging our experience, we are 
now better placed to support clients who already 
have clear sustainability goals, and to spark broader 
conversations with those seeking to innovate and 
add value through more sustainable approaches.

6.7.8 Conferences

Conferences are an important way for us to connect 
with industry peers, share our expertise, and stay 
across emerging trends. In FY25, we were more 
selective in our conference attendance, focusing 
on those that delivered the greatest value for 
networking, showcasing our work, and learning. 

Our team represented PDP at key events including:

• Water NZ (our �agship annual event) 

• Water NZ Stormwater Conference and Expo 

• ALGA 

• WasteMINZ 

• �p�p� 

• Clean Air Society of Australia and New Zealand 

• ACE NZ Future Space

• Infrastructure NZ - Building Nations

• AUSIMM

We also considered sponsorships carefully, ensuring 
they aligned with our markets and delivered 
tangible bene�ts to both PDP and our clients. 

Social and Cultural
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7 Our Business | Governance

Partnering for Impact: How We Deliver Value 

Our business success is grounded in meaningful relationships with our clients, our people, and the 
communities we serve. Every engagement is an opportunity to create long-term value for the environment, for 
society, and for the people doing the work. 
 
We support organisations across local and central government, iwi, and the private sector, spanning regions 
and industries throughout Aotearoa. What unites them is a shared need for trusted advice and practical, 
science-led solutions to complex challenges. We are proud to stand alongside them as partners in navigating 

Governance

change and shaping better outcomes. 

7.1 Our Client Pro�le 

Who We Work With

In FY25, PDP partnered with a diverse mix of 680 
organisations across Aotearoa. As in previous 
years, a smaller group contributed the largest 
share of revenue. Our top ten clients accounted 
for around a third of our total revenue (31 percent), 
with nearly 80 percent coming from our top 100. 
The remaining 20 percent was distributed across 
almost 600 other clients. This breadth provides 
resilience across economic cycles and shows our 
ability to support both long-standing partnerships 
and new opportunities.

Our highest-activity clients continue to re�ect 
our strong relationships with the public sector, 
especially across the three waters, environmental 
management, and infrastructure planning.

Key movements this year included:  

• Regional and district councils across the 
Waikato, Bay of Plenty, and Canterbury regions 
remained among our highest contributors, 
re�ecting continued investment in water, 
environmental monitoring, and infrastructure 
resilience.

• Several councils in cyclone-affected regions 
signi�cantly increased their engagement, driven 
by post-event recovery, resilience planning, and 
environmental restoration work.

• Major urban centres experienced increased 
activity, re�ecting the growing trust in our 

local teams and their capability across complex 
planning, environmental, and engineering 
projects.

• Large industrial and energy clients saw a slight 
decrease in capital programme activity, though 
ongoing compliance, environmental advisory, 
and monitoring work continued.

• Growth in the quarrying and solid waste 
sectors contributed a new entrant to our top 
ten, re�ecting increased demand for resource 
management, environmental assessment, and 
permitting expertise.



   24  |                               Pattle Delamore Partners Ltd   |   Integrated Report   2025
Back to Contents

7.2 Market Sectors 

How We Work Across Markets 

While our teams are grounded in technical 
disciplines, we deliver as “One PDP”. Our 
collaborative model allows us to combine 
environmental, planning, engineering, and digital 
capability into cohesive solutions for our clients. 

Our focus Market Sector Groups (MSGs) provide 
support for delivering targeted services while 
fostering knowledge-sharing and commercial focus. 
These sectors accounted for nearly 70% of our total 
revenue. 

Key sector developments in FY25 included: 

• Three Waters and Local Government jointly 
contribute almost 40% of revenue, similar to last 
year. 

• Energy remained relatively static, but we’re seeing 
more renewable energy schemes as well as our 
traditional petroleum and gas clients’ work. 

• Housing remained static despite deteriorating 
market constraints. 

• Activity across the Solid Waste, Mining, and 
Quarrying sectors remains steady, with consistent 

demand for our technical support. While our focus 
is on delivering work responsibly and to a high 
standard, our ability to take on additional projects 
is shaped more by capacity than by market 
demand. We continue to see a healthy pipeline of 
opportunities.

• Transport revenue was approximately half of 
what it was last year, affected by the change in 
government priorities and the halting of several 
projects. 

• Meat and Dairy revenue declined again, dropping 
by 13% following the 25% fall the year before, 
re�ecting on-going wider economic pressure 
across these markets. 

• Surprisingly, our Industrial & Commercial work 
increased by approximately 50%. 

• Defence work remained static as we continue with 
long-running commissions. 

Our blend of public and private sector work (roughly 
50/50) and our breadth of clients continue to provide 
stability in a turbulent environment. 

Local Government & 3 Waters 

Energy 

Meat & Dairy 

Transport 

Housing 

Solid Waste, Mining & Quarrying

Industrial & Commercial 
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Other 

Governance
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7.3 Client Feedback

What Our Clients Are Saying 

The strength of our relationships is an important 
measure of our success. Client relationships 
characterised by collaboration, integrity, creativity, 
and care de�ne our brand and build lasting trust. 

Client satisfaction continues to be a key measure 
of our performance and the value  
we deliver. 

In the FY25 Beaton survey, PDP recorded a Net 
Promoter Score (NPS) of 39.1. Half of our clients said 
they would actively recommend us, while only 11% 
were detractors. This result is signi�cantly higher 
than the industry average NPS of -5 for professional 
engineering service �rms. It highlights the strength 
of our client partnerships and the positive impact of 
our work. 

This commitment to client service excellence was 
also recognised in the 2025 Beaton Client Choice 
Awards, where PDP was named a �nalist in four 
categories: 

• Most Trusted Firm: Built & Natural Environment 
Consulting 

• Most Innovative Firm: Built & Natural Environment 
Consulting 

• Best Provider to Government & Community 

• Best Built & Natural Environment Consulting Firm 
(revenue $30–$100 million)

These honours are based entirely on client feedback. 
Being consistently recognised by our clients 
re�ects the pride our people take in their mahi, the 
importance they place on relationships, and the real, 
lasting value we create alongside our clients.
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Paraparaumu Wastewater Treatment Plant 
Over�ow Pond Upgrade

To support climate resilience and future growth, 
PDP worked with K�piti Coast District Council to 
upgrade over�ow storage at the Paraparaumu 
WWTP. This involved increasing pond capacity 
by 60%, installing a polyethylene liner, drainage 
system under new liner and treated ef�uent 
disposal pipeline, and discharge outlet with 
stream protection measures. The result is a 
modernised system that can better withstand 
intense rainfall and population growth pressures.

ESG alignment: Environmental (climate 
adaptation, water protection), Governance 
(compliant infrastructure delivery)

7.4 What we love to do

Creating Positive Impact Through Our Projects 

Every year, PDP partners with clients across Aotearoa to deliver projects that 
improve environmental outcomes, support community resilience, and embed 
cultural and social responsibility into the way infrastructure is planned and 
delivered. The following FY25 highlights showcase the breadth of our work 
and how it demonstrates the principles of ESG in action. 

Governance
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Taniwha Springs Pump Station Upgrade

We worked with Ng�ti Rangiwewehi and Rotorua Lakes Council to replace 
aging infrastructure that had long obscured the sacred Taniwha Springs, 
a site of deep cultural signi�cance. The new system was co-designed to 
preserve the spring’s mauri while meeting the needs of nearby communities 
like Ngongotah�. Innovative engineering was used to develop a fully buried 
pump station with redundancy, ensuring water quality, reliability, and 
cultural respect.

