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23 February 2024 
 
 
 
Tēnā koe, 
 
Re: Official Information Act (OIA) Request – fiscal sustainability programme and change 
management/employment relations guidance 
 
I am writing in response to your email dated 9 February 2024 in which you requested: 
 
1. Any correspondence received by you between 1 December 2023 and today from your agency’s 

responsible minister, the Minister of Finance, Treasury, or any other Minister or Agency regarding 
the fiscal sustainability programme, including any savings required by your agency. 

2. Any letters of expectation or guidance from Te Kawa Mataaho received by you between 1 
December 2023 and today regarding change management or employment relations. 

 
As advised by email on 21 February all correspondence regarding the fiscal sustainability programme, 
including communications from Ministers, is already held by Manatū Taonga | Ministry for Culture and 
Heritage. Part one of your request was transferred to Manatū Taonga on 21 February in accordance 
with s14 of the OIA. 
 
Information within scope of part two of your request is attached. One email and attached document 
has been withheld under s9(2)(f)(iv) of the OIA. 
 
If you are not satisfied with this response you have the right to seek an investigation and review by 
the Ombudsman. Information about how to make a complaint is available at 
www.ombudsman.parliament.nz or freephone 0800 802 602.  
 
If you wish to discuss any aspect of your request with us please contact OIA@tepapa.govt.nz.    
 
Yours sincerely 
 

 
Frances Lawrence 
Principal Advisor Strategy, Planning and Performance 

 

http://www.ombudsman.parliament.nz/
mailto:OIA@tepapa.govt.nz
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Key principles of managing 


change – fiscal sustainability 


programme 2024 


The following does not constitute legal advice. Legal advice should be sought in individual cases as required. 


The Commission notes that whilst there is no ‘one size fits all’ approach to change management, 


each agency should have a clear vision of the purpose of change and commit to a process that 


follows legislation and their existing policies, treating people with respect and taking into account 


agency context and employee engagement structures:  


• Agencies should follow their management of change policies and procedures, noting 


that these should reflect individual and collective employment agreements and other 


contractual commitments (see footnote below). Change processes need to be transparent. 


  


• People doing the work are well placed to identify efficiencies or improvements that 


may improve effectiveness and minimise the extent of redundancies. Proposals for 


changed staffing arrangements should be developed and discussed with the potentially 


affected staff and their union/s, prior to any final decisions being made.  


 


• Agencies will commit to a meaningful consultation with sufficient time for potentially 


affected staff and their representatives to provide input to proposals and provide feedback 


on the final draft of proposals. Appropriate release time for employee representatives 


should be provided. 


 


• Retention of skilled public servants in employment is preferable to the extent 


possible and options to enable this are actively developed and considered through the 


consultation process. Approaches should consider attrition, reconfirmation, reassignment, 


redeployment or retraining into alternative roles in the agency, or redeployment into 


(suitable alternative) vacancies across the system.  


 


• Agencies should support individual development to assist redeployment or 


appointment of people at risk of redundancy and build public service capability to deliver 


effective, efficient and responsive services.  


 


• Where reductions in staffing occur, this should not simply result in sharing the same 


work across remaining employees, but agencies will need to explore whether different, 


improved or more efficient ways of working will be needed to maintain public services. 


 


• Voluntary redundancy from a pool of affected employees, can be considered as a 


selection criterion, at the employer's discretion. Agencies that intend to use voluntary 


redundancy as part of a change programme should consider carefully the retention of key 


public service skills, the point at which volunteers are sought and the criteria for approval 


of requests. 


 


• If staff are likely to be released by reason of redundancy, then agencies should be aware of, 


and discuss with impacted individuals, the restrictions on redundancy payments as set 


out in Public Service Act 2020 ss88.  



https://www.legislation.govt.nz/act/public/2020/0040/latest/LMS356922.html
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Key principles of managing 


change – fiscal sustainability 


programme 2024 


• Staff are engaged and supported whilst the management of change is continuing, 


including the post-implementation phase of the process as the organisation moves into 


business as usual. This may include post-implementation review of the change.  


 


• Agencies should engage the Public Service Commission's Mobility Hub, which can act 


as a broker to support matching of Public Service vacancies with those seeking 


redeployment. 


 


• Effective communication with staff and their representatives is vital throughout the 


process. 


 


• Agencies should also note the heightened good employer obligation that public service 


agencies are expected to meet under the Public Service Act 2020 and any commitments 


under tikanga1 and agencies should ensure that their staff understand their obligations 


under the Code of Integrity and Conduct for Public Servants– He Aratohu 


 


 
1 https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-


Comptroller-of-Customs-Judgment.pdf 



https://www.publicservice.govt.nz/guidance/guide-he-aratohu/

https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-Comptroller-of-Customs-Judgment.pdf

https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-Comptroller-of-Customs-Judgment.pdf




Te Kawa Mataaho

Agency Workforce Leads

Terms of Reference

Introduction

Background

The Public Service Act seeks to build a highly skilled and capable, modern, agile and adaptive public service that is prepared to meet future challenges.

Improving workforce mobility and interoperability are key to achieving this. One of the mechanisms through which we achieve cross-agency mobility is the Workforce Mobility Hub (the Hub). The hub provides brokering services for:

1. Surge Mobility: Enabling the public service to ‘flex’ in accordance with peaks in demand. Te Kawa Mataaho works with agencies, through the Agency Workforce Leads (AWLs), to match supply with demand to ensure critical services continue to be delivered. Demand may be due to:

i. an emergency response requiring rapid deployment or 

ii. shifting or urgent priorities or urgent project work when critical capability and capacity cannot be met through an agency’s standard processes. 

2. Talent Mobility: Supporting capability development and knowledge sharing through making it easier for kaimahi to move between agencies and roles. There are two main services provided:

i. Advertising of temporary roles, secondments, and short-term assignments to kaimahi across the public service through jobs.govt.nz.

ii. Promotion of talent availability, which can be at an individual or collective level.

