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Foreword 

The Icehouse is where Kiwi businesses grow.   We work with business leaders and start-up 
entrepreneurs to provide expertise, funding, and access to networks.  Over the last 12 
years, the Icehouse has worked with more than 4,000 leaders, business owners and 
entrepreneurs, including more than 100 Māori trustees and managers.   

 

The Icehouse was founded by the University of Auckland Business School in 2001  to 
engage with entrepreneurs and business owners and assist them with business growth 
education.  Corporate partners including BNZ, HP, Microsoft, Telecom and NZ Trade & 
Enterprise became involved to contribute capital, support and add their expertise.   

 

The Icehouse now has a proven track record in growing businesses, as well as deep 
market knowledge, networks and connections to experienced business leaders, angel 
investors and think tanks.  

 

In 2012 in conjunction with iwi and Te Puni Kōkiri, we recognised the need to provide 
greater support to Māori businesses, and launched our Māori Development unit.  This team 
is focused on developing solutions to meet the specific needs of Māori businesses, iwi and 
Māori Trusts.  The unit is backed by Deloitte, Waiariki Institute, Te Tumu Paeroa, 
Federation of Māori Authorities and Te Puni Kōkiri.  

 

In the Māori unit we are passionate about supporting the growth of sustainable Māori 
enterprises for our whānau. Our goal is to help enable 150 Māori businesses to be 
internationally capable by 2020.  To achieve this we need to challenge and change the 
status quo, and we need to think differently.  In our quest to achieve this goal, at times we 
may be critical.   We are true to our mission to change the status quo for our future 
generations.  Together we can develop the right solutions.  We look forward to working with 
you on this journey.  

 

 

 

 
Andy Hamilton   Shay Wright 

Chief Executive  Head of Māori Development 

 

E ngā mana, e ngā reo, e ngā karangatanga maha o ngā hau e wha, tēnei te mihi.   

Tēnā anō hoki i ō tātou tini aituā, o tātou tini mate.  Kua tangihia rātou, kua mihia rātou. 

Tātou te hunga ora ki a tātou.  Tēnā tātou katoa. 
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1.  Introduction 

The purpose of this report is to identify the goals of Māori SMEs and Māori Trusts, and the 

challenges they face in achieving these goals. The reason we are undertaking it is because 

of a lack of market-led information about the actual challenges faced by Māori enterprises.   

This data is important for service providers who support Māori enterprise growth so that we 

can better understand the challenges faced, and develop innovative strategies and 

solutions to help them achieve success.    

 

The report provides insights into the location, size and returns of the participants’ 

businesses, as well as the goals, plans and progress made.  It then examines the 

challenges they face, the external support they utilise and their engagement with capability 

development initiatives.  The report holds some interesting learnings around where the 

challenges lie and what might be done next to help overcome them.   

 

The Icehouse Māori Development unit is committed to supporting the Government’s 

Business Growth Agenda and the Māori Economic Development Strategy & Action Plan, He 

Kai Kei Aku Ringa. The latter outlines broad goals which, if achieved, would improve the 

Māori economy’s contribution to New Zealand’s economy.   

 

The business growth services that Icehouse delivers to Māori support these goals, most 

specifically ‘Goal 4: Government, in partnership with Māori, enables growth’ through 

facilitating entrepreneurial capability development; and ‘Goal 6: Māori Inc. as a driver of 

economic growth’ sharing best practice business growth knowledge.   

 

 
Definitions 

 

Māori SME (Small & Medium sized Enterprises):   

Businesses that are owned and managed by a Māori individual or whānau, with an 

annual turnover of up to $30 million and up to 19 employees. 

 

Māori Trust:   

For the purpose of this report, we have only focused on Māori Trusts that have a 

commercial enterprise. They are collectively owned enterprises.  Often they are 

governed by Te Ture Whenua Māori Act 1993, which includes Whānau Trusts, Ahu 

whenua Trusts, Whenua Topu Trusts and Kai tiaki Trusts.  For the purpose of this 

report, the definition also includes pre-settlement and post-settlement iwi entities.  
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2.  Methodology 

The Icehouse conducted surveys with 100 Māori business owners/managers, trustees and 
Māori Business Facilitation Service Account Managers.  Responses were collected over a 
two month period using surveys conducted by telephone and online. 

 

We found it challenging to get responses from people by phone or email.  This should be 
noted for future surveys. We attribute this mainly to busy schedules and competing 
priorities. In future, we recommend that face-to-face interviews or focus groups be 
considered for surveys to connect with hard-to-reach participants.  It may also be worth 
considering an incentive to help improve response rates (possibly an iPad or other prize; or 
subsidised coaching services). 

 

The use of both methods yielded more overall responses and allowed for a mix of 
qualitative and quantitative questions.  This approach was used to provide more insight into 
the challenges faced.  The use of open ended questions via our telephone survey was a 
carefully considered strategy to gain unbiased insights into the challenges faced. 

 
In total we received responses from 105 participants, however some completed one part of 
the survey only or elected not to answer specific questions in the online survey.  In addition, 
a small number of Trusts have more than one person represented in the survey results.  
Where necessary we manually adjusted the findings to ensure revenue and assets figures 
of Trusts represented were accurate. 

 

Of the participants, less than one quarter have attended Icehouse programmes in the past.  
Most of those interviewed have not experienced Icehouse first-hand.  

  
The survey was wide reaching and included: 

 30 Owner/Managers of Māori Small Medium Enterprises (SMEs) as defined by the 
Ministry of Economic Development (businesses with less than 19 employees) 

 30 Senior Managers of Māori Trusts & Incorporations 

 20 Māori Trustees and Senior Managers of Māori Trusts & Incorporations 

 10 Te Puni Kōkiri Māori Business Facilitation Service Account Managers 

 10 Consultants and Accountants to Māori Businesses 

 

As well as the 100 direct surveys carried out in preparing this report, the review of the 
findings is also informed by conversations with more than 300 Māori trustees, senior 
managers, and consultants to Māori Trusts; and Icehouse’s engagement directly with more 
than 50 Māori SMEs and Trusts.  
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3.  Summary Findings - Māori Trusts 

Māori Trusts have a range of business interests, with the majority utilising their land assets.  

The asset bases of Māori Trusts tend to be worth tens of millions of dollars and average returns 

generated are often less than 7 percent (based on Icehouse research).   