ESG alignment: Social & Cultural (mana whenua partnership), 
Environmental (clean water access and resilience)

Redruth Trickling Filter Expansion

Following the success of a passive nutrient-removal system installed at the 
Redruth Land�ll in Timaru, PDP was re-engaged to design and deliver a 
second �lter. These systems, built from gabion rock structures, naturally 
reduce nitrogen and improve water clarity with low maintenance and 
minimal energy use. The project was recognised as a �nalist in the 2024 
Water NZ Stormwater Awards for innovation and impact. 
 
ESG alignment: Environmental (passive water treatment), Governance 
(low-maintenance, cost-effective solutions)

Governance
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Watercare Onehunga PFAS Source Investigation

To support the protection of Auckland’s drinking water supply, PDP led a 
multi-disciplinary investigation to identify potential PFAS sources affecting 
the Onehunga aquifer. We developed an interactive GIS tool to synthesise 
large datasets into a conceptual model which facilitated the identi�cation 
of likely PFAS sources. The project has enhanced Watercare’s source water 
risk management plan and understanding of contamination risks and has 
informed treatment planning and future monitoring.

ESG alignment: Environmental (source protection and data integration), 
Governance (evidence-based planning)

Nurse Maude Hospice Development – Christchurch

PDP provided geotechnical, contaminated land, and consenting services 
for Canterbury’s �rst purpose-built hospice in over 30 years. The new facility 
will offer high-quality, digni�ed care for patients and wh�nau, replacing 
an outdated setup with a purpose-designed, peaceful environment. Our 
ef�cient consenting work allowed the project to proceed on time and 
without delays, supporting timely delivery of this important community 
asset.

ESG alignment: Social (health and wellbeing infrastructure), Governance 
(streamlined project enablement)

Governance
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NZDF Environmental Monitoring Contracts

We secured two multi-year contracts to support the New Zealand 
Defence Force’s environmental compliance and data management. 
Our services span groundwater, stormwater, wastewater, and 
ecological monitoring across major Defence sites. The work also 
includes maintaining digital databases that support smarter, data-
informed environmental decision-making. 

ESG alignment: Governance (public sector compliance and 
transparency), Environmental (long-term ecosystem monitoring)
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8.1  A Growth Business 

At our 2024 AGM, we reaf�rmed our commitment 
to deliberate, sustainable growth. This is not growth 
for growth’s sake. It is growth that re�ects our 
values, strengthens our impact, and supports a 
business where people can thrive. 

PDP was founded with a clear purpose: to solve 
environmental challenges through science and 
engineering. That same purpose continues to 
attract people who are passionate about making 
a difference. Over time, we’ve built a team of 
specialists who continue to care about the work 
they do and the outcomes they create. 

Our Strategic Plan outlines how we will grow 
with intention. We are focused on expanding 
our contribution to the critical infrastructure and 
environmental challenges facing Aotearoa and the 
Paci�c. As our Strategy Statement puts it: With 
creative thinking and sound advice, we aim to grow 
our contribution to solving critical infrastructure 
and environmental challenges. 

We are also growing our business to create 
meaningful opportunities for our people. This 
means more than hiring. It means building the 
systems, structures and leadership capability 
needed to support long-term careers, development 
and wellbeing. 

Our vision is mapped across three Horizons, 
looking 1 to 15 years ahead. We know that scaling 
a purpose-led business comes with complexity. 
It requires adaptation, clear priorities and strong 
culture. But we are con�dent in the path forward. 
Growth, when grounded in purpose, becomes a 
platform for innovation, resilience and shared value. 

8.2 A Sustainable Business 

This year, sustainability continued to move from 
intention to everyday action. It is no longer 
something we strive to include. It is increasingly 
shaping how we think, plan and deliver across 
every part of our business. 

Our core purpose remains focused on providing 
environmental services that deliver real, 
measurable outcomes. We are also expanding 
our impact by embedding broader sustainability 
thinking into how we operate and advise. This 
includes integrating te ao M�ori principles, 
reducing carbon emissions, supporting climate 
adaptation, and designing for long-term 
resilience. 

8.3 Communities of practice –  
 Strengthening Knowledge   
 and Collaboration

To support our sustainable growth and reinforce 
our commitment to innovation, knowledge-
sharing, and collaboration, we transitioned from 
informal Special Interest Groups to structured and 
action-oriented Communities of Practice (CoPs) in 
FY25. 

These CoPs create a platform for our people 
to lead and connect across workgroups, 
strengthening our ability to deliver integrated 
environmental, cultural, and technical solutions 
for our clients. They also enhance the visibility and 
growth of emerging services that align strongly 
with our ESG priorities. 

8 Our Business

In FY25, we formally established the following 
CoPs: 

• Carbon Emissions and Strategy 

• Climate Risk and Adaptation 

• Tangata Whenua Advisory – Hiku Taniwha 

• Technology and Innovation

The two climate-focused CoPs re�ect the 
distinct and growing needs of our clients in 
decarbonisation and climate resilience, while Hiku 
Taniwha enhances our ability to provide culturally 
grounded, m�tauranga-informed services. 
The Technology and Innovation CoP, which 
has already delivered impactful tools like our 
Wetland Delineation App and AI usage guidance, 
continues to lead our exploration of emerging 
digital solutions. 

By building these communities, we are 
deepening our collective capability, supporting 
cross-disciplinary collaboration, and embedding 
ESG thinking into our everyday ways of working.
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8.4 M�ori Advisory 

Embedding te ao M�ori and m�tauranga M�ori 
continues to be a priority across our internal 
practices and external delivery. We are focused on 
building authentic relationships, improving cultural 
capability, and supporting outcomes that re�ect 
tangata whenua values as essential to sustainability. 

Our internal r�p�, Niho Taniwha, provides space for 
learning, connection and cultural growth. It helps us 
uplift our collective understanding of tikanga, te reo 
M�ori, and M�ori worldviews, while fostering a safe 
and supportive environment for M�ori within PDP. 

We also continue to grow our external M�ori 
Advisory offering through Hiku Taniwha, which 
enables us to support clients with culturally 
informed advice. This includes developing iwi and 
hap� engagement strategies, aligning projects with 
iwi management plans, and facilitating processes 
that re�ect tikanga and manaakitanga. 

In FY25, one example was our work alongside 
Patuharakeke Te Iwi Trust Board on the Ruak�k� 
Wastewater Treatment Plant Upgrade. Our 
advisory role has focused on co-designing a 
treatment solution that genuinely re�ects iwi 
values, considering cultural perspectives on 
water and sludge management, and ensuring 
decision-making balances environmental care with 
affordability. This partnership highlights how we 
integrate te ao M�ori into complex infrastructure 
planning (refer to page 27 for project detail). 

Projects such as this demonstrate our ability to 
walk alongside both clients and iwi, providing 
advisory services that are grounded, respectful, and 
outcome-focused. 

Client feedback continues to highlight the value 
of this work. We are increasingly recognised for 
our ability to bring both technical and cultural 
perspectives to the table, and for taking the time to 
listen and engage in a way that re�ects our values. 

This work is ongoing, and we remain committed 
to deepening our relationships, strengthening our 
advice, and ensuring te ao M�ori is meaningfully 
integrated into how we operate as a business. 

Governance
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8.5 Technology & Innovation 

Innovation continues to underpin how we deliver 
smart, effective, and sustainable solutions for our 
clients. In FY25, we built on the foundation laid 
by our Technology and Innovation Community 
of Practice (T&I CoP), moving from early-stage 
awareness to embedding innovation more deeply 
across our business. 

Led by our Strategic Director for Technology and 
Innovation, David Whitty, the T&I CoP has focused 
on practical implementation, enabling our people 
to apply new tools, systems, and thinking in real-
world settings. This has included the expansion 
of internal guidance, case studies, brainstorming 
solutions and hands-on sessions designed to make 
emerging technologies more accessible to all. 