3. Change-related mobility: Brokering talent matches across the system when roles are being made redundant as the result of change processes.  Services are provided on a case-by-case basis but examples of what the mobility hub can offer include:

i. Sharing skills and capability details of the affected kaimahi with the wider AWL network.

ii. Facilitating conversations with agencies who may have comparable skillsets and capabilities.

iii. Making connections with other agencies at the regional level.



Purpose of the Agency Workforce Lead role

The purpose of the AWL role is to act as a conduit between Te Kawa Mataaho, on behalf of the system, and their individual agency on matters of workforce demand and supply.



Agency Workforce Lead responsibilities



Agency Workforce Leads are responsible for:

· Being the primary point of contact for Te Kawa Mataaho communication (both in and out of agency) on workforce mobility.

· Ensuring their agency’s internal processes align with and support the mobility hub processes.

· Understanding their agency’s workforce and where there could be flex in times of system demand.

· Being connected into their own agency’s Emergency Management (EM) workforce and business continuity arrangements. 

· Being a key stakeholder inputting to design and iteration of current and future digital workforce deployment systems.

· Ensuring a deputy is appointed to ensure continuation of service delivery in their absence.

· Staying up to date on mobility hub processes and AWL responsibilities.

· Informing Te Kawa Mataaho’s Workforce Strategy and Mobility Team of any changes to the AWL representation within their agency.

AWLs play a critical system role during emergency responses. During responses to events, AWLs are responsible for: 

· Coordinating their agency’s employee information and requests to Te Kawa Mataaho. 

· Disseminating surge staffing requests from the system within their agency using appropriate channels, coordinating responses to requests using mobility hub processes, and liaising with demand agencies.

· Being the primary point of contact for kaimahi placed out with receiving agencies for administrative-related queries, and for line managers regarding their employees who are placed. 

To support the success of system mobility, AWL members will:

· be supported by their HR leaders and given time to engage in AWL tasks and activities. 

· engage with Te Kawa Mataaho and the AWL community to represent their agency and practitioners’ requirements.

· be advocates and champions of the AWL function. 

· be key change agents to strategically align, inform, assist, manage expectations and implement agreed AWL processes and improvements within their own agencies.

· communicate and share agency challenges or opportunities associated with mobility processes.

· champion the fact that sharing staff for the good of the system embodies the spirit of service as set out in the Public Service Act 2020.

· sign up, participate, and collaborate on the AWL MS Teams portal as and when is appropriate.

Membership



· All public service agencies are required to have an Agency Workforce Lead and a deputy.

· Agency Workforce Leads should ideally be a direct report to the Head of HR for their agency. Deputies can be appointed at each agency’s discretion.

· Membership agencies and AWL representatives are detailed in Appendix A.

Meetings



The Agency Workforce Leads will come together as and when needed to:



· Discuss workforce preparedness to support mobility hub operation in times of crisis.

· Attend information sessions on or workshop mobility hub process. 

· Share experiences and contribute to continuous improvement of the mobility hub process.

· Debrief on their experience and operation of the mobility hub post crisis events.



Occasionally, the opportunity may come up to form ‘sub-groups’ or working groups to progress discrete pieces of work. When the opportunity arise, AWLs will be free to opt in or out as they desire.



Foundations for success



Effective and efficient mobilisation of kaimahi across the system in times of need is underpinned by:



a) fit-for-purpose processes and 

b) strong relationships 



To achieve fit-for-purpose processes, the AWL rōpū will practice a continuous improvement culture.  In practice, this could involve:



· Participating in debriefs 

· Sharing challenges and highlighting issues as they arise 

· Looking for opportunities for improvement and sharing these 

· Co-designing solutions as a rōpū



Strong relationships formed in peacetime between Te Kawa Mataaho and AWLs, and between individual members of the AWL rōpū will support mobility success in times of crisis and / or high demand. At a higher level, cross-agency networks, such as the AWL rōpū, strengthen relationships across the public service. 



Te Kawa Mataaho’s responsibilities



The Workforce Strategy and Mobility team are responsible for:



· Brokering demand and supply relationships across the public sector in times of crisis or system need.

· Coordinating the movement of staff to help maintain essential services, potentially by undertaking alternative duties. 

· Prioritising relationships and relationship-building to ensure we can offer the best service we can to the system.

· Being as responsive as we can to your requests and providing timely assistance and support.

· Doing what we can to remove barriers that limit mobility and the delivery of services.

· Being inclusive in our practice. 

· Keeping the demands on the AWLs’ time as targeted as possible. 

























































Appendix 1 – Agency Workforce Lead membership





				· Accident Compensation Corporation



		· Cancer Control Agency



		· Civil Aviation Authority



		· Crown Law



		· Department of Conservation



		· Department of Corrections



		· Department of Internal Affairs



		· Department of Prime Minister and Cabinet



		· Education Review Office



		· EQC | Toka Tu Ake



		· Fire and Emergency NZ



		· Government Communications Security Bureau



		· Health NZ



		· Inland Revenue Department



		· Kainga Ora



		· Land Information New Zealand



		· Ministry for Culture and Heritage



		· Ministry for Disabled Peoples



		· Ministry for Ethnic Communities



		· Ministry for Pacific Peoples



		· Ministry for Primary Industries



		· Ministry for the Environment



		· Ministry for Women



		· Ministry of Business, Innovation and Employment 



		· Ministry of Defence



		· Ministry of Education



		· Ministry of Foreign Affairs and Trade



		· Ministry of Health



		· Ministry of Housing and Urban Development



		· Ministry of Justice



		· Ministry of Social Development



		· Ministry of Transport







				· Ministry of Education



		· Ministry of Foreign Affairs and Trade



		· Ministry of Health



		· Ministry of Housing and Urban Development



		· Ministry of Justice



		· Ministry of Social Development



		· Ministry of Transport



		· National Emergency Management Agency



		· Customs



		· New Zealand Blood Service



		· New Zealand Defence Force



		· New Zealand Police



		· New Zealand Post 



		· New Zealand Qualifications Authority



		· New Zealand Security Intelligence Service



		· New Zealand Trade and Enterprise



		· New Zealand Transport Agency



		· NZIC



		· Oranga Tamariki, Ministry for Children



		· Public Service Commission Te Kawa Mataaho



		· Public Trust



		· Serious Fraud Office



		· Social Well Being Agency



		· Statistics New Zealand



		· Te Arawhiti - Office for Māori Crown Relations



		· Te Kāhui Whakamana Rua Tekau mā Iwa—Pike River Recovery Agency



		· Te Papa



		· Te Puni Kōkiri - Ministry of Māori Development



		· The Treasury



		· Worksafe
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Enables the public service to ‘flex’ in accordance with peaks in demand. 