 

The Māori Trust representatives interviewed have predominantly economic goals.  Cultural, 

social and environmental goals are of secondary importance.  This often represents an 

interesting tension between Trustees and owners/whānau. Most Māori Trust representatives 

believe they are often achieving their goals, although they acknowledge that there are times 

when they are not achieving them. 

 

Evidence from the report suggests that Māori Trust representatives perceive their governance 

teams to be experienced and highly capable.  In contrast, external consultants identified 

significant gaps in Māori Trusts’ governance capability.  This suggests a difference in 

perception as to what good governance looks like and the relevant experience and capability of 

Trustees.  

 

Most Māori Trusts are doing strategic planning at least once per year, with at least a three year 

time horizon.  We are unable to ascertain from this survey how effective and robust these plans 

are or the processes undertaken to arrive at the plans, however service providers and Te Puni 

Kōkiri account managers believe their quality is generally not high.  

 

The greatest challenge that prevents Māori Trusts from achieving their goals surrounds people.  

Within this, the biggest obstacle is the underlying politics within the organisation.  Attracting and 

retaining high quality leaders (for both the governance and management teams) are also 

perceived by those interviewed to be holding their Trusts back.  This challenge may be due to 

Māori trustees often being elected based on standing within the whānau; obligation; or level of 

shareholding in the Trust.  Lack of money is perceived to be a separate challenge to growth.   

 

Almost all of the Māori Trusts use consulting services regularly, particularly for legal, 

accounting and strategic planning support.  Surprisingly, 42 percent of those interviewed 

identify with participating in Governance up-skilling and training at least twice per year.  They 

are generally very positive about the effectiveness of this training.  

 

The significant barrier preventing Māori Trusts from taking up training is limited time available to 

commit to it.  Cost was a barrier for only one quarter of those interviewed, perhaps because 

training is generally paid for by the Trust rather than the individual.  Despite the barrier around 

attracting and retaining high quality leaders, only one third of Māori Trusts are spending more 

than $10,000 per year on developing leaders’ capability.  

Representative model 

Maori who are successful 
overseas and therefore have a 
lot of experience are 
deprioritised when it comes to 
giving their XXX.  To make real 
change, we are going to have to 
make change from the ground 
up – driven by whanau 
shareholders.  This is a lot more 
difficult to execute than a top 
down Govt-led approach,  

 

Ownership of the role 

It is interesting to see that a significant 

number of the Māori trustees who we 

interviewed are not overly excited about 

their role as trustees.  This may be caused 

by a number of reasons, including: 

appointment based on obligation rather 

than choice, the heavy burden and risk of 

being in these leadership positions, a 

general lack of time to commit to the role 

and lack of recognition for effort, and also 

because often the organisational culture of 

these Trusts does not breed a pleasant 

environment.  

Return on effort  

A generally held perception among 

Māori Trust shareholders and trustees is 

that trustee effort should be motivated 

by the duty to the whānau rather than 

personal reward for achieving 

milestones.  For this reason, it is 

common for Māori trustees to not 

receive remuneration for the time and 

value they provide to the Trusts.  This in 

turn does not inspire greater effort or 

input.  Couple this with a conservative 

mindset around the value of 

management and growth, and seeing 

actual growth in returns becomes a 

challenge.     
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3.  Summary Findings - Māori Trusts 

Aspirations for Māori Trusts 

Whānau that own Māori land blocks tend to have the aspirations to protect, retain and enhance 

the whenua for coming generations.  This may not include a heavy focus on short term 

productivity growth.  As a result there may be notable misalignment between Māori whānau 

aspirations and the Government’s growth agenda (which requires productivity gains from Māori 

land to improve the contribution to New Zealand’s economy).  The Māori trustees and 

managers interviewed as part of this report did however consider economic goals as the most 

important goals for them to pursue.  While this is reassuring, the timelines of these economic 

goals is likely to be notably different from Government’s expectations.  There is often a further 

tension between the trustees and whānau around the focus of the Trust.  

 

Politics - the Great Challenge for Māori Trusts 

Political tensions within Māori Trusts are common.  There are many reasons why this is the 

case.  Politics creates a range of negative impacts on the Trust’s ability to grow and achieve its 

goals.  This challenge can be addressed by: 

 Changing the mindset of Māori organisation leaders; 

 Creating a groundswell for change among the owners and whānau of the Trust 

 Changing the individuals in leadership roles; or 

 Changing the structure of the organisations so that politics has less effect on business 

efficacy and decision-making. 

 

Prevailing Status Quo 

Every year millions of dollars are invested into Māori development, capability building and 

improving Māori Trust governance.  The investment is justified as an enabler of greater 

productivity gains.  However, a comparison was made between the results from interviews with 

Māori trustees and managers, and academic reports regarding Māori Trusts and SME 

challenges.  This comparison highlighted that the same issues and challenges continue to 

affect and slow down Māori Trust development, which draws us to question the effectiveness of 

the services being funded and the approach used.  We believe the lack of improvement may be 

due to service providers focusing on solving the wrong problems.   

 

Quality Training not a Priority 

Māori Trusts have many competing priorities.  Generally speaking, doing things that benefit the 

whānau and build the asset base of the Trust are of higher priority.  Investing in leadership 

development, training and up-skilling is not currently perceived as a way of enabling this.  This 

may be due to a general lack of quality training options available that address the challenges 

identified by Māori Trusts; coupled with pressure from owners to deliver returns to shareholders 

The most important 
development is Maori Trust 
leaders identifying and 
recognising their own personal 
roadblocks, and then making a 
collective agreement to start 
working through them 

Often Māori Trust performance is 

benchmarked against historical 

returns rather than compared to 

industry benchmarks of 

performance.  It is also common 

for there to be few appropriate 

measurement systems in place to 

track performance.  Together 

these mean that Māori trustees 

are often not aware that their 

economic performance is lower 

than the industry average 

. 
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3.  Summary Findings - Māori SMEs 

Māori SMEs cover a diverse range of industries.  The vast majority of those interviewed are 

running small enterprises with annual revenues of less than $1 million. 

 

Not surprisingly, economic goals are paramount to Māori SMEs, however Māori owner-

managers still place a high importance on achieving cultural and social goals.  This reflects the 

Māori collective philosophy and values.  Most Māori SMEs have identified that they are not 

consistently achieving any of these goals.  This indicates that a greater level of support may be 

required to assist and enable their growth.  

  

Māori SMEs have varying commitments to strategic planning, however the majority are 

planning for at least a two year time horizon. 