We’ve seen growing adoption of tools like machine 
learning, remote sensing, and GIS automation. 
Internal knowledge-sharing through pro�ling 
presentations and articles has highlighted 
successful applications in areas such as climate 
adaptation, ecological mapping, and data 
visualisation. These sessions continue to foster 
collaboration across of�ces and disciplines. 

Our approach to arti�cial intelligence also 
progressed this year. We �nalised our Responsible 
AI Use Policy, broadened our trial of Microsoft 
Copilot, and introduced tailored training and 
governance to ensure AI tools are used thoughtfully 
and ethically in our work. 

Looking ahead, FY26 will see the launch of 
Innovate, a new PDP-wide initiative designed to 
capture and grow good ideas submitted by our 
people. Whether it’s a process improvement, a 
new tool, or a better way of working, Innovate will 
provide support and structure to help bring these 
ideas to life. 

Innovation at PDP extends beyond technology. 
It’s about creating space for curiosity, enabling 
practical change, and driving better outcomes for 
our clients, our environment, and our people. 

Governance

8.6 Ownership

Growing a Culture of Ownership and Shared 
Success 

At PDP, we believe in shared success. Our inclusive 
ownership model re�ects our commitment to 
recognising the contributions of our people and 
fostering a strong sense of belonging and long-
term engagement. 

From 31 March this year, we were proud to welcome 
30 new shareholders to our shareholding register. 
This brings our total to 146 employee shareholders, 
representing approximately 52% of our people. 

Employee ownership provides our people �nancial 
opportunity to share in our success – a tangible 
expression of our values: Aroha (care), Pono 
(integrity), and Kotahitanga (unity). Our ownership 
model supports a deeper connection to our 
purpose, strengthens business resilience, and 
reinforces our collective commitment to growing a 
sustainable, purpose-led organisation.



Appendices 
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Table A1: Environmental Objectives, Actions & KPIs 

Objectives/Targets Actions KPIs Progress SDGs 

1.1 
Reduce our GHG 
emissions in 
alignment with a 
Science Based Target 
i.e. aligned with no 
more than 1.5oC 
warming.

Measure and report our total Scope 1, 2 
and 3 1 emissions each year.

Obtain Carbon Footprint certi�cation of 
our GHG Inventory commencing in 2023.

Develop a Climate Action Plan 2 and 
Emissions Reduction Strategy 3 for our 
business by 30 April 2023, with regular 
reviews.

Investigate carbon offsets and insets for 
residual emissions out to 2050.

Annual GHG report for our business, 
using certi�ed inventory methodologies.

Our FY25 annual inventory (unaudited) 
compared to FY24 and our FY23 base 
year is provided in Section 5.1 . Results 
are subject to independent veri�cation 
and will be con�rmed or updated where 
required to achieve Carbon Conscious 
Certi�cation with EKOS.

Near-term target:  42% absolute 
reduction of Scope 1 and 2 emissions 4 by 
2030 based on FY21 emissions .

Our progress against our near-term 
targets is discussed in Section 5.1 . 

Set an emission reduction target for 
Scope 3 for 2030.

We will review the potential for setting a 
Scope 3 target later in 2025. 

Long-term target:  At least “net-zero” by 
2050 5.

We are measuring our annual CO 2-e 
emissions for all Scopes and will report 
against our baseline year to track 
towards this target. We remain focused 
on investing to achieve emissions 
reductions in our business, so we are not 
yet at the point of considering offsets. 

A Carbon Action Plan and Emissions 
Reduction Plan that are regularly 
reviewed.

We approved our �rst Emissions 
Reduction Strategy (ERS) in March 2024, 
which incorporates our carbon action 
plan. Our transition to a lower carbon 
�eet is outlined in Section 5.2 . 

1 Emission scopes are de�ned by the IPCC methodology as follows: Scope 1: Direct GHG emissions from sources owned or controlled by the business, such as PDP’s vehicle �eet; Scope 2: Indirect GHG emissions from purchased electricity consumed by PDP; and Scope 3: Other indirect 

GHG emissions. Scope 3, examples include emissions associated with waste disposal, business �ights, employee commuting and leased assets.

2 The Climate Action Plan (CAP) sets out our near-term actions to achieve our longer-term goals and provides a transparent basis to communicate with our stakeholders how we will achieve the targets. The CAP is to be reviewed and updated at least 3 yearly. 

3 The Emission Reduction Strategy (ERS) is based on the company’s GHG inventory and identi�es the reductions needed, and a pathway to achieve the required reductions, including planning and investment. The ERS is dependent on factors in our operating environment that may be 

outside of our control. The ERS will be regularly reviewed and updated overtime depending on our operating environment and changing assumptions. 

4 The near-term target applies to at least 95% of total Scope 1 and Scope 2 emissions and is to be achieved without offsets.

5 The 2050 target must be achieved by a 90% reduction in Scope 1, 2 and 3 emissions (at least 95% of all emissions) and offsets can be used for the residual 10% of emissions to achieve net-zero.
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1.2 
Reduce energy use 
from electricity and 
transport.

Increase energy ef�ciency throughout 
the business where practicable.

Measure and report total energy 
consumption in our of�ces and from 
work-related travel.

Promote sustainable transport modes 
throughout the business and reduce 
mileage from fossil fuel travel.

Of�ces located where our people can 
readily access public transport.

Implement an employee commuter 
survey.

5% reduction per FTE in electricity use by 
2025 compared with FY21 baseline; and 
15% reduction by 2030.

 

Absolute electricity remained relatively 
stable up until FY24. In FY25, there was a 
step increase likely associated with new 
of�ces and additional �oor area taken in 
existing of�ces. 

Consequently, per FTE electricity use 
had decreased up until FY24 and 
increased in FY25 albeit still 9% below 
FY21 levels. 

Bike parking and change facilities 
available for at least 50% of our people.

Wellington, Christchurch, Tauranga and 
Auckland all have �t for purpose and 
dedicated secure bike parking facilities, 
easily achieving the goal of at least 50% 
of our people having access to bike 
parking a change facilities. 

 6 In FY24, the survey framed the question about weekly commute differently to FY23. This may have impacted the way people answered in relation to working from home, and reduced the reported total commuting days and thereby kilometres, causing a reduction in reported commuting distance and kilometres.
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1.2 
continued

Employee commuting trends 
year on year.

Commuter survey emission trends  
FY23 to FY25

FY25 carbon intensity (kg CO 2-e per km travelled) was 
the same as for FY24 and FY23, while the total carbon 
footprint from commuting increased with more kilometres 
travelled. Emissions per FTE were higher than FY24, with 
a 20% increase in km-travelled, but a 6% increase in FTEs. 
This increase is likely due to the Auckland of�ce move and 
increased commuting distances for some people. Distance 
by bike or e-bike and bus increased, while train travel and 
private car decreased.

 6 In FY24, the survey framed the question about weekly commute differently to FY23. This may have impacted the way people answered in relation to working from home, and reduced the reported total commuting days and thereby kilometres, causing a reduction in reported commuting distance and kilometres.
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Parameter FY23 FY24 FY25

Total kms travelled 1,022,000 819,000 1,047,000

Total CO�-e (kg) 101,000 89,000 106,000

Commuting CO�-e per km (kg) 0.1 0.1 0.1

Working from home (days) 1,700 8,800 9,000

Working from home CO�-e (kg) 600 3,000 3,100

Total CO�-e (kg) 102,000 92,000 109,100

Change compare to prev. year -10% 16%
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1.3 
Minimise waste 
through reduced 
consumption, our 
purchasing practices, 
and reuse & recycling.

Incorporate sustainable procurement 
practices into our operations.

Reduce consumption, where practicable.

