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Discovery

Understanding our current state

In February a group of 20-30 volunteers
from across the NZIC undertook a series of
workshops to asses our current level of
maturity against Te Arawhiti's Maori Crown
Relations Framework.

Te Arawhiti's framework is intended to
provide a coordinated approach to cultural
capability building across the public service.
It describes what culturally competent
engagement with Maori might look like from
the perspective of Méaori. It is comprised of
three parts:

+ the individual capability framework
+ the organisational capability framework

* and asurvey.

The group’s particular focus was on the
Organisational Capability component of
the framework which is described in six
competencies and sixteen capabilities.

ENVIRONMENT

Physical environment

GOVERNANCE
Understanding of Maori

Crown Relations priorities « Commitment to tikanga Maori

RELATIONSHIPS WITH MAORI WORKFORCE CAPABILITY

+ Relationship management * MACR capability planning

+ Engagement, partnerships and + Leadership (formal)
empowerment Recruitment and retention

* Procurement Training and development

POLICY AND SERVICES STRUCTURAL

Policy processes * Enabling structures

Service design and delivery + Addressing institutional racism
Evaluation

Data and insights
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Framework detail

Under each competency, one or more
capabilities are defined by descriptors at
varying levels of maturity.

» COMPETENCY

Maori Crown Relations Organisational Capability
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[
speropeatety i 8

The agancy has 1 208 nzermanging of 1

T4 1t 300r0PrUTHY Bag

current relaorshiss i Mlo,

18 Msar, treay of e
Mion Crown relatiambig-reletes ersteine
egaremet

The apency rakes tima b dacuss snd
Lmsereed e impec of s actuhins 008

wider government J<Tiwthes, o tha Mdanl Ciown | -

retonsp
¥ B B 10 A iyt 10 26GOIT

erten pe reiees v
L ]

wrticies pnd o 2 o the Trasty of Weitang
12 8PRerRnt pers of ity Dusinem, how fs

e 470 COPOTTIRIT 12 BEVINCR Treeny
comabest seoroecher)

RICK pricritis an Trenty of Wekangi
B

+ Thesgvncy ungermmees and has committed e

ressaries neesed 1o pmplement ts LK
enie

TREPE 1 (4007 BTV ANATY 107 whd B Suoacton
1o mstemton tog ageacie MO pantits 11
whst ey are enpeciod 10 achveve (b
pertermante macytoon)

© The ngency actively Kok tor, and implemencs,

ey 10 imgeps The M3od Crpwn relatonden

+ Mol input directly inia the spency's deciion

kg, poern s 3 wort slanng
The agency has & coherent

The agency mezuiniy 19phe ¢ Trevty of Wivkengi
e h harw the

The apency thares decion mabking, gevernance
nd mark planring A% Mian

Toe 0gEnCy 7900 10 mesngtuby draw om 1239
M3erl framewarts W@ shape ks butiness

T sgenr RCHAN B P aeet
it AACR priseisies ane Trewsy of Waangi
ressnsiziitir

Thvt agency 14 860 10 making radical changes,

IRRing SEMIng triitig FRIRACTE 1N
amework, 10 aPieve CRanged dutiamel 30
rewrtiorsnint

The agency tracks 3 brasd rangs of input, avtant
12 sutcome ingicaten: of the impact of s werk
84 et outeomer. and opporueies, and
ke NIAGES 10 et tha S hveTEL o
suires ouzcome:

Acxountatilty documents have MCR
Cemaerationd wi VBN hem 1 3
comorsharal e way
Accauntatilty and agéncy pertermants
documents are accesehie 1, snd waes by, Mioe
nderstands and

10 26004 how well K K Spmorting the Mo
G relariamis

The agency jand sector] have ot aork
Fragramees with Mion partners

+ The agency openiy o proactively sares i

Inarring sbout how best ta bukd indhvadual s
PRI Mdar (o Haton NG
capatibey wih othe: agencie:

22 0 itz MCR prsries

Maori Cultural Capability Discussion Document | JSLT | May 2021

Page 03




Assessment process - capabilities

To start the group were asked to explore
each capability and indicate the level of
maturity they feel the NZIC currently
demonstrates.

They did this by first providing individual
ratings against capabilities and then
agreeing a final rating.

Post workshop the group's ratings were
plotted on a 1-20 scale to determine the
average maturity rating of each capability.

The average maturity rating across all
capabilities within a competency was then
used to produce an average maturity rating
for each of the six competencies (detailed
on the next page).

WORKFORCE CAPABILITY

Current level of maturity by capability
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Assessment process - competencies

As a result the group determined overall,
NZIC is unfamiliar in four of the seven
competencies and comfortable in two.

The supporting feedback from the group
verifies this rating with observations
consistently summarising the NZIC as:

‘knowing the basics and doing some of these
well, with pockets of skills, knowledge and
experience; however we lack central
coordination and consistency in our
approach to meeting our obligations to
Maori and in integrating te ao Maori into our
workplace.’

A summary of themes identified within the
group’s feedback and during discussions
can be found in Annex A (pg. 20).