 

Māori SMEs have identified that they face a number of challenges.  The most significant are 

accessing capital (or stronger cash flows) to fund development; and challenges around 

succession planning (building future capability).  In the open ended question, access to 

experienced advice and mentoring was also raised as a barrier to achieving their goals. 

 

Only half of Māori SMEs regularly engage with consultant services at least twice per year. This 

is mainly for assistance with accounting and financial planning.  Overwhelmingly Māori SMEs 

are not investing in the single greatest thing that could improve their business success – 

leadership development and up-skilling.   

 

The main reason for this is the cost associated with up-skilling.  This is supported by the fact 

that almost 90 percent of Māori SMEs spend between zero and $5,000 per year on up-skilling 

and training for their managers.  

 

Regarding their perceptions about training, Māori SMEs reported that generic programmes offer 

little new advice and tend not to focus enough on the individual business owner’s needs.  They 

would prefer instead to see more innovative thinking in the training and more experienced 

mentors and coaches to bounce ideas off over a longer period.  
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4.  The Survey 
 

Māori Trusts:  Industries 

Key Takeaways:   

The majority of Trusts who participated in the online survey derive their business 

directly from their land assets and associated resources.  This includes Agriculture, 

Forestry, Geothermal, Tourism, and Property & Business Services.   

When we compare this to the findings in the BERL report, we notice similar trends in 

asset base, however our survey does not seek quantification of the business 

interests, putting limitations on the comparisons with the BERL report.  
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Key Takeaways:   

The survey reached SMEs across a broad number of industries.  This reinforces 

that Māori who own and manage SMEs are involved in most industries of our 

economy.   

Food & Beverage, Marketing & Communications, and Education were the three 

largest industry groups represented. 

4.  The Survey 
 

Māori SMEs   Industries 
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Key Takeaway:   

The majority of Trusts who participated in the our survey were based in the Bay of 

Plenty region.  Auckland and Northland were the next two largest regions 

represented.  This is close to the distribution of all Māori Trusts in New Zealand.  

8,230 Māori Trusts and incorporations are located in the Bay of Plenty region  

(Māori Land Court, 2006), which is roughly 40 percent of the 21,000 Māori Trusts in 

New Zealand. 

4.  The Survey 
 

Māori Trusts:  Regional Representation 
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4.  The Survey 
 

Māori SMEs: Regional Representation 

Key Takeaway:   

The majority of Māori SMEs who participated in the survey were based in Auckland 

(31 percent) and the Bay of Plenty (28 percent).  
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Key Takeaways:   

There was roughly an even split between participants who had roles in Trusts  with 

assets of between $50k - $20M, Trusts with assets of $20M - $50M; and those with 

assets over $50M.   This data is representative of 31 Māori Trusts. 

This reflects that Trustees are governing significant assets.  With the right leadership 

skills and resources, there is significant potential to drive strong businesses from 

these Māori Trusts and to contribute to communities and society.  

4.  The Survey 
 

Māori Trusts:  Value of Assets 
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Key Takeaway:   

The majority of participants were from Trusts  with  annual revenues valued 

between $1M - $5M (53 percent). This data is representative of 31 Trusts.  

 

4.  The Survey 
 

Māori Trusts:  Annual Revenue 

Question for further discussion: 

What is the average ‘return on assets’ for Māori Trusts? 

Based on the financial data that we have been given from Māori Trusts, we 

anticipate that the average return on assets for Māori Trusts is between  

5-9 percent. This would be considered low compared to industry averages.  
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Key Takeaway:   

More than half of the Māori SMEs surveyed have an annual turnover of less than 

$500,000.  This is  the small end of the SME spectrum.  This is also supported by 

the fact that two thirds of the SMEs surveyed had between one and five full-time 

staff members.  It can be challenging to build strong growth from small businesses, 

particularly in exporting. 

4.  The Survey 
 

Māori SMEs:  Annual Turnover 
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5.  Report Findings 
 
 

Māori Trusts:  Importance of Goals 

Rate the importance of achieving Economic, Social, Cultural and Environmental goals to 

your Trust. 

1 = Not Important 

10 = Very Important 

Key Takeaways:   

Achieving economic goals was a top priority for those from Māori Trusts.  The  

average ranking of 9.3 out of 10.   

Cultural, social and environmental goals also ranked highly across the board, with 

an average rating of 8.2 - 8.5 out of 10.  

Questions for further discussion: 

Does an economic goal in itself overlap with the Business Growth Agenda goal of 

more Māori exports? 

How might current service providers design and tailor specific interventions to help 

Māori Trusts achieve all four goals?  

Bearing in mind all of these priorities, how might Māori Trusts find ways to balance 

their effort, skill level and resourcing to achieve all of these goals? 
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5.  Report Findings 
 
 

Māori Trusts:  Achievement of Social Goals 

How consistently are you achieving the social goals of your Trust? 

1 = Rarely Achieved 

10 = Consistently Achieved 

Key Takeaways: 

Half of the participants from Māori Trusts ranked their achievement of social goals 

between 5 - 7, highlighting that they believe that they are frequently achieving the 

social goals of their people and communities.  

One quarter believe they are consistently performing well (ranking themselves 

between 8 - 10).  19 percent feel they are underperforming in this area.   

Questions for further discussion: 

How might we connect those performing well with those who are not performing in 

this area to help move them forward? 

How might we celebrate the outcomes of social goals in the wider community to 

inspire others? 

Note:  Social goals may include creating opportunities for employment and training, 

providing educational grants and access to healthcare or housing. 

Note:  This chart only uses an X axis 
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5.  Report Findings 
 
 

Māori Trusts:  Achievement of Economic Goals 

How consistently are you achieving the economic goals of your Trust? 

1 = Rarely Achieved 

10 = Consistently Achieved 

Key Takeaways:   

Two thirds of participants rated themselves between 5 - 7, which highlights that they 

feel they are frequently achieving their economic goals.   

One quarter feel they are consistently where they need to be (between 8 - 10).  Only 

10 percent identify themselves as well below average.  

Questions for further discussion: 

How might we enlist those who are performing well as mentors and role-models for 

the other Trusts and best leverage their wisdom? 

How might we make those performing well more visible to the business community?  

How could we provide programming to support social enterprise? 

Note:  This chart only uses an X axis 

Note:  Economic goals may include realising profits, delivering sustainable returns 

to shareholders, growing the asset base, diversifying, or negotiating higher land 

rental payments.  
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How consistently are you achieving the environmental goals of your Trust? 