Avoid single use products, re-use 
and recycle our waste streams where 
practicable.

Provide waste separation for recycling in 
all of�ces.

Measure waste-streams & key 
consumables consumption e.g. paper.

At least 75% on a mass basis of waste 
diverted from land�ll.

In FY25 waste diversion was only 55%.  
It appears that �eld waste is a material 
contributor to our total volumes to 
land�ll and that recycling, on a per FTE 
basis is in an apparent decline. Field 
waste is only measured in Christchurch 
and has been prorated for other of�ces; 
only one week’s data was collected 
so there is a reasonable degree of 
uncertainty with our waste data.   

Total Waste 6,864 kg per year 

Land�lled 3,114 kg per year 

Waste to land�ll 45%

Waste diverted 55%

 

Reduce paper consumption 50% on a 
per FTE basis by 2025 compared with 
FY20 7.

 
In FY25, paper use increased by an 
average of around 50 sheets per person 
per year. Usage varies signi�cantly 
across individuals, with many printing 
rarely and a small number printing 
frequently. 

7 Baseline re�ecting business operations pre-covid 

45% reduction 
from FY21
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1.4 
Use water 
responsibly.

Working with our of�ce property 
managers to identify and implement 
water saving measures, where 
practicable.

Incorporate water-ef�ciency metrics into 
our decision-making when purchasing 
appliances.

Identify water-saving measures in our 
�eldwork.

Measure water consumption.

Year-on-year comparison of water use (to 
be con�rmed, subject to availability of 
data).

We do not currently have any means 
to measure water use in our of�ces. 
Water use is not material to our 
business operations so investment 
in measurement would have limited 
bene�t in understanding our impacts. 

Our new Auckland of�ce has a 5 Green 
Star design rating and the interior has 
a 6 Green Star rating. The building has 
a water conservation system using 
rainwater harvesting. 

1.5 
Our people are 
empowered to 
show leadership 
on environmental 
sustainability. 

Support an active Environmental 
Sustainability Committee with events 
and promotions throughout the year. 

At least quarterly ES Committee 
meetings and ES activity reports.

Regular meetings and quarterly reports 
on activities to CEO. 

Promotion of Aotearoa Bike Challenge 
(ABC) and Plastic Free July (PFJ) each 
year.

Plastic Free July (2024) initiatives across 
our of�ces included presentations on 
new recycling rules, fruit boxes, tips, 
video posts/screenings, plastic free 
lunches & snacks, stream cleans, a new 
composting system in Hamilton, food 
scraps taken home in Napier, and a 
clothes swap in Wellington. 

Aotearoa Bike Challenge was actively 
promoted by the committee. PDP came 
3rd  overall with a 66% participation rate 
and PDP Christchurch came 1 st in their 
size category. 
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Table A2: Social and cultural Objectives, Actions & KPIs

Objectives/Targets Actions KPIs Progress SDGs 

2.1 
Apply continuous 
improvement to 
provide a safe 
work environment 
for all employees, 
subcontractors and 
the general public, 
ultimate achievement 
of zero harm.

Annual review of all key processes, 
procedures and standards to ensure 
compliance with current regulations and 
improve Health & Safety performance. 

All employees trained in the hazard/risk 
management process.

All �eld workers receive the PDP Health 
& Safety Induction (Behaviour Based) 
Training (1 day) and annual refreshers.

Maintain an “Event” reporting procedure, 
with events categorised and risk-
ranked, monitored to assess learning 
opportunities and trends.

Annual HSQE review with CEO, Director 
HSQE and Group Directors.

H&S System review undertaken in Jan 
2025 following the external audit (refer 
to next KPI).

Annual external Health Safety 
Environmental Management System 
audit.

H&S System external audit completed 
in Dec 2024. The audit used the Safe365 
Safety Index Assessment tool; we 
achieved a Safety Index score of 73%, 
which is “a very good score for a �rst-
time assessment and compares with an 
industry average (for a company of over 
300 people) of 68% for the construction 
industry, and 59% for the professional 
service’s industry”. 

Field audit frequency of 1 audit per 300 
PDP �eld-hours as an annual average.

Completed by Quarters and exceeded 
target for the year. 

Audits undertaken by each Workgroup 
and of�ce.

Audits completed by each Workgroup. 

Reporting of Events within required time 
frames.

This has not been fully adopted yet 
– Internal tracking only, new Nintex 
reporting system adopted late 2024. 

Closing of Event investigations/actions 
within required time frames.

This has not been fully adopted yet 
– Internal tracking only, new Nintex 
reporting system adopted late 2024. 

Number of H&S Events (including Near 
Misses) by potential risk rank (low, 
medium, high, extreme). 

All events are risked by potential risk 
rating since adopting the new Event 
Procedure in Jan 2024. 

Lost Time Injury (LTI) Frequency Rate 
(work-related).

This KPI is being phased out of H&S 
practice following the NZ Business 
Leaders H&S Forum and CHASNZ 
recommendations. We will no longer 
report on this.
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Objectives/Targets Actions KPIs Progress SDGs 

2.1  
continued

Employee attendance at 1 day Health & 
Safety Induction.

All achieved with reasonable time frame 
(less than 2 – 3 months since starting at 
PDP). 

Employee attendance at annual 
refresher training.

Rolled out to one workgroup, the rest 
to be completed by December 2025. 
We are reviewing the format of these 
and how they can be completed more 
ef�ciently. 

Specialised training provided. All regular training (SiteSafe passports 
and �rst aid) is completed as per 
requirements. 

Specialised Training - Con�ned Space 
and Gas Testing training completed 
externally and internally. 

2.2 
Our people’s 
mental and physical 
wellbeing is 
supported.

Provide wellbeing programmes 
including Wellness Week and Mental 
Health Awareness Week.

Provide and promote a private 
healthcare plan and income protection 
insurance for all our people.

Provide access to health support 8.

Implement Return to Work programs for 
all injured employees (work and non-
work related causes).

Provide annual health checks and �u 
vaccinations.

Percentage of our people participating 
in company healthcare and income 
protection plans. 

100% of our people (eligible employees) 
are covered by the income protection 
bene�t. 95% are enrolled in Southern 
Cross medical insurance, down from 
99% FY24.

Percentage of our people who have 
taken up company-organised health 
checks.

109 employees took offer of company-
paid �u vaccinations (37% of eligible 
employees). 

Annual Wellness week and Mental 
Health Awareness week (MHAW) were 
merged in one week with a holistic focus 
on physical and mental health. 

Return to work programme is 
implemented as needed. The Return to 
Work policy is currently being reviewed 
and updated. 
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2.2 
continued

Offer and actively encourage an 
employee assistance programme (EAP 
or equivalent).

Consistent usage month on month and 
benchmark with national data.

13% EAP utilisation, up on last year’s 
11.6%.

Increased maximum accrual of sick leave 
(40 days vs statutory 20 days). 

Case-by-case discretionary additional 
sick leave for special cases.

Average number of sick days per person 
(including additional discretionary leave).

7.5 days of sick and wellness leave on 
average per person, similar to last year. 

Support participation in sporting and 
social events including partners and 
families.

An active social committee in each 
of�ce. 

We have Teams channels and annual 
budgets to support active social 
committees. Social activities are on the 
Of�ce Managers’ meeting agenda.

At least two social events held per year 
for each of�ce. 

Our of�ces have a wide range of 
events that are supported by our social 
committees, including the mid-winter 
and/or Christmas functions, end of 
month presentations, and community 
support activities such as beach clean-
up and planting days.

Spend on social committee activities per 
person.

Budget set at $300/FTE/year. 

2.3 
Our people advanced 
through training 
and learning 
opportunities and 
provided with 
information to 
understand PDP’s 
career path, the 
opportunities and 
the requirements for 
progression.