The Hub coordinates supply with demand, through the AWL network, the surge staff portal on jobs.govt.nz and through agency CEs (if required),  to ensure critical services continue to be delivered in times of crisis and surging demand periods. 

Surge Mobility



Supports accessing talent, strategic capability development and knowledge sharing through making opportunities visible and making it easier for kaimahi to move between agencies and roles through:

Promoting temporary roles, secondments, short-term assignments and talent availability through jobs.govt.nz

Brokering talent for cross-functional teams or project work

Promoting talent availability through the hub


Talent Mobility



Works with agencies to facilitate talent matches across the system when roles are disestablished as the result of change processes.

Services provided on a case-by-case basis

Could include sharing of skills and capability details with other agencies or organising matching events to make opportunities visible to impacted kaimahi.

  

Change-related Mobility 

When can the Hub help you?

AGENCY WORKFORCE LEAD (AWL)

Each agency has an AWL. AWLs act as a conduit between Te Kawa Mataaho, on behalf of the system, and their individual agency on matters of workforce demand and supply

IN TIMES OF CRISIS

When you. . .

urgently need capability and capacity to deliver critical services 

have capacity in your agency to lend kaimahi to other agencies 

DURING BAU

When . . . 

capability and capacity gaps need to be filled urgently to deliver on shifting or urgent priorities or project work 

cross functional teams are required to solve complex problems 

a temporary placement or secondment could help fill your gaps

members of your team would benefit from further development

organisational change impacts roles





The Mobility Hub



AS AN INDIVIDUAL

When . . . 

you are looking to gain experience and grow your career

Two-way communication

What does the Mobility Hub do?

The Workforce Mobility Hub is an inter-agency broker to support mobility across the public service, whether that be the rapid mobilisation of capability to ensure agencies can deliver critical services during surging demand periods or supporting talent mobility through jobs.govt.nz.

The Mobility Hub is delivered through the Workforce Strategy and Mobility Team at Te Kawa Mataaho. To contact us please email deployment@publicservice.govt.nz or contact your agency’s  AWL. If you don’t know who your AWL is, please email us to find out.



Two-way communication

Chief Executive’s Office



Talent Acquisition
Recruitment team







Carla.Drayton@publicservice.govt.nz | Version 01.
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1



image1.jpeg



image2.png



image3.png







Subject: [UNCLASSIFIED] Agency Workforce Leads - Change-related mobility
 

[UNCLASSIFIED]

 
Kia ora Agency Workforce Leads,
 
Happy New Year! I hope you had a safe and relaxing holiday break and that the transition back to the
office has been relatively gentle.
 
There are a few things I’d like to highlight / share with you at this point in time:
                                                    
Change-related mobility and AWLS:
 

The Heads of HR met last week and an ER update was provided by Charlie Busby, Manager
Workforce and Employment Relations. This session focused on fiscal sustainability and
upcoming change processes, introducing a Change Resource Hub (that is being set up by The
Public Services Commission), Change Principles (which are attached FYI) and requesting
information from Heads of HR on change activity in their agencies. 

  
 

 

   

   

 

Out of scope

Out of scope

Out of scope

s 9(2)(a)



 

 
 

 

 
 

 
 

 
   

 

 

 

 
 to ra,

 
Carla Drayton
Kaitohutohu Matamua, Rautaki Ohu Mahi me te Nekeneke | Principal Advisor, Workforce
Strategy and Mobility
Ohu Mahi | Workforce Group
waea pukoro:  | imera:  @publicservice.govt.nz
Te Kawa Mataaho Public Service Commission
www.publicservice.govt.nz | www.govt.nz
 

 
 
 

Out of scope

s 9(2)(a) s 9(2)(a)

http://www.publicservice.govt.nz/
http://www.govt.nz/


 
 
 

.......................................................................................................................................... 
Confidentiality notice: This email may be confidential or legally privileged. If you have received it by mistake, please
tell the sender immediately by reply, remove this email and the reply from your system, and don’t act on it in any
other way. Nga mihi.

 

[UNCLASSIFIED]
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Key principles of managing 

change – fiscal sustainability 

programme 2024 

The following does not constitute legal advice. Legal advice should be sought in individual cases as required. 

The Commission notes that whilst there is no ‘one size fits all’ approach to change management, 

each agency should have a clear vision of the purpose of change and commit to a process that 

follows legislation and their existing policies, treating people with respect and taking into account 

agency context and employee engagement structures:  

• Agencies should follow their management of change policies and procedures, noting 

that these should reflect individual and collective employment agreements and other 

contractual commitments (see footnote below). Change processes need to be transparent. 

  

• People doing the work are well placed to identify efficiencies or improvements that 

may improve effectiveness and minimise the extent of redundancies. Proposals for 

changed staffing arrangements should be developed and discussed with the potentially 

affected staff and their union/s, prior to any final decisions being made.  

 

• Agencies will commit to a meaningful consultation with sufficient time for potentially 

affected staff and their representatives to provide input to proposals and provide feedback 

on the final draft of proposals. Appropriate release time for employee representatives 

should be provided. 

 

• Retention of skilled public servants in employment is preferable to the extent 

possible and options to enable this are actively developed and considered through the 

consultation process. Approaches should consider attrition, reconfirmation, reassignment, 

redeployment or retraining into alternative roles in the agency, or redeployment into 

(suitable alternative) vacancies across the system.  

 

• Agencies should support individual development to assist redeployment or 

appointment of people at risk of redundancy and build public service capability to deliver 

effective, efficient and responsive services.  