1 = Rarely Achieved 

10 = Consistently Achieved 

Key Takeaways:   

54 percent of participants ranked themselves between 7 - 10.  This highlights that 

the majority of participants from Trusts believe they are achieving their goals as 

related to their environment (land and waterways).  This may mean they are pleased 

with their Trust’s environmental state and impact.   

One quarter of those interviewed feel there is significant room for improvement in 

this area (those that ranked themselves 1-4).  

Question for further discussion: 

How might we work with Māori Trusts to develop useful benchmarks so they can 

better understand their performance? 

5.  Report Findings 
 
 

Māori Trusts:  Achievement of Environmental Goals 

Note:  This chart only uses an X axis 

Note:  Environmental goals may include acting in a way that protects kaitiakitanga, 

replanting native trees, and protecting and restoring wāhi tapu.  
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How consistently are you achieving the cultural goals of your Trust? 

1 = Rarely Achieved 

10 = Consistently Achieved 

Key Takeaway:   

56 percent of participants ranked themselves at 6 - 7, which highlights that the 

majority feel that at least some of the time they are above average in achieving their 

cultural goals.  Only 13 percent feel they are underperforming.  

Question for further discussion: 

How might we tailor programming to support cultural goals given how important 

these are? 

5.  Report Findings 
 
 

Māori Trusts:  Achievement of Cultural Goals 

Note:  This chart only uses an X axis 

Note:  Cultural  goals may include tree planting, site visits and field trips to 

connect owners back to the land, providing training options at Wananga, and 

supporting affiliated marae. 



Rate the importance of achieving Economic, Social, Cultural and Social goals to your 

business. 

1 = Not Important 

10 = Very Important 

Key Takeaways:   

Achieving economic goals was a top priority for Māori SMEs who gave it an average 

ranking of 8.9 out of 10.   

Cultural and social goals also ranked highly with an average rating of 8.2 - 8.4.  

Achieving environmental goals was a lower priority with an average rating of 7.7   

Question for further discussion: 

How might current service providers design and tailor specific interventions to help 

Māori SMEs achieve all four goals? 

5.  Report Findings 
 
 

Māori SMEs:  Importance of Goals 

19 
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Key Takeaway:   

The majority of SME participants (70 percent) ranked their performance towards 

their social goals between 7 - 10.  This highlights that many of the Māori SMEs in 

our survey think they are effective in achieving their social goals. 

Question for further discussion: 

How might we recognise the significance of these achievements to inspire other 

Māori SMEs to enhance the social benefits from their SME businesses? 

 

How consistently are you achieving the social goals of your business? 

1 = Rarely Achieved 

10 = Consistently Achieved 

5.  Report Findings 
 
 

Māori SMEs:  Achievement of Social Goals 

Note:  This chart only uses an X axis 

Note:  Social goals for SME owner-managers may include providing employment 

for whānau or at risk youth and delivering much needed services to communities. 
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Questions for further discussion: 

How might we connect high performing SMEs with those who are not performing as 

well to help move them forward (particularly within similar industries)?   

What are the types of economic goals that Māori SME owner-managers are setting? 

 

Key Takeaways:   

Half of the participants (48 percent) believe they are frequently achieving their 

economic goals.   This also means however that half are experiencing fluctuations in 

the achievement of their economic goals.     

35 percent ranked themselves at 5 - 6, which highlights their perceived room for 

improvement.  16 percent ranked themselves between 1 - 4 which is a level where 

rarely do they see the economic performance they are aiming for. 

5.  Report Findings 
 
 

Māori SMEs:  Achievement of Economic Goals 

Note:  This chart only uses an X axis 

How consistently are you achieving the economic goals of your business? 

1 = Rarely Achieved 

10 = Consistently Achieved 

Note:  Economic goals for SME owner-managers are almost always about 

providing a steady income for their families.  This may be out of necessity. 



Questions for further discussion: 

How might we celebrate the success of those performing well, to inspire others?  

How might we understand the ways to best leverage the unique value proposition 

of a Māori business? 

Key Takeaway:   

Two thirds of Māori SME participants ranked their cultural performance between  

7 - 10.  This highlights that they see their Māoritanga as a key component of their 

business and are suitably enforcing and promoting it.  Only 6 percent feel they are 

underperforming in this area. 

5.  Report Findings 
 
 

Māori SMEs:  Achievement of Cultural Goals 

Note:  This chart only uses an X axis 
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How consistently are you achieving the cultural goals of your business? 

1 = Rarely Achieved 

10 = Consistently Achieved 

Note:  Cultural goals for SME owner-managers may include promoting Māori 

products, delivering services to Māori, and showcasing the Māori cultural identity 

through their business (such as health, marketing, event management and 

tourism). 



Key Takeaway   

Half of the participants (48 percent) ranked their environmental performance 

between 7 - 10, highlighting that SMEs in our survey feel they are effective in 

achieving the goals they have set in this area.  Only 6 percent feel they are seriously 

underperforming in this area. 

Questions for further discussion: 

How might we document and share the successes of those performing at a high 

level to establish best practice? 

Does this best practice already exist per industry? 

5.  Report Findings 
 
 

Māori SMEs:  Achievement of Environmental Goals 
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How consistently are you achieving the environmental goals of your business? 

1 = Rarely Achieved 

10 = Consistently Achieved 

Note:  Environmental goals for SME owner-managers may include utilising a 

kaitiaki approach, and having aspects of their business that enhance the whenua. 

Note:  This chart only uses an X axis 
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Key Takeaway:   

Almost two thirds of the participants (61 percent) rated their performance between  

7 - 10.  This highlights that most believe that the capability of their governance team 

is relatively high in terms of experience and ability to perform their required 

governance tasks.   

Questions for further discussion: 

Is this data representative of Māori Trusts more generally, or are the results skewed 

towards more experienced trustees based on those who participated in the survey? 

What are ‘experience’ and ‘capability’ being taken to mean in this instance?  

How do we create industry benchmarks in order to gain real insight into governance 

capability? 

How might we profile high performing Māori governance teams to share their 

capabilities, processes and values with other Māori Trusts? 

How might we engage Trustee and managers of Māori Trusts that are less 

comfortable in sharing their performance? 

5.  Report Findings 
 
 

Māori Trusts:  Governance Capability 

Note:  This chart only uses an X axis 

Out of ten, how would you rate the capability of your Governance team?  

1 = Inexperienced, with significant room for capability growth; 

10 = Experienced and highly capable 



5.  Report Findings 
 

Service Providers:  Trusts Governance Capability 
Out of ten, how would you rate the capability of the Governance teams you’ve interacted 

with?  