Support for career development, further 
learning and continued professional 
development.

Training spend per person. Training spend is based on direct costs 
to providers and includes all technical 
and non-technical training (including 
H&S) and associated expenses including 
travel. Avg FTE is used for calculations. 
Conference attendance is excluded from 
all training spend calculations.

8 For example, Being Well Plus a website full of ideas, tools and resources from leading experts in the �elds of health and wellness; and Best Doctors an organisation that provides virtual medical advice offered through a network of quali�ed local and global physicians covering all specialties
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2.3 
continued

Provide at least annual performance 
appraisals which include career 
development planning.

A career path at PDP is available to all 
and the requirements to progress are 
transparent.

Number of employees enrolled in 
continued education programmes.

1 employee on study support (�nancial 
assistance and study leave).

Hours of study leave provided 11 employees took study leave (excludes 
graduations). 

162 hours of study leave provided. 

Percentage completion of annual 
performance appraisal discussions 
(including career development plans). 

The recorded completion (forms 
recorded with HR) was 66% in FY25 cf 
58% FY24. We suspect completion rates 
were higher but paperwork has not been 
recorded. 

Mentoring available at all career levels. Percentage of people participating in 
mentoring at various levels.

64 active mentees (60% of F and GPs)*. 

*percentages depend on mentees and mentors 
having been through the annual program before 
they can commit to/start mentoring 

Percentage of TDs and SLs volunteering 
to be mentors.

57 active mentors (47% of TDs and SLs). 

67 available mentors (55% of TDs and 
SLs)*. 

*percentages depend on mentees and mentors 
having been through the annual program before 
they can commit to/start mentoring 

Provide internal training such as project 
management, client relationships and 
leadership.

Number of internal training courses 
held.

Fourteen internal “soft skills” training 
courses held in FY25. 

Percentage of people provided with 
internal training.

A lot of internal training is offered 
throughout the year, and it is usually 
available to 100% of people. Some 
programs do not track attendance, 
but it is likely that 100% of people have 
participated in some form of training 
during FY25. 
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2.4 
Ensure PDP has an 
engaged workforce 
that cares about 
their work and PDP’s 
performance.

Annual engagement survey. Year-on-year comparison of survey 
results.

Second PDP engagement survey 
was run in November 2024; overall 
engagement score for PDP was 60%  
(cf 69% in FY24). 

Employee turnover (12-month rolling 
average).

Employee turnover: 11.7% 12 months’ 
rolling turnover as at end of FY25 (cf FY24 
at 8.4%). 

Trends of exit reasons. Exit reasons reported to the CEO 
quarterly. 

2.5
A diverse workforce 
and inclusive 
workplace that 
respects difference 
and celebrates 
diversity.

Membership of the Diversity Agenda 
and Signatory to the Diversity Accord.

Review diversity indicators and develop 
metrics for PDP.

Diversity Accord Signatory metrics:

• Number of people by: Gender, 
LGBTQIA+, M�ori, Paci�c, Disability, 
and Pay gap/pay equity gap (by 
gender). 

• Leadership roles by: Gender, 
LGBTQIA+, M�ori, and Paci�c. 

Only (assumed) gender metrics is 
available. The pay/equity gap metrics 
were reported to Diversity Accord (DA) in 
FY25. 

• PDP’s total female workforce 44% (cf 
DA Engineering �rms** 37%) 

• PDP females in leadership 
positions: 40% females at SL level 
and 25% females at TD level (cf DA 
Engineering �rms** 30% females in 
leadership positions) 

• PDP’s Pay gap* 20.7% (vs DA 
Engineering �rms** 19.5%); PDP’s Pay 
equity gap*0.3% (vs DA Engineering 
�rms 0.4%) 

• Other diversity data is not available 
for FY25 

An active Diversity & Inclusion (D&I) 
Committee supporting the business 
with D&I related events and training.

At least quarterly D&I meetings and D&I 
activity reports

Bi-monthly meetings held and quarterly 
reports were provided to the CEO. 

Events and special occasions celebrated. Events held: Pride Week, Neurodiversity 
week, Pink Shirt day. 

Percentage of employees who have 
completed the D&I related training year 
on year (e.g. Unconscious bias, Bullying & 
Harassment).

Unconscious Bias awareness training 
held for SLs and the members of the D&I 
group. 

Preventing Bullying & Harassment 
workshops conducted for all employees. 

*Pay gap and Pay equity gap are calculated based on median salary data. Pay gap measures the total business’s gender pay irrespective of the role/career level. Pay equity gap looks at the data based on career levels (or other job level metrics adopted by an organisation). 

**For the Diversity Accord data we benchmark against Engineering �rms only (not full industry data that also includes architecture �rms).
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2.6 
Build Tikanga 
M�ori awareness, 
sensitivity, respect 
and competency 
increasing our 
ability to integrate 
m�tauranga 
m�ori in our day-
to-day activities 
and ultimately 
normalised.

Provide a culturally safe work 
environment where M�ori are supported.

Number of our people identifying as 
M�ori.

Information is not available for FY25.

Retention of our M�ori employees. Niho taniwha is a kaupapa M�ori centred 
and driven r�p� responsible for ensuring 
that te ao M�ori is valued and nourished 
at PDP. Niho Taniwha was launched 
at the end of 2022 and is increasing in 
strength and membership. In FY25, Niho 
Taniwha had 19 members from both 
tangata whenua and tangata tiriti. 

Within Niho Taniwha, co-chairs Phillip 
Hook and Aimee Matiu lead a strong and 
growing tangata whenua membership. 
An increase in kaimahi M�ori (M�ori 
staff) re�ects ongoing efforts to create a 
supportive environment, with pastoral 
care, advocacy, regular check-ins, and 
support with things such as professional 
reviews. The environment ensures 
kaimahi M�ori know that support 
and guidance are available whenever 
needed. 

 Training and recruitment to build and 
maintain our cultural competency and 
knowledge of Te Reo M�ori, Te ao M�ori, 
Te Tiriti o Waitangi and m�tauranga 
m�ori.

Tikanga and Te ao M�ori integral to our 
induction and graduate training.

Number of employees trained in Te reo 
me on� tikanga.

Our Pou T�k�m�nawa – M�ori Advisor 
has developed comprehensive training 
resources available on SharePoint, 
covering key kaupapa such as Te Reo 
M�ori, Te Ao M�ori, Te Tiriti o Waitangi, He 
Whakaputanga, effective engagement 
with M�ori, and marae protocols. These 
resources provide essential context for 
understanding the founding documents 
of Aoteraroa – He Whakaputanga and 
Te Tiriti o Waitangi – and their intention, 
purpose, vision, and continued relevance 
today. As an environmental consultancy, 
this understanding is vital for meeting 
our Te Tiriti commitments and statutory 
duties. 
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2.6 
continued

In addition, weekly sessions are held at 
Monday morning meetings to support 
pronunciation and the learning of 
new kupu M�ori. Mihimihi and the 
M�ramataka are also discussed weekly. 
This initiative has been well-received 
and recently adopted by the Auckland 
(including Whang�rei, Hamilton and 
Tauranga of�ces) and Wellington of�ce, 
demonstrating increasing engagement 
and commitment across teams. 

To further promote te reo M�ori learning 
and build whanaungatanga across 
of�ces, the Pou T�k�m�nawa organised 
a company-wide Waiata Wero. All of�ces 
participated, creating a shared chance 
to connect, boost con�dence in te reo, 
and strengthen team cohesion through 
collective learning and celebration of te 
reo me on� tikanga. 

Celebrate and promote events including 
Matariki, Mahuru M�ori and Te Wiki o Te 
Reo M�ori.