 

• Where reductions in staffing occur, this should not simply result in sharing the same 

work across remaining employees, but agencies will need to explore whether different, 

improved or more efficient ways of working will be needed to maintain public services. 

 

• Voluntary redundancy from a pool of affected employees, can be considered as a 

selection criterion, at the employer's discretion. Agencies that intend to use voluntary 

redundancy as part of a change programme should consider carefully the retention of key 

public service skills, the point at which volunteers are sought and the criteria for approval 

of requests. 

 

• If staff are likely to be released by reason of redundancy, then agencies should be aware of, 

and discuss with impacted individuals, the restrictions on redundancy payments as set 

out in Public Service Act 2020 ss88.  

https://www.legislation.govt.nz/act/public/2020/0040/latest/LMS356922.html
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Key principles of managing 

change – fiscal sustainability 

programme 2024 

• Staff are engaged and supported whilst the management of change is continuing, 

including the post-implementation phase of the process as the organisation moves into 

business as usual. This may include post-implementation review of the change.  

 

• Agencies should engage the Public Service Commission's Mobility Hub, which can act 

as a broker to support matching of Public Service vacancies with those seeking 

redeployment. 

 

• Effective communication with staff and their representatives is vital throughout the 

process. 

 

• Agencies should also note the heightened good employer obligation that public service 

agencies are expected to meet under the Public Service Act 2020 and any commitments 

under tikanga1 and agencies should ensure that their staff understand their obligations 

under the Code of Integrity and Conduct for Public Servants– He Aratohu 

 

 
1 https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-

Comptroller-of-Customs-Judgment.pdf 

https://www.publicservice.govt.nz/guidance/guide-he-aratohu/
https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-Comptroller-of-Customs-Judgment.pdf
https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-Comptroller-of-Customs-Judgment.pdf
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Key principles of managing 


change – fiscal sustainability 


programme 2024 


The following does not constitute legal advice. Legal advice should be sought in individual cases as required. 


The Commission notes that whilst there is no ‘one size fits all’ approach to change management, 


each agency should have a clear vision of the purpose of change and commit to a process that 


follows legislation and their existing policies, treating people with respect and taking into account 


agency context and employee engagement structures:  


• Agencies should follow their management of change policies and procedures, noting 


that these should reflect individual and collective employment agreements and other 


contractual commitments (see footnote below). Change processes need to be transparent. 


  


• People doing the work are well placed to identify efficiencies or improvements that 


may improve effectiveness and minimise the extent of redundancies. Proposals for 


changed staffing arrangements should be developed and discussed with the potentially 


affected staff and their union/s, prior to any final decisions being made.  


 


• Agencies will commit to a meaningful consultation with sufficient time for potentially 


affected staff and their representatives to provide input to proposals and provide feedback 


on the final draft of proposals. Appropriate release time for employee representatives 


should be provided. 


 


• Retention of skilled public servants in employment is preferable to the extent 


possible and options to enable this are actively developed and considered through the 


consultation process. Approaches should consider attrition, reconfirmation, reassignment, 


redeployment or retraining into alternative roles in the agency, or redeployment into 


(suitable alternative) vacancies across the system.  


 


• Agencies should support individual development to assist redeployment or 


appointment of people at risk of redundancy and build public service capability to deliver 


effective, efficient and responsive services.  


 


• Where reductions in staffing occur, this should not simply result in sharing the same 


work across remaining employees, but agencies will need to explore whether different, 


improved or more efficient ways of working will be needed to maintain public services. 


 


• Voluntary redundancy from a pool of affected employees, can be considered as a 


selection criterion, at the employer's discretion. Agencies that intend to use voluntary 


redundancy as part of a change programme should consider carefully the retention of key 


public service skills, the point at which volunteers are sought and the criteria for approval 


of requests. 


 


• If staff are likely to be released by reason of redundancy, then agencies should be aware of, 


and discuss with impacted individuals, the restrictions on redundancy payments as set 


out in Public Service Act 2020 ss88.  



https://www.legislation.govt.nz/act/public/2020/0040/latest/LMS356922.html
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Key principles of managing 


change – fiscal sustainability 


programme 2024 


• Staff are engaged and supported whilst the management of change is continuing, 


including the post-implementation phase of the process as the organisation moves into 


business as usual. This may include post-implementation review of the change.  


 


• Agencies should engage the Public Service Commission's Mobility Hub, which can act 


as a broker to support matching of Public Service vacancies with those seeking 


redeployment. 


 


• Effective communication with staff and their representatives is vital throughout the 


process. 


 


• Agencies should also note the heightened good employer obligation that public service 


agencies are expected to meet under the Public Service Act 2020 and any commitments 


under tikanga1 and agencies should ensure that their staff understand their obligations 


under the Code of Integrity and Conduct for Public Servants– He Aratohu 


 


 
1 https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-


Comptroller-of-Customs-Judgment.pdf 



https://www.publicservice.govt.nz/guidance/guide-he-aratohu/

https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-Comptroller-of-Customs-Judgment.pdf

https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-Comptroller-of-Customs-Judgment.pdf






 
 


1 


 


Wider Public Sector Heads of HR  
Thursday 18 January 2024 
 


Actions and Key Points 


 


1. Mihimihi  


Paula welcomed everyone with a whakatauakī related to the naming of Papa Pounamu: 


Kia hora te marino 


Kia whakapapapounamu te moana 


Kia tere te kārohirohi i mua i tō huarahi 


Ā, ko tō hoa haere ko te rangimarie 


May calm be widespread  


May the sea glisten like greenstone  


May the shimmer of summer forever dance across your pathway  


And, peace be your travelling companion 


In 1884, when King Tawhiao sailed for England, a tohunga said this karakia for his safety while travelling. 


 


2. Update from Deputy Commissioner Alex Chadwick  


It’s going to be a big year ahead for us all, and is always the case with a new government, there will be 
lots of change.  