1 = Inexperienced, with significant room for capability growth; 

10 = Experienced and highly capable 

Key Takeaways:   

Half  of service providers surveyed (46 percent) believed the governance teams of 

Māori Trusts that they work with require capability building and wider experience. 

The sample size for this question was small; 14 participants in total.  This illustrates 

quite a different picture to the feedback given by Māori Trusts about their 

governance capability (page 24).  A combination of four factors may explain the 

difference: 

i) Māori trustees set a lower benchmark for ‘experienced and highly capable 

governance’ than service providers 

ii) The trustees surveyed were of a higher quality than the average Māori trustee 

iii) Māori trustees are less able to honestly or accurately critique capability levels 

iv) Long-standing trusteeship on Māori Trusts is likely to be taken to mean 

‘significant experience’ as opposed to other aspects that are important 

Question for further discussion: 

How might service providers work together to create solutions that improve this 

governance capability and that are tailored to the needs of Māori Trusts? 

 

Note:  This chart only uses an X axis 
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Key Takeaway:   

Almost two thirds of participating Māori SMEs (62 percent) rated their governance 

capability between 7 - 10.  This highlights that they are sufficiently happy with the 

experience and capability of their governance team. 

Questions for further discussion: 

What percentage of the Māori SMEs surveyed actually had governance structures 

in place in their businesses? 

What sort of people do Māori SMEs have on their governance boards? 

What key skills and experience should we profile and promote in Māori SME 

governance teams to set a new standard? 

 

5.  Report Findings 
 

Māori SMEs:  Governance Capability 

Note:  This chart only uses an X axis 

Out of ten, how would you rate the capability of your Governance team?  

1 = Inexperienced, with significant room for capability growth; 

10 = Experienced and highly capable 



5.  Report Findings 
 

Service Providers:  SME Governance Capability 

Key Takeaways:   

The majority of service providers who participated in this survey (54 percent) rated 

the governance capability of Māori SMEs between 6 - 8.  This signifies that they 

believe the governance teams are generally quite experienced with suitable 

capability to carry out their role.   

One third rated the governance capabilities at 3 - 4.  Service providers therefore 

believe that SME governance teams are more experienced and capable than those 

on Māori Trusts. 

Note:  This chart only uses an X axis 

Questions for further discussion: 

Did the service providers have different benchmarks for what they consider to be 

experienced and capable governance compared to SME owner-managers? 

How might service providers work together to create capability building solutions 

customised for Māori SME businesses? 
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Out of ten, how would you rate the capability of the Governance teams you’ve interacted 

with?  

1 = Inexperienced, with significant room for capability growth; 

10 = Experienced and highly capable 



28 

How often does Strategic 

Planning take place? 

How far in advance are you planning? 

Key Takeaways:   

It is most common for Māori Trusts (78 percent of those interviewed) to do their 

strategic planning on an annual or more regular basis.   

69 percent believe they are planning three years or more in advance.   

Only 11 percent of participants are not doing planning or are planning infrequently. 

5.  Report Findings 
 

Māori Trusts: Strategic Planning 

Questions for further discussion: 

Is there too much of a focus on planning and not enough on constantly adapting 

and ensuring strong execution? 

Are these strategic plans robust, well tested and sufficiently resourced? 

How are Trusts ensuring their strategic plans are properly executed? 

Because they believe they 

are properly planning this 

far in advance, it is not 

surprising that they are 

happy with why Māori 

Trusts are generally happy 

with their performance.  



Key Takeaways:   

More than half of service providers (53 percent) believe that Māori Trusts are 

planning infrequently. Only 7 percent believe that the Trusts they work with are 

actually planning on an annual basis.   

Additionally, only 7 percent of service providers find these strategic plans to be 

innovative, strategic and comprehensive.  Three quarters of service providers 

believe the strategic plans of Māori Trusts are either moderately or slightly 

innovative, strategic and comprehensive.    

5.  Report Findings 
 

Service Providers: Strategic Planning in Trusts 
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Questions for further discussion: 

How might we better provide education around the benefits of strategic planning 

processes for Māori Trusts? 

What learning opportunities could we provide that enable Māori Trusts to lift the 

quality, boldness and impact of their strategic planning? 

In your opinion, how innovative, 

strategic and comprehensive are 

these plans? 

 

In your experience, how often 

does Strategic Planning take 

place in Māori Trusts? 



Key Takeaways:   

Only one third (34 percent) of Māori SMEs are doing their planning every six months 

or more frequently.  Perhaps the majority that are planning less frequently will find it 

harder to adapt to market opportunities and challenges.   

Perhaps the way that Māori entrepreneurs think means that they operate out of 

instinct rather than rigorous  planning.   

The majority (61 percent) of Māori SMEs surveyed are planning more than two 

years in advance. 

5.  Report Findings 
 

Māori SMEs: Strategic Planning 

How far in advance are you planning? 
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Question for further discussion: 

How might we provide better strategic planning support or coaching to Māori SMEs? 

How often does your Strategic 

Planning take place? 
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Key Takeaways:   

Two thirds (61 percent) of service providers reported Māori SMEs are planning 

infrequently or not at all.  One third find that they are planning annually.   

Three quarters of service providers surveyed believe the strategic plans of Māori 

SMEs are moderately or slightly innovative, strategic and comprehensive.   

Only 8 percent of participants find these strategic plans to be considerably 

innovative, strategic and comprehensive.  This is a very low statistic. 

5.  Report Findings 
 

Service Providers: Strategic Planning in SMEs 

In your opinion, how innovative, 

strategic and comprehensive are these 

plans? 

 

In your experience, how often does 

Strategic Planning take place in Māori 

SMEs? 

Question for further discussion: 

How might we provide learning opportunities that enable Māori SMEs to lift the 

quality and impact of their strategic planning? 
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Rate how each of the following challenges impact the ability of your Trust to achieve its 

goals. 

1 = No Impact  

10 = Significant Impact 

Key Takeaways:   

The top three challenges for Māori Trusts all relate to people rather than accessing 

capital, markets or their asset class or quality.    

‘Politics’, ‘Attracting and Retaining High Quality Leaders’ and ‘Developing new trustees 

& Succession Planning’ were the most prominent challenges preventing Māori Trusts 

from achieving their goals.  

Politics is the greatest challenge, and because it often has the biggest impact on 

organisations in terms of the culture and effectiveness, it is foreseeable that other 

challenges also exist but are considered having less impact than the political ones.  