Events celebrated. Niho Taniwha continues to lead the 
coordination of events across the 
organisation to acknowledge and 
celebrate Matariki and Mahuru M�ori. 
These culturally signi�cant times 
provide an opportunity to re�ect, learn, 
and connect through kaupapa M�ori. 
For Matariki, Niho Taniwha organises 
events that recognise the M�ori New 
Year through shared k�rero, kai, and 
online resources, creating space for staff 
to come together in a way that honours 
the values of remembrance, gratitude, 
and renewal. These events strengthen 
our cultural awareness within the 
workplace. During Mahuru M�ori, 
Niho Taniwha promotes te reo M�ori 
through accessible activities, including 
weekly kupu and whakatauk� sharing, 
and panels discussing te ao M�ori. It 
encourages the use of te reo in meetings 
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2.6 
continued

and casual conversations. These 
initiatives help normalise te reo M�ori 
across our of�ces and re�ect our 
commitment to supporting language 
revitalisation in everyday practice. 

Through these efforts, Niho Taniwha 
continues to embed tikanga and te reo 
M�ori into the organisational culture, 
supporting learning, inclusivity, and 
cultural con�dence for all of our staff. 

2.7 
Flexible working 
supported and our 
people’s work-life 
balance maintained.

Maintain policies and guidelines to 
support our people in areas such as 
parental leave, hybrid working, annual 
leave and overtime.

Percentage of part-timers/employees 
with part-time working arrangements.

17% or 47 employees had part-time 
working arrangements as at the end of 
FY25 (up from 16% in FY24). 

Participation in purchased additional 
leave scheme.

27% or 76 employees participated in 
the additional annual leave purchase 
scheme (down from 31% in FY24). 

Number of employees who come back 
to work after parental leave.

100% of our parents returned to work 
following parental leave. 

2.8 
Employee ownership.

Shareholding offered to a broad range of 
employees.

Percentage of our people with company 
shares.

We closed FY25 with 146 shareholders in 
the business, around 52% of our people 
with company shares. 

2.9
Fair salary for 
employees.

Annual salary reviews for our people 
considering industry benchmarks, CPI 
and role relativity.

At least the Living Wage paid to 
employees.

Compliant with at least minimum 
living wage for all employees (including 
casuals) in FY25. 

Pay scales based on industry 
benchmarks.

Industry benchmarks used to reference 
pay for annual reviews. 

2.10 
Fair wages for 
contractors/ suppliers.

Supplier data base records commitment 
to at least Living Wage (and Anti-slavery 
procurement principles once they 
become law).

All supplier/contractors commit 
to paying at least the Living Wage 
(and complying with anti-slavery 
procurement principles once they 
become law).

Procurement procedure drafted but not 
yet integrated with supplier database. 
This will form part of our new Integrated 
Management System. 
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2.11 
Better communities 
through Community 
Support.

0.1% of revenue from fees for our 
Community Support programme per 
annum.

Our investment in supporting 
communities includes both time 
and funding for events. We track our 
expenditure with the aim that at least 
0.1% of our revenue is given back.

Percentage of our people volunteering 
through PDP support programmes 
throughout the year.

Not recorded, CS Committee to consider 
recording participation or develop 
another KPI. 

Activities undertaken. Supported Big Buddy with multiple 
events, including: 

•  Annual BBQ for 50 buddies and 
families (Wellington) 

•  Activity and Family Day – providing 
and cooking food (Wellington) 

•  Science Day – providing kai and 
judging the spaghetti tower challenge 
(Wellington) 

•  Annual Car Rally – providing food and 
prizes (Wellington) 

Delivered community workshops: 

•  Youth Without Borders – climate 
change and risk assessment workshop 
for Ignite Engineering Camp students 
(Wellington) 

•  University of Auckland Women in 
Engineering Holiday Camp – workshop 
on climate change planning and city-
wide risk assessment (Auckland) 
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2.11 
continued

Activities undertaken. Supported health and wellbeing initiatives: 

• Pink Ribbon Breakfast fundraising events 

• Blue Do fundraiser for Prostate Cancer 

Contributed to local food and gift collections: 

• Matariki food collections for Wellington City 
Mission and Tauranga food bank donations 

• Shoebox Christmas collections 

• Star Box donation for Wellington City Mission

• Additional food collection delivered to Salvation 
Army 

• Volunteering at Christchurch City Mission 

Environmental volunteering: 

• Beach clean-ups at Titahi Bay and Matapihi

• Tree planting at Barnett Park, Redcliffs 

• Predator trapping line checks at Arthur’s Pass 
National Park 

Education and community programmes: 

• Tauranga CSP fund supported delivery of the 
Wonder Project with Ot�moetai Intermediate 
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Table A3: Governance Objectives, Actions & KPIs 

Objectives/Targets Actions KPIs Progress SDGs 

3.1 
Create value and 
plan for long-term 
pro�tability.

Operate in accordance with the 
Corporate Governance and Board 
Charter. 

Quarterly board meetings. Quarterly board meetings held in May-
24, Aug-24, Nov-24 and Feb-25. , Board 
reports and minutes recorded. 

 

Annual planning for Groups and 
Workgroups.

Plans produced and budget targets set 
annually; reported on monthly.

An annual plan and budget prepared. 
We have adopted an agile/adaptive 
planning process with monthly reviews 
and updated rolling forecasts with 
reports monthly to the BLT and quarterly 
to the Board. 

Plans produced and budget targets set 
annually.

Adaptive Market Sector Group planning 
process introduced to all 8 focus market 
sectors during the period; plans under 
regular review as adaptive by nature.

Market sector planning including 
horizon planning with a focus 
on identifying growth areas and 
development opportunities.

Plans reported on quarterly including 
quarterly environment scans.

Plans/sector �nances have been 
reported on quarterly to the CEO via 
Strategic Directors – Clients and Markets. 
Environment scans completed on a 
4-6 week recurrence to identify critical 
strategic issues and new services to 
existing clients, existing services to new 
clients, and new services to new clients. 

Maintain the Strategic Plan, including 
horizons.

Annual review. Strategic planning review undertaken by 
the CEO and the Board. 

3.2 
Delight our clients 
and be trusted and 
valued.

Understand the needs of our 
clients through client relationship 
management.

Deliver exceptional services to our 
clients, on time, on budget and on 
scope.

Beaton Client Choice survey 
benchmarking.

PDP continues to deliver a high level of 
service, independently recognised for 
the third consecutive year as a �nalist 
in four Beaton Client Choice Award 
categories, and achieved a Net Promoter 
Score (NPS) of 39.1 (see Section 7.3 ).

Quantity of repeat business by client 
(revenue by client).

Refer to Section 7  for trends with our top 
ten clients.

Quantity of Quality Events reported 
in the system (on time, on scope, on 
budget).

On hold pending work on the Integrated 
Management System.
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3.3 
Project systems that 
identify risks and 
manage impacts 
of project work on 
people and the 
planet.

Review and develop systems aligned 
with ISO 14001, 9001, 45001 and 27001 
to manage people, the environment 
and quality in our project delivery such 
as considering: carbon management, 
waste minimisation, safety in design, 
and life cycle analysis. 

HSQE system for our project delivery in 
place by 2025.

The quality management element of 
HSQE is under development with roll-out 
of our Integrated Management System 
aligned to ISO planned for 2026. 

Our Project Management Framework 
was released in Aug-24. The purpose 
of the framework is to condense and 
convey the many interlinked elements 
of project management - the PDP way 
- and to provide a hub of resources and 
tools for our PMs. This is the �rst release 
of the framework, and it will grow and 
evolve over time as we continue to re�ne 
it and develop more tools and resources. 

Proposal go/no-go and project planning 
to include carbon management, waste 
minimisation, safety in design, and life 
cycle analysis considerations.