Government Workforce Policy Statement 


You are hopefully all aware of the draft Government Workforce Policy Statement that we are consulting 


on right now. We know some of you have received it but are not covered, so you can treat it more as an 


FYI. For those of you covered, consultation closes Friday 19 January. Thank you to those of you who 
have already provided feedback. I also want to flag that we are consulting with unions on this same 


draft and have contacted them all directly. You will see that the draft Statement provides scope for 
agencies to make decisions that fit their priorities, budgets and services with less specific direction from 


the centre. 


Change management and new change resource hub 


We have been working on how the Commission can support agencies and entities across the system 


with change decisions and implementation. While each agency will be thinking about its own unique 
set of options and proposals, there will be aspects that will be common to many agencies going through 
change, and this is where we can work together to take a system-wide approach to best practice and 


supporting our people. 


To this end, we are in the process of developing a concept for a change resource hub. The general idea 
is a one-stop-shop likely using Teams/ Sharepoint where we can share resources, templates, expertise 


and ideas.  
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This may include key messages and context, resources and examples that agencies have used 


effectively, awareness of courses and training for leaders and also for impacted people, things like CV 


building or managing through change. We will be compiling all of the relevant advice and resources the 


Commission has produced before, and anything new we create. 


On that note, I can clarify that we are not currently intending to issue specific guidance on change 
management. We are looking at some agreed principles that mostly likely line up with your existing 


change management practices, so we are all (including unions) on the same page with what to expect. 


We are also exploring the role that the Workforce Mobility Hub can play throughout this year, noting 
that it is normally based matching demand with supply. That means we need to think about how that 


will work when there may be far more supply than demand, or the timings don’t line up well. 


Voluntary redundancy 


One thing we have been asked is whether the Commission supports voluntary redundancy. The short 
answer is yes, in that we encourage agencies to consider all options available to them and voluntary 


redundancy is one that is named in the attached principles document. I would just encourage you to 
weigh up all the pros and cons. 


That brings me to the whakataukī I wanted to close with, that I know will be familiar to all of you, but 
really underpins what I have been talking about: 


Waiho i te toipoto, kaua i te toiroa 


Let us keep close together, not wide apart 


 


3. ER Update from Charlie Busby, Manager Workforce and Employment Relations 


 


Change principles  


The Public Service Association (PSA) union has approached the Public Service Commission seeking 
more explicit guidance for public service agencies. To manage expectations in a way that should be 


achievable for all agencies, we have worked on some principles in consultation with a group of Heads 
of HR, over the last week. These will be part of a broader range of support for management of change.  


While these are aimed at Public Service Departments, we are sharing these with the wider Heads of HR 
group as a resource you may find useful. The principles, which have been endorsed by the PSA, are 


attached in this email. 


 


4. Awards and recognition 


An agency has enquired about how other organisations are using awards to recognise the great mahi of 
our people. Please let us know if there is anything that you do at an agency or organisational level (or 


perhaps even business-unit level) to create a culture of recognition. For example, do you have chief 
executive awards, or perhaps recognition of long service awards, badges, or leadership awards, team 
awards? Maybe you have templates for leaders to use. We would be interested in hearing about this. 
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Please email if you do have anything like this, and feel free to delegate this task to one of your staff. We 


will collate the info and share with everyone here, and you may wish to build something similar in your 


agency.  


Contact: Paula.Davis@publicservice.govt.nz 


 


5. Kia Toipoto pay gaps action plans – reminder 


Your second Kia Toipoto pay gaps action plans are due to be published by 30 April 2024. 


↗ Our Crown entities action plan guidance is here 


Overall, your first plans showed a strong commitment to Kia Toipoto and to transparency. Generally, 


plans could be strengthened by including:  


• ethnicity data where possible 


• progress on equitable pay  


• progress on workforce and leadership representation goals.   


We are running drop-in sessions on Kia Toipoto plans in March and will invite our Kia Toipoto contacts 


in your entity. Please get in touch with any queries or for support developing your plan, we are always 
happy to support any entities just beginning this work. 


Contact: EqualPay@publicservice.govt.nz  


 


6. Interesting listening  


• No Such Thing as Normal. At least 20% of New Zealanders are believed to be neurodivergent, 


but there is very little awareness, understanding and support for people with conditions such 
as ADHD, Autism and Dyslexia. Sonia Gray talks to experts and people with a lived experience of 
neurodiversity to better understand how we can support and celebrate those whose brains are 
wired differently. 


↗ Listen to ‘No Such Thing as Normal’ on Spotify 


• Sounds of Science. The Department of Conservation | Te Papa Atawhai's Sounds of Science 
podcast offers a behind-scenes-look at how we care for NZ's native species and natural 


environment. Learn about volcanoes, pekapeka | bats, how awesome sharks are, becoming 


predator free, and so much more. 


↗ Head to DOCs website for the Sounds of Science podcast 



mailto:Paula.Davis@publicservice.govt.nz

https://www.publicservice.govt.nz/assets/Crown-Entities-Action-Plan-Guidance.pdf

mailto:EqualPay@publicservice.govt.nz

https://open.spotify.com/show/2LTy8uLSux6IpVRh3ermKZ?si=82f0204397434f80

https://www.doc.govt.nz/news/podcast/





Kia ōra kōutōu
 
Please find attached the minutes frōm yesterday’s Heads ōf HR hui, as well as the principles regarding management ōf
change dōcument mentiōned in the meeting.
 
Nga mihi,
Paula Davis (ia/she/her)
Director HR Capability and Head of Profession
Te Ohu Mahi  | Workforce Group
waea pukoro:  | īmera: @publicservice.govt.nz

Te Kawa Mataaho Public Service Commission
www.publicservice.govt.nz | www.govt.nz
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Wider Public Sector Heads of HR  
Thursday 18 January 2024 
 

Actions and Key Points 

 

   

 

 

 

 

 

  

  

  

 

 

 

2. Update from Deputy Commissioner Alex Chadwick  

It’s going to be a big year ahead for us all, and is always the case with a new government, there will be 
lots of change.  