Politics in this sense tends to  relate to the issues between Trust leaders.  In Māori 

Trusts this may occur from a number of factors, such as personal standing, mana, 

shareholding, difference in priorities, age, gender, and perceptions of connection to the 

whenua.  Often Māori Trust leaders find it difficult to address these challenges alone.  

The consequence is that they remain a barrier to achieving the Trust goals.     

It is risky for Māori Trusts to take advantage of new opportunities (or robustly 

contemplate other barriers to growth) if solid foundations are not in place. This includes 

a clear direction, strong cohesion amongst Trust leaders and a strong team to execute. 

5.  Report Findings 
 

Māori Trusts:  Challenges 
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We asked Māori trustees and senior managers to rate the top challenges faced by their 

Trusts.   

We also asked them an open-ended question around their top three challenges to 

achieving their goals.  This had no predefined list of responses as we wanted to gather the 

information free from bias.  The feedback can be distilled into two key problem areas:  

People and Money. 

1.  People 

He aha te mea nui?  He tangata, he tangata. In business, it is people that create value.   

It is the people that instil the organisational culture, set and execute plans and embed 

systems and processes within the organisation.  People can also erode value of the Trust 

if their actions are not consistent with an approach that allows the Trust to realise its goals.  

The majority of participants interviewed cited that people lay at the heart of most of their 

challenges.  Issues around Governance were apparent.  This can be broken down into 

three key areas: 

a)  Not having the right people in the right seats   

Not having the right people on board the waka results in missed opportunities.  Politics 

was regularly mentioned as a key barrier to getting the right sort of people with important 

skillsets into leadership roles within the Trust.     

b)  Lack of human resources 

This is related to the point above.  Responses included having too many people wearing 

too many hats, and also people without appropriate skills being in critical leadership roles.  

Skills gaps in governance were mentioned by many Māori Trusts as a key barrier to 

success.  Lack of quality strategic planning and implementation were also mentioned as 

sources of missed opportunities.  Trustees and senior managers appeared to recognise 

skill deficits but were unsure how to best develop talent inside their organisations or find 

the right outside expertise.  

c)  Too many owners 

This theme emerged as a challenge in terms of communicating with owners and in making 

decisions on their behalf.  The legal requirement to gain approval from a large number of 

individuals (that is ever-increasing) is an administrative burden, and often the time taken 

to gain approval for initiatives and the necessary educating process and conservatism 

results in lost opportunities. 

5.  Report Findings 
 

Māori Trusts:  Challenges 
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In Summary 

There was a general perception among participants that there are Māori Trust owners with 

the right skills to take up governance and management roles inside Māori Trusts.  

However, often these individuals are not ending up in the key leadership roles.  Key 

themes as to why this is include the roles within the Trusts and the organisations 

themselves not demonstrating attractive propositions.  Politics is believed to hinder 

qualified individuals coming forward as many would not want to be drawn into this type of 

operating environment. 

 

The opportunity cost of peoples’ time was also cited as a barrier, including the time 

investment required and competing against opportunities that provide remuneration.  

Being able to compensate potential trustees was seen as a solution to this problem but 

funds are often not allocated or available to do so.  Doing a better job of celebrating Māori 

business success was believed to be another solution to lure qualified individuals to these 

positions. 

5.  Report Findings 
 

Māori Trusts:  Challenges 
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Money  

This can be broken into two key areas: 

 

a)  Access to capital for development 

This was mentioned as a key challenge by a number of trustees for their Trusts to take 

advantage of opportunities to grow.  Organisations often struggle to obtain access to 

capital to develop their landholdings.  A conservative, debt-averse approach is often 

driven by owners’ demands.  Because of the complexity of multiple land ownership, 

lenders are often unwilling to lend, using Māori land as security.  If the management and 

governance do not have extensive business experience, it can be harder to obtain 

finance to develop land.  

 

b)  Funding 

Trustees and managers mentioned that obtaining the requisite funding for specific 

initiatives was often a challenge.  This was not as significant as access to capital for 

development, however it was mentioned by many participants.  The majority of Trusts 

source their funding for particular initiatives from Government, or fundraising, rather than 

by developing revenue generating activities. 

 

 

Questions for further discussion: 

How might we overcome the challenge faced by Māori Trusts of accessing capital for 

development by connecting them with potential partners? 

How might we build up the internal capabilities and strategies of Māori Trust leaders so 

that investors have confidence in providing growth capital to Trusts? 

 

5.  Report Findings 
 

Māori Trusts:  Challenges 
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Rate how each of the following challenges impact the ability of your business to achieve its 

goals. 

1 = No Impact  

10 = Significant Impact 

Key Takeaways:   

‘Lack of access to Capital for Development’ and ‘Challenges around developing 

Trustees and succession planning’ were the top two challenges for Māori SMEs 

(average ranking of  7.2).   

All of the challenges, however, had a noticeable impact on their businesses 

achieving their goals. 

5.  Report Findings 
 

Māori SMEs:  Challenges 

Questions for further discussion: 

What is the challenge with developing succession planning? 

How can we provide solutions to these challenges considering Māori SMEs often 

lack the budget to invest in solving them? 

/ 
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We asked Māori business owners and managers to share their top three challenges to 

achieving business goals.  Although we had provided a predefined list in the prior question 

(page 36), we wanted to also provide participants with the opportunity to share their 

challenges free from bias.  Their feedback can be distilled into three key themes:  

Mentors, Money, and Other Issues. 

Mentors 

Having access to high quality advice was highly sought after by SMEs.  Many of the 

participants felt that a high quality mentor or coach would improve the performance of 

their business.  Specifically they referred to mentors with entrepreneurial business 

experience rather than accountants and lawyers with specific skill sets.  They found this 

important because practical business acumen was lacking in the coaches and mentors 

they had worked with in the past.  They felt they would benefit from a more hands-on 

approach provided by business mentors and coaches.   

 

Money 

Unsurprisingly access to financial capital was perceived as a key barrier to the SMEs 

moving forward. However, the majority of businesses who participated felt that although 

the economic conditions were challenging, their businesses were still performing at an 

adequate level.  Generating stronger cash flows could be one way for Māori SMEs to fund 

their growth. 

 

Other Issues 

Like Māori collectives, Māori SMEs felt that their time was their greatest challenge.  