A Proposal Go/No-Go Form was released 
in FY25, providing a template for 
guiding and documenting the go/no-go 
discussion. It will be further re�ned in 
FY26. 

3.4 
Provide innovation, 
creativity and 
excellence while 
solving infrastructure 
and environmental 
challenges and 
supporting 
sustainable 
outcomes. 

Develop, maintain and promote 
technical leadership across our industry 
markets.

Increase in highly technical, high-pro�le 
projects across industry markets.

The T&I CoP pro�les innovative services 
with regular meetings, lunch and learns, 
and company newsletter articles. 

The T&I CoP provides a forum to actively 
encourage our people to share their 
innovative work and ideas. This is also 
transferred to the Market Sector Groups 
via those meetings. 

Increased numbers of Chartered 
Professionals.

11 new professionals obtained chartership 
(across their relevant disciplines) in FY25. 

Increased recognition as industry 
leaders (Beaton Client Choice survey 
benchmarking, and industry awards).

PDP continues to deliver a high level of 
service, independently recognised for 
the third consecutive year as a �nalist 
in four Beaton Client Choice Award 
categories, and achieved a Net Promoter 
Score (NPS) of 39.1 (see Section 7.3 ).
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3.5 
Integrate M�ori and 
Climate Advisory 
within our services.

Empower culturally responsive and agile 
team members who are con�dent in 
M�ori spaces and working with t�ngata 
whenua.

Build and maintain relationships with 
hap� and iwi.

Increased services engaging with or 
directly to t�ngata whenua.

During FY25 our Pou Tokomanawa - 
M�ori Advisor has provided an increasing 
level of support for our people and 
clients to support services requiring 
engagement with t�ngata whenua. Our 
Pou Tokomanawa and co-leads support 
the following r�p�: 

• Nino taniwha, which supports building 
cultural capacity in a culturally 
appropriate manner of our people 
and help them can gain con�dence in 
M�ori spaces. 

• Hiku taniwha provides an external 
business focus, to build strong 
relationships with hap� and iwi/M�ori 
businesses, integrate m�tauranga 
M�ori in our work, and ensure 
consistent, high-quality engagement. 

Develop and maintain capability and 
capacity in providing climate change 
advisory services.

Increase in projects integrating climate 
change aspects or directly advising on 
climate change.

PDP continues to make progress in 
expanding climate change advisory 
capabilities, with a growing portfolio 
of projects that integrate climate 
considerations or provide direct climate-
related guidance. Our work with hap� 
and iwi include climate adaptation 
w�nanga through Te Tirohanga a Toi, 
hydrological and hazard modelling for 
Ng�i Tamawhariua, and risk assessments 
for Maraenui and �pape. 

Other projects delivered include 
the Aotearoa NZ Coastal Wetland 
Blue Carbon Project for The Nature 
Conservancy, a physical climate impact 
assessment from Marsden Point to 
Auckland for Channel NZ, and an 
adaptation options catalogue for 
Wellington City Council. Coastal hazard 
work is increasingly climate-integrated, 
as seen in the Akaroa Wharf Upgrade, 
which embedded climate resilience into 
its design. 
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3.5 
continued

Our GHG and embodied carbon 
assessments are becoming standard 
practice across infrastructure projects.

Staff capability has been strengthened 
through Infrastructure Sustainability 
Accredited Professional (ISAP) Training, 
and Carbon and Energy Professionals 
NZ (CEP) GHG training, conference 
participation and presentation, and co-
authorship of the WaterNZ Embodied 
Carbon Guidance. 

3.6 
Prioritise sustainable 
purchasing and 
procurement.

Integrate sustainability considerations 
in our procurement decisions including 
carbon emission, end-of-life, fair trade, 
buying local, living wages, and a safe 
work environment.

Maintain an approved/preferred supplier 
list using a supplier sustainability 
questionnaire.

A sustainable procurement procedure in 
place with annual review.

A sustainable procurement policy and 
procedure, with supplier questionnaire 
is in draft. Further work is required 
to operationalise the procurement 
procedure and integrate it with a 
preferred supplied list.  
 

3.7
Manage business 
continuity risk and 
contingency.

Maintain and regularly review a business 
continuity contingency plan.

Plan in place and communicated to the 
business.

Business continuity plans are in place 
and are subject to a comprehensive 
review in FY26. 

Yearly review of the plan. Refer above.

3.8 
Manage cyber 
security.

Maintain and regularly review cyber 
security and data protection procedures.

Cyber security audits.

Plan in place and communicated to the 
business.

Audits passed/failed.

Number of cyber security breaches; 
percentage involving customers' 
con�dential business information (CBI) 
or personally identi�able information 
(PII); number of customers affected.

IT policies being reviewed/updated in 
2025. Training/education programme 
being introduced regarding data security 
and privacy. Local admin rights removed 
from user workstations to avoid install 
of unapproved software. Web �ltering in 
place to restrict access to risky websites. 
M365 accounts have geoblocking 
in place to prevent login from other 
countries. From 2025 we will start 
carrying out penetration testing and 
phishing simulations regularly. We are 
also looking at replacing our anti-virus 
software with MDR to increase our cyber 
protection. 
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3.9 
Sustainable 
organisational 
structure.

Develop and maintain an organisational 
structure and career pathing framework 
that supports current and future 
operational excellence; provides career 
growth and maintains our culture.

Number of direct reports per line 
manager.

We closed FY25 with 79 line managers: 
1 Senior, 21 Service Leaders, 56 Technical 
Directors plus the CEO. 

The average number of direct reports per 
line manager (excluding direct reports to 
S and the CEO) was 3.4, however, there 
were still some senior leaders in the 
business with a large number of direct 
reports (more than recommended 7-8). 
Efforts have been made to improve this 
ratio. 

Increase in Service Leaders with people 
management responsibilities (year on 
year comparison).

We closed FY25 with 21 Service Leaders 
(45% of all SLs) as line managers (no 
increase on last year). 

Annual Succession planning review. Only informal succession planning is 
undertaken.
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Appendix B:  List of Industry Organisations 

ALGA (Australasian Land and 
Groundwater Association)
Aleth Lee
Andrew Sussex
Bo Simkin
Bryn Taiapa
Chanelle Seabrook
David Whitty
Ed Cromwell
Ella van den Berg
Erin Richards
Ethan Barrowclough
Gerard Stark
Graeme Prof�tt
Guy Knoyle
Hamish Wilson
Holly Eeg
Isobel Stout
James Conway
Jess Campbell
Jordan Vaughn
Kaeli Lalor
Katy Grant
Lucy Duffus
Matt Ryan
Max Sharpe
Myra Belkot
Naomi Macorison
Natalie Webster
Nerena Rhodes
Nicole Bidart
Nyah Moratti
Rod Lidgard
Rowan Freeman
Scott Wilson
Stefan Yap
Susie Humphrey
Tom Harvey
Tracy Singson
Verity Andrews
Vivien Pan
Zoe Lightfoot

�p�p� 
Alice Burrell
Azam Khan
Bill Noell
Eoghan O’Neill
Geoff Milsom
James Lear
Murray Kerr
Rob Watson
Tony Urquhart

Australasian Institute of Mining 
and Metallurgy (AUSIMM) 
Luke Matheson 

Australasian Society for 
Trenchless Technology 
Natasha Bycroft

Carbon and Energy Professionals 
Alida Van Vugt
Katherine Gray
Tara Potts

Chartered Accountants of 
Australia and New Zealand 
Mark Sullivan 
Neil Withers 
Raymond Stan