Government Workforce Policy Statement 

You are hopefully all aware of the draft Government Workforce Policy Statement that we are consulting 

on right now. We know some of you have received it but are not covered, so you can treat it more as an 

FYI. For those of you covered, consultation closes Friday 19 January. Thank you to those of you who 
have already provided feedback. I also want to flag that we are consulting with unions on this same 

draft and have contacted them all directly.  
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On that note, I can clarify that we are not currently intending to issue specific guidance on change 
management. We are looking at some agreed principles that mostly likely line up with your existing 

change management practices, so we are all (including unions) on the same page with what to expect. 

 
 

 

 

 
 

 
 

 
 

 

 

 

3. ER Update from Charlie Busby, Manager Workforce and Employment Relations 

 

Change principles  

The Public Service Association (PSA) union has approached the Public Service Commission seeking 
more explicit guidance for public service agencies. To manage expectations in a way that should be 

achievable for all agencies, we have worked on some principles in consultation with a group of Heads 
of HR, over the last week. These will be part of a broader range of support for management of change.  

While these are aimed at Public Service Departments, we are sharing these with the wider Heads of HR 
group as a resource you may find useful. The principles, which have been endorsed by the PSA, are 

attached in this email. 
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 Employment Relations: January 2024 1 

Key principles of managing 

change – fiscal sustainability 

programme 2024 

The following does not constitute legal advice. Legal advice should be sought in individual cases as required. 

The Commission notes that whilst there is no ‘one size fits all’ approach to change management, 

each agency should have a clear vision of the purpose of change and commit to a process that 

follows legislation and their existing policies, treating people with respect and taking into account 

agency context and employee engagement structures:  

• Agencies should follow their management of change policies and procedures, noting 

that these should reflect individual and collective employment agreements and other 

contractual commitments (see footnote below). Change processes need to be transparent. 

  

• People doing the work are well placed to identify efficiencies or improvements that 

may improve effectiveness and minimise the extent of redundancies. Proposals for 

changed staffing arrangements should be developed and discussed with the potentially 

affected staff and their union/s, prior to any final decisions being made.  

 

• Agencies will commit to a meaningful consultation with sufficient time for potentially 

affected staff and their representatives to provide input to proposals and provide feedback 

on the final draft of proposals. Appropriate release time for employee representatives 

should be provided. 

 

• Retention of skilled public servants in employment is preferable to the extent 

possible and options to enable this are actively developed and considered through the 

consultation process. Approaches should consider attrition, reconfirmation, reassignment, 

redeployment or retraining into alternative roles in the agency, or redeployment into 

(suitable alternative) vacancies across the system.  

 

• Agencies should support individual development to assist redeployment or 

appointment of people at risk of redundancy and build public service capability to deliver 

effective, efficient and responsive services.  

 

• Where reductions in staffing occur, this should not simply result in sharing the same 

work across remaining employees, but agencies will need to explore whether different, 

improved or more efficient ways of working will be needed to maintain public services. 

 

• Voluntary redundancy from a pool of affected employees, can be considered as a 

selection criterion, at the employer's discretion. Agencies that intend to use voluntary 

redundancy as part of a change programme should consider carefully the retention of key 

public service skills, the point at which volunteers are sought and the criteria for approval 

of requests. 

 

• If staff are likely to be released by reason of redundancy, then agencies should be aware of, 

and discuss with impacted individuals, the restrictions on redundancy payments as set 

out in Public Service Act 2020 ss88.  

https://www.legislation.govt.nz/act/public/2020/0040/latest/LMS356922.html
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Key principles of managing 

change – fiscal sustainability 

programme 2024 

• Staff are engaged and supported whilst the management of change is continuing, 

including the post-implementation phase of the process as the organisation moves into 

business as usual. This may include post-implementation review of the change.  

 

• Agencies should engage the Public Service Commission's Mobility Hub, which can act 

as a broker to support matching of Public Service vacancies with those seeking 

redeployment. 

 

• Effective communication with staff and their representatives is vital throughout the 

process. 

 

• Agencies should also note the heightened good employer obligation that public service 

agencies are expected to meet under the Public Service Act 2020 and any commitments 

under tikanga1 and agencies should ensure that their staff understand their obligations 

under the Code of Integrity and Conduct for Public Servants– He Aratohu 

 

 
1 https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-

Comptroller-of-Customs-Judgment.pdf 

https://www.publicservice.govt.nz/guidance/guide-he-aratohu/
https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-Comptroller-of-Customs-Judgment.pdf
https://www.employmentcourt.govt.nz/assets/Documents/Decisions/2023-NZEmpC-101-GF-v-Comptroller-of-Customs-Judgment.pdf
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Kia ora
 
Para 3 of the Minutes could be potentially considered change advice for the OIA/PSA.
There is some advice to come out of the TKM meeting that could assist which I’ll send through when I get.
 
Nga mihi Sue
 

Subject: Heads of HR (Wider) - notes from 7 December
 
Kia ora koutou
 
Please find attached the minutes from yesterday’s Heads of HR hui (the last for 2023), as well as an attachment for the
Public Service Core Learning Hub.
 
Nga mihi o te wa o Hine Raumati,
 
Paula Davis (ia/she/her)
Director HR Capability and Head of Profession
Te Ohu Mahi  | Workforce Group
waea pukoro:  | īmera: @publicservice.govt.nz

Te Kawa Mataaho Public Service Commission
www.publicservice.govt.nz | www.govt.nz
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https://urldefense.com/v3/__https:/aus01.safelinks.protection.outlook.com/?url=https*3A*2F*2Ftwitter.com*2FTeKawaMataaho&data=04*7C01*7CPaula.Davis*40publicservice.govt.nz*7Ca5d92da0ff9842c2721b08da11fd6219*7C41e14a91587d4fbf8dead6aea7148019*7C0*7C0*7C637842077211644244*7CUnknown*7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0*3D*7C3000&sdata=GnYnil6fQW2otWdfXimusW0q6M2kGvKwGAntvzjZv4U*3D&reserved=0__;JSUlJSUlJSUlJSUlJSUlJSU!!P2PMt_zn!Hkso7x7D3aAPkS8KJxLRC6qLXGLB_m6_jzKy4TuZAtC5Rwb7ezo9fGWWUT_toqRximLHnQ8yu2tlrpsFxjsRMQ_NQfqaL372_x73ZDvO$
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Wider Public Service Heads of HR  
Thursday 7 December 2023 
 


Actions and Key Points 


 


1. Mihimihi 


Paula welcomed everyone with a phrase to use now we’re in the warmer months:  


Ngā mihi o te wā o Hine Raumati 


Summer greetings 


2. Update from Deputy Commissioner Alex Chadwick 


We’re now well underway with the new government sworn in and many of the ceremonial 
events concluded over the last couple of days and this is our last scheduled Heads of HR for 
2023. At the start of the year, there was flooding in Auckland, which saw public servants moved 


quickly to where they could help most, either in their normal roles or as volunteers helping 
clean up. Our role together was helping make sure people could be where they needed to be, 


including through supporting flexibility. 