Several mentioned not having a good work-life balance and being caught in a position 

where they were very ‘hands-on’ in their business, which impacts on their ability to 

effectively manage their business.  Nepotism and negative perceptions from non-Māori 

and Māori alike were other notable themes that participants felt were holding back their 

businesses. 

5.  Report Findings 
 

Māori SMEs:  Challenges 
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How often do you use consultant services? 

Key Takeaway:   

The vast majority of participants (82 percent) are using consultant services more 

than twice per year.  All participants engage with consultants on some level.   

A relatively small number, 14 percent reported  they seldom use them. 

5.  Report Findings 
 

Māori Trusts:  Consultant Services 

Questions for further discussion: 

Are Māori Trusts appropriately measuring and monitoring the advice and value 

contributed by these consulting services? 

Are these consultants typically Māori and understand the Māori philosophy, or are 

they solely industry experts? 

Is there a dependence on these consultants to provide the advice to the Trusts? 

How do the results of the Māori Trusts that seldom use consultant services compare 

with those that often use them? 

Do the Māori Trusts that seldom use consultant services have strong internal 

expertise at a governance and management level? 



In what areas do you leverage consultant services? 

Key Takeaways:   

Almost 80 percent of participating Trusts use external legal services. This is most 

likely so high because of the specialised nature of law, and because of the inclusion 

of iwi settlement entities interviewed who utilise lawyers as part of the settlement 

process. 

60 percent use strategic planning and accountancy expertise.   

Only 40 percent use financial planning services.   

While fundamental areas are addressed with consultants, the higher value areas 

such as financial planning and process optimisation are not prioritised or often 

invested into using consultants.  

5.  Report Findings 
 

Māori Trusts:  Consultant Services 
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How often do you use consultant services? 

Key Takeaway:   

Half of the participating SMEs use consultant services twice per year or more, which 

is notably less than the frequency of Māori Trusts.  The other half of the respondents 

advised they seldom engage with consultants or do not use them at all.   

5.  Report Findings 
 

Māori SMEs:  Consultant Services 



In what areas do you leverage consultant services? 

Key Takeaways:   

75 percent of participants use external accountancy services; and close to 70 

percent use external financial planning expertise.   

40 percent leverage strategic planning and legal advice.   

Only 12 percent engage with leadership development.  This is concerning if it is 

true that the leader’s constant development and personal growth has the greatest 

impact on the business achieving its goals.  

5.  Report Findings 
 

Māori SMEs:  Consultant Services 
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Questions for further discussion: 

 

What development opportunities are Māori SME business leaders engaging in? 

How might we communicate to Māori SME owner-managers the value of investing 

in leadership development within their business? 
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How often does your governance team engage in up-skilling and training programmes? 

Key Takeaways:   

42 percent of participants reported that they engage in governance up-skilling on 

two or more occasions per year.   

29 percent seldom leverage training opportunities, and 11 percent do not partake in 

these activities at all.  These two statistics are alarming because personal leadership 

development is a critical factor in successful organisations.   

We also asked participants who do use up-skilling and training programmes to rate 

their effectiveness.  The results were very positive with an average rating of eight 

out of ten. 

Questions for further discussion: 

 

What do Māori Trusts consider ‘up-skilling’ to be? 

In what areas are training programmes being sort after (e.g. compliance, financial 

literacy, understanding a new industry etc.) 

How might we highlight the value of training and up-skilling programmes to those not 

currently benefiting? 

5.  Report Findings 
 

Māori Trusts:  Up-skilling 



What prevents you from engaging in these programmes and services more regularly? 

Key Takeaways:   

Time was the greatest barrier for Māori Trusts engaging in governance training and 

up-skilling.  More than half (52 percent) say this is an issue for them.  This is likely to 

be because they have multiple roles in different Trusts and trusteeship is typically a 

voluntary service that they do for their community or whānau.  

One quarter believe that the cost of training is a barrier, at 24 percent.  10 percent of 

participants said that trustees had no interest in training, and 7 percent believed 

training provided them with limited value.  Together this represents 41 percent of 

participants who are not seeing sufficient value from up-skilling to adequately 

prioritise it as an investment and factor it into their budgets.  

Questions for further discussion: 

How might we reduce these barriers to Māori Trusts to increase engagement with 

training and up-skilling? 

How might we provide case studies to illustrate the impact that effective up-skilling 

programmes can have? 

How do we ensure that training helps solve the challenges identified on page 32? 

Which organisations have an interest in inspiring more training of Māori trustees? 

5.  Report Findings 
 

Māori Trusts:  Up-skilling 
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How much do you spend annually on up-skilling and training your trustees? 

Key Takeaways:   

Half of participating Māori Trusts spend nothing or less than $5,000 annually on 

training and up-skilling programmes.   

30 percent of participants say their Trust spends more than $10,000 annually for the 

purpose of up-skilling their governance team.  

Questions for further discussion: 

What types of training are being undertaken? 

Is the spending typically on individual trustees or development as a team? 

Is this investment typically in developing new trustees’ capability, or in continually 

developing existing trustees? 

Given pressures around the cost of training, how can we provide subsidies to those 

training providers that have proven effective offerings? 

Is the greater spending due to more expensive training, or simply more training? 

5.  Report Findings 
 

Māori Trusts:  Up-skilling 
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We asked participants to share what they think is not effective in current programmes as well 

as what they want to see in these types of programmes.  Below are the key themes. 

What’s not working: 

 A ‘cut and paste’ approach to delivering training doesn’t work.  This refers to ‘off-the-

shelf’ training programmes that are not catered to the specific context of Māori, or do 

not consider the dynamics of the Māori Trusts taking up the training 

 Programmes that are not aligned to cultural values and goals  

 

 

What Māori Trusts want in up-skilling programmes: 

 Webinars that can be easily shared and watched in their own time 

 Case studies of what is working in other Māori Trusts 

 A ‘one-stop shop’ for all their training needs.  Specifically, this could look like a hub that 

will guide them to the different training options that would be suitable for each of their 

needs 

 Programmes that are customised to each Trusts’ goals and businesses 

 The ability to work closely with recognised business leaders on an on-going basis 

 Business mentors that have the right expertise   

 Training approach that guides problem solving and uses the Socratic method (peer 

discussion wananga) as opposed to being fed information 

 

5.  Report Findings 
 

Māori Trusts:  Up-skilling 
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How often does your management team engage in up-skilling and training programmes? 

Key Takeaway:   

45 percent of participants seldom engage in training and up-skilling.  19 percent 

don’t engage at all.  This means that the majority of Māori SMEs are potentially not 

receiving the constant development, motivation, networking and insights that would 

assist them to grow their businesses.  