WORKFORCE CAPABILITY

Current level of maturity by competency

o‘*‘“ﬂﬂ
o
o
i 6.18
; [
|
3.52 o
2.75

\ 20 /

S

UNFAMILIAR

CAPABLE

3.0

2,63

b
oy iy
&€

e 7.0

.?fp‘

"
10
Ceg

JONVNYIA0D

Maori Cultural Capability Discussion Document | JSLT | May 2021

Page 05



Assessment process - priorities

To explore a potential pathway to maturity
for NZIC could entail, the group were asked
to review each competency and assess
where development of capabilities might sit
in terms of priority (short to long term).

As part of this process groups were asked to
identify particular outcomes they believe
NZIC should prioritise to build capability.
The exercise resulted in:

=
2 g
* a clear set of opportunities the NZIC S =
could capitalise on almost immediately § E
*  activities and elements that would need E =1 e
to be undertaken/established in the =
short term to ensure long term success =
»  aset of more complex and/or yet to be 1-2 years
fully understood action that requires
significant planning and the support of s 2.4 years
foundational elements. o8
: N p
The analysis of their findings is represented iy s'““ 4-6 years
over a six year period in the graph to the ®
right, and demonstrates how our capability Ly
6+ years

could shift following the group's priorities.
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Findings

A maturity model for the NZIC

Ultimately, the group identified a potential
pathway for the NZIC to mature significantly
over a six year period, while recognising
that continued monitoring, reporting and
adaption of capability plans will be required
in an ongoing capacity.

The group’s deeper assessment of
outcomes associated with the various
stages of maturity, and ideas for how those
capability needs could be met are best
described in five key stages.

While a six year horizon has been used to
describe these stages, it's acknowledged
that once work is underway NZIC may be
able to pursue activities faster, or
conversely may need more time to scope
and resource specific activities.

These stages are outlined in more detail in a
NZIC Maori Cultural Capability maturity
model on the next page.

6+
years 4-6
years

Embed and optimise
new ways of working

Continuous learning
& improvement

Review systems,
structure & process

Set direction and
gather resources

Continue or modify
existing efforts
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\
NEXT 12 MTHS N

NZIC MAORI CULTURAL CAPABILITY MATURITY MODEL

Continue or modify
existing efforts

»

»

Set expectations and outline
NZIC commitment with leaders

Source Maori cultural expertise
to support our journey

Confirm and communicate
12month plan and measures

Complete the delivery of cultural
training to all NZIC leaders

Expand offerings for cultural
training to non-leaders

DEVELOP AWARENESS OF OUR COMMITMENTS AND BUILD CAPABILITY

Active communicati I

1-2 YEARS

Set direction and
gather resources

» Establish NZIC Maori Cultural
Advisory function

» Define and launch Maori strategy
inclusive of:

Manawhenua engagement
Formal Te Reo Maorl language plan

= Systems, structure and process

t

review plan
leaming & development plan

Maori cultural capability sourcing
and talent management

Tikanga standardisation across
NZIC sites

Change management and
communications plan

ticipati d

6+ YEARS

Continuous learning
and improvement

' 2-4 YEARS

Review systems,
structure and process

PaEes 4-6 YEARS ot

» Cyclical strategic

» Undertake comprehensive
planning

review of internal systems,
structure and process against
the Te Arawhiti model

» Assess NZICs service delivery
model in the context of
delivering for and with Maori

» Establish change plans where
appropriate to meet the desired
level of maturity over the next
fouryears

» Expand relationships with Maori
beyond ‘obvious' connections

» Ongoing measurement
and practice review

t d t

mote te ao Maori in our workplace, with partners and across the system
DT T P T TP
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Priority areas

The working group felt strongly it was
important to acknowledge that there is work
underway across the NZIC to improve
collective understanding and engagement in
te ao Maori. This includes a range of
learning and development opportunities,
the establishment of the Waiata Group and
our improved ability to perform powhiri and
mihi whakatau for visitors and new starters.

Acknowledging that establishing a project to
design and implement a Maori cultural
capability strategy requires planning and
resourcing, they identified steps they feel
the community could take in the first 12
months while we set the direction and
gather resources.

They recommend capitalising on the ‘in-play’
activities, scaling up implementation
measures, and/or modifying elements to
reach larger audiences. They stressed the
importance of sourcing cultural expertise
and setting expectations across the
community to enable long-term success.

Recommended areas of priority (the first 12 months)

LEADERSHIP

Set clear expectations, regularly

and consistently communicate
our intended path and role
model the desired capability at
all levels of leadership.

LEARNING EXPERIENCES

Continue and modify existing

learning experiences to

increase access to (and uptake
of) Maori cultural competency
development for all NZIC staff.

CULTURAL EXPERTISE

Secure access to sufficient
Maori cultural expertise to
guide and enable our journey,
and share existing capability
across the Community.

MEASURES

Confirm baseline measures,
agree targets against desired
outcomes and identify the
key milestones in our Maori
cultural capability journey.

Specific examples of what this work would entail are described on the next page.
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Annex A > Feedback and discussion themes

acknowledge our history  nandson experience

understand the why organisational approach
IeaderShlp at a " |eVG|S communicate with actions
storytelling essential to delivery strategically selected champions

-nment OFgaNisational ownership

connect it to our mission
external expertise personal stories and connections are key

strategic approach tell our story
value our existing capability visible leadership support
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