That same commitment and spirit of service really kicked in later in the year during and after 


Cyclone Gabrielle. Alongside NEMA the Workforce Mobility Hub was able to connect with all of 
you to meet the needs of New Zealand in the response and the recovery. We want to 


acknowledge again the enthusiastic way you all lean in when something like that happens. It’s 
what really makes that mobility successful. 


A milestone to be especially proud of is the Public Service gender pay gap dropping to 7.1%, the 
lowest it’s ever been. And we have also seen good progress on our ethnic pay gaps which comes 
from the significant effort all of you put into your Kia Toipoto action plans.  


We also spent time on: 


• Election guidance and the election itself 
• Training and development through the LDC 


• Diversity Works awards, all entries, finalists, and winners 


• One last round of COVID-19 guidance, or more to the point, the removal of the last of 


the restrictions. 


There are so many more things to list, but the point is, we know this has been a huge year in the 
world of Public Sector HR. We appreciate your engagement and responses when we ask, and 
your questions and conversations in these sessions too. A huge thank you from us. 
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3. Employment Relations update 


In the last couple of months we've spoken about fiscal sustainability, particularly engaging with 
your people and their representatives on ways for meeting the expected fiscal challenges. As 
we see changes being implemented across the sector, it’s timely to highlight the issue of re-


employing someone that had recently received a redundancy payment.  


A high-level overview of restrictions on redundancy payments - Section 88 of the Public Service 
Act notes the restrictions: 


1. A public service employee who has received a notice of termination by reason of redundancy 
is not entitled to a redundancy payment if, before the employee’s employment has ended, the 
employee—  


a) is offered and accepts another position as an employee in the State services (either in the 


employee’s current department or interdepartmental venture or elsewhere in the State 
services) that— 


i) begins before, on, or immediately after the date on which the employee’s current 


position ends; and  


ii) is on terms and conditions of employment (including redundancy and 
superannuation conditions) that are no less favourable; and  


iii) is on terms that treat service within the State services as if it were continuous service; 
or  


b) is offered an alternative position as an employee in the State services (either in the 


employee’s current department or interdepartmental venture or elsewhere in the State 
services) that—  


i) begins before, on, or immediately after the date on which the employee’s current 
position ends; and 


ii) is a position with comparable duties and responsibilities to those of the employee’s 


current position; and  


iii) is in substantially the same general locality or a locality within reasonable 


commuting distance; and  
iv) is on terms and conditions of employment (including redundancy and 


superannuation conditions) that are no less favourable; and  
v) is on terms that treat service within the State services as if it were continuous service.  


There are some simple actions that can be taken: 


• The current employer – during the change management process, educate staff about 


the provisions in the Act. If an employee is at risk of redundancy, they can be advised 


that if they receive an offer from another employer from the State services prior to their 
last day, they must advise the HR team. HR staff can meet with the employee and 
discuss the offer in relation to the Act.   


• The prospective employer – during recruitment, likely at preferred candidate stage, 


can ask any applicant who is currently employed in the public sector, if they have 
received notice of redundancy, or left employment with a redundancy payment. During 
reference checks, they should also ask if under notice of redundancy. 


• The employee - be transparent about job offers, the timing and conditions of 


employment offers. 



https://www.legislation.govt.nz/act/public/2020/0040/latest/LMS356922.html

https://www.legislation.govt.nz/act/public/2020/0040/latest/LMS356922.html
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We have seen that the Public Service Association (PSA) has produced material for their 


members that refers to these restrictions, so it likely that your staff are already aware of this 


legislation. As always, where agencies have concerns about any particular issues they are 


facing, they may wish to seek their own legal advice. 


 


4. Public Service Core Learning Hub 


Helen Davison, Manager & Programme Director Capability at Te Kawa Mataaho, shared the 


Leadership Development Centre’s recent mahi on their Core Learning Hub. There, you’ll find a 
range of learning and development designed for the Public Service by the Public Service. 


↗ Check out the Public Service Core Learning Hub | Leadership Development Centre 


Expect to hear more about the Core Learning Hub in the new year, as more learning is added. 


You can read more about what’s coming in the document attached to these notes. 


 


5. Request from NZ Blood – do you have experience implementing a peer support network? 


Elizabeth Briggs, Manager HR Advisory with NZ Blood, is currently working on their wellbeing 


offering, and one of the initiatives they are looking to implement is a peer support network or 
mental health first aiders. She is keen to connect with other government agencies who have 


done the same to gain learnings from their experience. 


Contact: Elizabeth.Briggs@nzblood.co.nz 


 


6. Request from Social Workers Registration Board – can you share your delegations policy? 


Mary Weddell, Director of Corporate Services with the Social Workers Registration Board, is 
updating their delegations policy. She would like to hear from any like-sized organisations (with 
small budgets!) who would be willing to share their delegations policy. 


Contact: mary.weddell@swrb.govt.nz 


 


7. Public Service Association (PSA) all of membership pay survey 


The PSA have sent out their all of membership pay survey, which closes 15 December. Here are 
some FAQs from PSA: 


Who is the survey being sent to? The survey will go to all members across the PSA’s areas of 
coverage: over 90 000 members working in the public service, Te Whatu Ora and other entities 
in the wider State sector, local government, and the community sector. 



https://www.ldc.govt.nz/public-service-core-learning-hub/system-capability/

mailto:Elizabeth.Briggs@nzblood.co.nz

mailto:mary.weddell@swrb.govt.nz





In Confidence 


 


 In Confidence 


4 


What is the survey for? This survey is not connected with any current engagement between 


the PSA and individual employers. We will use the data to better understand pay trends and 


issues across the PSA membership.  