Chartered Governance  
Institute NZ  
Abbi Wong

Clean Air Society of Australia  
and New Zealand (CASANZ) 
Alida van Vugt
Andrew Curtis
Cameron Brown
Chris Bender
Chris Hewlett
Deborah Ryan
Fergus Robertson
Jeff Bluett
Katherine Gray
Owen West
Paul Crimmins
Shanon Lim

Engineering New Zealand
Alan Pattle
Alana Bowmar
Alice Burrell
Alida van Vugt
Allannah Hurren
Alun James
Andy Dean
Andy Smith
Arno Louw
Azam Khan
Ben McNeill
Ben Plummer
Bill Noell
Bryan MacDonald
Cam Watson
Cam Wilks
Cameron Brown
Chris Hewlett
Christian Dullnig
Connan Hempel
Dan Garden
Daryl Irvine
Dave Stafford
David Poh
Derek Anderson
Desmond Teh
Edwin Nixon
Ella Harris
Eoghan O’Neill
Ethan Walsh
Felix Morgenstern
Gareth Bailey
Gerald Strayton
Graeme Prof�tt
Grant Pedersen
Greg Manzano
Guus Rongen
Hayden Easton
Heath Willcox
Hilary Lough
Ingrid Cooper
Izak Breytenbach
Jack Feltham
James Scouller
Jehan Hendry
Joseph Gibson
Julie Xu
Kate Parkinson

Kate Stoddart
Katie Rose
Kieran Grace
Kimberly Murphy
Kyla Thorn
Kyle Swanson
Laura Wallan
Lenka Craft
Lexi Clarkson
Liv Martin
Luci Trethewey
Lucy Douglas
Maddy Furness
Mark Ellis
Martina Groves
Matt Bayliss
Michael Chen
Morgan Harvie
Murray Kerr
Natasha Bycroft
Neeraj Pratap
Nils Buchan
Ollie Hunt
Ollie Saunders
Philip Claassens
Ramon Strong
Rob Watson
Sam Bennetts
Sima Peterson
Sisira Jayanatha
Sundra Tatiparthi
Tom Van Deelen
Tony Urquhart
Tristan Bellingham
Tylan Collins
Vivien Pan
Wageed Kamish
Yashika De Costa

Environmental Institute of 
Australia and New Zealand 
(EIANZ ) 
Bo Simkin
Ed Cromwell
Emma Willmore
Graeme Prof�tt
Hannah Ludlow
Isobel Stout
James Conway

Jordan Vaughn
Mark Bellingham
Matt Ryan
Myra Belkot
Nicki Papworth
Rod Lidgard
Rowan Freeman
Susie Humphrey
Tracy Singson
Vivien Pan

FAMANZ 
Andy Kindleysides

Human Resources Institute NZ 
Emma Laidlow 
Justine Harvie 
Karolina Spencer 

Institute of Chemical Engineers 
Khun Chueaphoodee 
Luke Wilkinson 

Institute of Directors 
Alan Pattle 
Azam Khan 
Graeme Prof�tt 
Rod Lidgard 

Institution of Civil Engineers (UK) 
Geoff Milsom

Library & Information Association 
of New Zealand Aotearoa 
Rebecca Sutton
National Ground Water 
Association  
Alan Pattle

New Zealand Coastal Society 
Anna Madarasz-Smith 
Hayden Easton 
Morgan Harvie 
Lisa Marquardt 
Tylan Collins 
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Appendix B:  List of Industry Organisations 

New Zealand Freshwater  
Sciences Society 
Celyn Khoo
Duncan Gray
Jarred Arthur

New Zealand Land  
Treatment Collective 
Azam Khan

New Zealand Law Society 
Abbi Wong

New Zealand Planning Institute 
Cheyenne McKee
Devon Rollo
Gen Walker
Hamish Peacock
Julia Byrne
Lisa Marquardt
Mark Bellingham
Myra Belkot
Nicki Williams
Rebecca Beattie
Simon Greening
Tess Drewitt

New Zealand Society for  
Safety Engineering 
Sisira Jayanatha

New Zealand Society on Large Dams  
Alice Burrell 
Andy Smith 
Bill Noell 
Dorothy Fagasua 
Julie Xu 
Katie Rose
Luke Matheson 
Matt Engel 

Nutrient Management Adviser 
Certi�cation Programme 
Katherine McCusker

NZ Geotechnical Society  
Adam Gouwland 
Andy Dean 
Andy Smith 
Brodie Maxwell 
Cam Watson 
Chandler Hoffman 
Chris Foote 
Connan Hempel 
David Poh 
Dawn Mercado 
Desmond Teh 
Ethan Walsh 
Gerald Strayton 
Graeme Prof�tt 
Hannah Parker 
Izak Breytenbach 
Jason Grieve 
Jean Chye 
Jessica Estep 
Katie Rose
Kylie Johnson 
Luke Matheson 
Matt Engel 
Mike Cresswell 
Neil Crampton 
Sam McVicar 
Shawn Kwak 

NZ Hydrological Society 
Alesha Watkins
Bas Veendrick
Blair Thornburrow
Caitlin Frazer
Carl Steffens
Catherine Sturgeon
Celyn Khoo
Clare Maginness
Dave Stafford
Des McCloy
Ella Boam
Emma Rhodes
Florence Dowson
Guus Rongen
Hayden Easton
Hilary Lough

Jeremy Sanson
Katy Grant
Lee Boon
Leeza Speranskaya
Madeline Inglis
Neil Thomas
Nic Love
Peter Callander
Phil Hook
Ryan Nicol
Seán Wheeler
Simon Bath
Tom Garden
Tracey Crosby
Verity Andrews

NZ Institute of Primary Industry 
Management 
Katherine McCusker

NZ Institute of Safety Management 
Andrew Sussex 
Elle Ban
Johann Weyer

NZ Plant Conservation Network 
Emma Willmore 
Mark Bellingham
Nicki Papworth 

NZ Society for Earthquake 
Engineering 
David Poh

NZ Tunnelling Society 
Alan Pattle 
Dave Stafford 
David Poh 
NZWHAG 
Lizzie Civil

Project Management Institute Inc 
(US) Azam Khan

Queenstown-Lakes District Chamber 
of Commerce 
Nerena Rhodes 

Rainbow Special Interest Group 
Alice Burrell

Registration Authority 
Andy Dean
Azam Khan
Bill Noell
Cam Wilks
Christian Dullnig
Dan Garden
David Poh
Eoghan O’Neill
Gerald Strayton
Greg Manzano
Ingrid Cooper
Joseph Gibson
Mark Ellis
Martina Groves
Ramon Strong
Rob Watson
Sisira Jayanatha

Resource Management Law 
Association NZ 
Simon Greening

Rivers Group
Bill Noell
Ella Boam
Grant Pedersen
Jehan Hendry
Julie Xu
Lexi Clarkson
Lucy Douglas
Martina Groves
Nicki Papworth
Philip Claassens
Ramon Strong

Society of Construction  
Contract Practitioners 
Azam Khan

The Chartered Institution of Water 
and Environmental Management 
(UK) 
Clare Maginness
Geoff Milsom

The Geological Society (UK) 
Andy Smith 

The Sustainability Society 
Alun James 
Emma Willmore 
Katherine Gray 
Luci Trethewey 
Natasha Bycroft 
Rod Lidgard 

Wasteminz
Bo Simkin
Graeme Prof�tt
Guy Knoyle
Natalie Webster
Rod Lidgard
Rowan Freeman
Scott Wilson
Stefan Yap
Susie Humphrey

Water New Zealand 
Azam Khan 
Ben Plummer 
Chris Cameron 
Daryl Irvine 
Eoghan O’Neill 
Felix Morgenstern 
Geoff Milsom 
Matt Bayliss 
Philip Claassens 
Sisira Jayanatha 
Steve Pearce 
Tony Urquhart 
Zoe Lightfoot