5.  Report Findings 
 

Māori SMEs:  Up-skilling 

Questions for further discussion: 

If Māori SMEs were able to test training with low barriers to entry (e.g. low cost and 

time involved), would they take up the opportunity? 

Does the training that these SMEs engage with focus on academic theory or 

practical, entrepreneurial development? 
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Key Takeaways:   

Two thirds of Māori SMEs believe that cost is the most significant barrier preventing 

them from engaging in training programmes.   

Only 7 percent of participants believe that training offers low value.  This is a positive 

sign.  

What prevents you from engaging in these programmes and services more regularly? 

5.  Report Findings 
 

Māori SMEs:  Up-skilling 

Questions for further discussion: 

Are there free or low cost training programmes that add value? 

How could Government support high value training providers to lower the cost for 

Māori SMEs? 



How much do you spend annually on up-skilling and training your managers? 

Key Takeaways:   

87 percent of the Māori SMEs interviewed invest between zero and $5,000 per 

annum on training and up-skilling. 31 percent are not spending anything on training. 

This low spend is likely to be because the majority of Māori SMEs have small 

operations, few staff and revenues of less than $500,000.  Training is therefore 

difficult to prioritise among the competing needs for resource, even when this 

provides a significantly higher return on investment.   

5.  Report Findings 
 

Māori SMEs:  Up-skilling 
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Questions for further discussion: 

What sorts of training did the Māori SMEs that spent more than $10,000 on training 

undertake?  

Did the lower cost training programmes still add value? 

How can we assess the return on investment of committing annual spending to 

training and up-skilling? 



What’s not working: 

 A ‘cut and paste’ approach that doesn’t focus on developing their specific business or 

relevant entrepreneurial business skills    

 Programmes often do no not do enough assessment work up-front to really understand 

the individual business needs 

 Many programmes are too generic and offer the same advice every time 

 

 

What they want: 

 Outcome focused directly on building capacity and capability 

 Programmes that are focused on innovation to help identify new opportunities  

 Experienced mentors and coaches who can work closely with the SMEs over a longer 

period 

  A ‘one-stop shop’ for all SME training needs.  Specifically, the hub could guide SME 

owner-managers on what programmes are suitable for each of their needs 

 

 

 

We asked participants to share what they think is not effective in current programmes as 

well as what they want to see in programmes.  Below are the key themes identified that 

relate to these questions. 

5.  Report Findings 
 

Māori SMEs:  Up-skilling 
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Key Takeaways: 

The two most popular future business and investment interests were Tourism  (12 

percent) and Geothermal (12 percent).   

Other (single responses) = Holiday Park Improvements, Residential Property 

Development, Goat Farming, Wind Energy, Social Infrastructure, Agricultural IT and 

Agribusiness. 

Representatives from Māori Trusts in the Central Bay of Plenty were asked to share their top 

three areas of interest for the next 5+ years. 

This question was asked to get more granular information about the types of support that 

needed to be developed and the best industry experts to bring in.  

There were 12 responses to this question. 

 

Current Industry Representation: 

5.  Report Findings 
 

Māori Trusts:  Future Business Interests 
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Key Takeaways: 

67 percent of respondents (4 individuals) reported that there was not a high need for 

their Trusts to leverage a joint venture partner or equity partner to help fund their 

future investments or business growth.   

The remaining two individuals provided the following commentary: 

   1.  “Plenty of potential” 

   2.  “We need sound business and financial modelling to explore our opportunities.  

We also require brokers to create introductions between partners” 

 

Representatives from Māori Trusts in the Central Bay of Plenty were asked about their need 

to find a joint venture partner or other equity partner to help fund their investments.  This may 

be because of a lack of available equity for bank debt security or to mitigate risk.   

There were six responses to this question. 

 

5.  Report Findings 
 

Māori Trusts:  Joint Venture Appetite 
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Key Takeaways: 

1.“10 percent” 

2.“My personal perspective is that I'm quite open to external capital, however I would 

be looking for an external investor that has experience and skills in the investment 

area.  I’m generally comfortable in having an external equity partner providing up to 

50 percent equity.” 

3.“This is not applicable to us as there have been opportunities but the risk averse 

nature of the trustees negates any progress.” 

4.“We would want 20 percent voting block for significant investments.” 

5.“30 percent” 

 

 

 

Representatives from Māori Trusts in the Central Bay of Plenty were asked about their levels 

of comfort about taking on external equity.   

The question was framed as the percentage of investment capital (10 percent - 40 percent) 

that they would be comfortable as project funding.   

There were five responses to this question. 

 

5.  Report Findings 
 

Māori Trusts:  Joint Venture Appetite 



This report has identified the goals of Māori SMEs and Māori Trusts, and the challenges 

they face in achieving these goals.  It also examined their engagement with external service 

providers and capability development initiatives. This has provided relevant and valuable 

information to service providers who have an interest in supporting Māori enterprises to 

grow.   

 

There were a number of recurring themes throughout this report. There was a noticeable 

difference between the way Māori Trusts and SMEs rate their performance compared to 

how service providers rate them.  Both Māori Trusts and SMEs place a strong emphasis on 

achieving social and cultural goals, though for both, achieving economic goals are the most 

important.  To overcome the key challenges faced by Māori Trusts and SMEs, there is a 

need to improve the leadership at a governance level and at a management level.  This 

would involve a mix of attitudinal change, self awareness, clarity and innovative strategic 

planning.  To ensure this happens, the barriers preventing Māori enterprise leaders from 

engaging with service providers need to be reduced.  There is also a need to improve the 

access to money or the ability to generate stronger cash flows.   

 

The Icehouse Māori Development unit is committed to building greater engagement with 

Māori enterprises to overcome these challenges. The best way to do this is alongside a 

group of other committed service providers.  The intended outcome of this is a stronger and 

more responsive community of organisations that support Māori enterprises to grow their 

businesses and achieve their goals.   

 

With this in mind, this report will inform the future development of Icehouse’s programmes, 

services and strategies to ensure we are better addressing the challenges that prevent 

Māori enterprises from being of international quality.  

 

We look forward to working with those who share our passion for creating stronger Māori 

enterprises and a better New Zealand.   

 

Ehara taku toa i te toa takitahi, engari he toa takitini.   

Our strength is not through our work alone; it comes from the work of the many that we 

engage with.   

 

 

 

6.  Conclusion 
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