Will the data be reported by agency? We will have the pay data to the employer and sector 


level, but we will not report publicly on this. 


What are the questions in the survey? It asks for pay (wages or salary), contracted hours, 
additional earnings from allowances etc, occupation, quals, income from other govt support 
(for example national super, working for families etc), and demographics. 


How long will it take members to do the survey? We are very aware that everyone is very busy 
and so we have designed the survey to make it quick and easy to do. It will take less than 5 
minutes to complete and can be done at any time over a two- week period. It can be done on a 


PC, phone or tablet. 


 


8. Updated SSRSS Guidance published 


This week we have published updated guidance for the State Sector Retirement Savings 
Scheme (SSRSS) on the Commission’s website. 


↗ Guide: State Sector Retirement Savings Scheme | Te Kawa Mataaho 


We have updated the Members’ Guide, Employers’ Guide, and the Guide to the comparison 
between saving with SSRSS and KiwiSaver. The Guides were previously published in 2017 and 


have been updated for changes in legislation, policy, provider details and processes. Recently 


we published the Annual Report for the 2022/23 financial year and also presented a webinar for 


members ‘Setting your goals and staying on track’ which was presented by the two providers. 


Contact: linda.berkett@publicservice.govt.nz 


 


9. Interesting reading (and listening) 


“Many of us have heard (and repeated!) this wee gem: Women don’t apply for jobs unless 
they’re 100% qualified. Men apply if they’re 60% qualified. Google it, and the 916,000 results 
indicate how influential a single stat is in our understanding of gender and careers.” But is this 
actually true? Powrsuit explored this long-standing anecdata in a recent article. 


↗ The real reasons behind the gender gap in job applications | Powrsuit 


The 2023 New Zealand podcast awards have recently been announced. Find your new summer 
road trip companion / pottering about the house / this-doesn’t-count-as being-on-your-phone-


before-bed listening here: 


↗ NZ Podcast Awards - 2023 Winners 



https://www.publicservice.govt.nz/guidance/guide-state-sector-retirement-savings-scheme/

mailto:linda.berkett@publicservice.govt.nz

https://powrsuit.com/the-real-reasons-behind-the-gender-gap-in-job-applications/

https://www.nzpodcastawards.com/2023winners
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Public Service Core 
Learning Hub







The Leadership Development Centre (LDC) is a 
business unit of Te Kawa Mataaho.


The Capability Team is newly established within 
the LDC to provide learning to the system for 
Core Capabilities (skills, knowledge and 
capabilities unique to being a public servant)
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Public Service 
Core Learning 


Hub
• Free to use
• Primarily digital learning and resources
• Centralised location for ease of access
• Created by the Public Service for the Public 


Service
• Broad range of content
• Can be accessed through the Hub or, for 


Core Capability learning, can be added to 
your learning management system







What is on the runway for us


LDC – Ngā Tino Pūmanawa | Core Capability – Document title 5


November 2023


Public Service Core Learning Hub (live, soft launch)


March 2024


Launch of the new Public Service Induction


Formal Launch of the Public Service Core Learning Hub


Political Neutrality


Public Service Code of Conduct
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3. Employment Relations update 

In the last couple of months we've spoken about fiscal sustainability, particularly engaging with 
your people and their representatives on ways for meeting the expected fiscal challenges. As 
we see changes being implemented across the sector, it’s timely to highlight the issue of re-

employing someone that had recently received a redundancy payment.  

A high-level overview of restrictions on redundancy payments - Section 88 of the Public Service 
Act notes the restrictions: 

1. A public service employee who has received a notice of termination by reason of redundancy 
is not entitled to a redundancy payment if, before the employee’s employment has ended, the 
employee—  

a) is offered and accepts another position as an employee in the State services (either in the 

employee’s current department or interdepartmental venture or elsewhere in the State 
services) that— 

i) begins before, on, or immediately after the date on which the employee’s current 

position ends; and  

ii) is on terms and conditions of employment (including redundancy and 
superannuation conditions) that are no less favourable; and  

iii) is on terms that treat service within the State services as if it were continuous service; 
or  

b) is offered an alternative position as an employee in the State services (either in the 

employee’s current department or interdepartmental venture or elsewhere in the State 
services) that—  

i) begins before, on, or immediately after the date on which the employee’s current 
position ends; and 

ii) is a position with comparable duties and responsibilities to those of the employee’s 

current position; and  

iii) is in substantially the same general locality or a locality within reasonable 

commuting distance; and  
iv) is on terms and conditions of employment (including redundancy and 

superannuation conditions) that are no less favourable; and  
v) is on terms that treat service within the State services as if it were continuous service.  

There are some simple actions that can be taken: 

• The current employer – during the change management process, educate staff about 

the provisions in the Act. If an employee is at risk of redundancy, they can be advised 

that if they receive an offer from another employer from the State services prior to their 
last day, they must advise the HR team. HR staff can meet with the employee and 
discuss the offer in relation to the Act.   

• The prospective employer – during recruitment, likely at preferred candidate stage, 

can ask any applicant who is currently employed in the public sector, if they have 
received notice of redundancy, or left employment with a redundancy payment. During 
reference checks, they should also ask if under notice of redundancy. 

• The employee - be transparent about job offers, the timing and conditions of 

employment offers. 

https://www.legislation.govt.nz/act/public/2020/0040/latest/LMS356922.html
https://www.legislation.govt.nz/act/public/2020/0040/latest/LMS356922.html
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We have seen that the Public Service Association (PSA) has produced material for their 

members that refers to these restrictions, so it likely that your staff are already aware of this 

legislation. As always, where agencies have concerns about any particular issues they are 

facing, they may wish to seek their own legal advice. 
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