Hon Clare Curran b

MP for Dunedin South & =4
Minist(.—:‘r‘of Broadcasting, Communications Associate Minister for ACC £ R .'I
and Digital Media \ A i\g
. . , 7)1 et (CTH
Minister for Government Digital Services Associate Minister of State Services (Open Government) } %,%Wﬁ \
Joss J.

fyi-request-7323-2cbebdf5S@req uests.fyi.org.nz

Dear Joss J.

In response to your message of 22 March 2018, please find attached additional
documentation relating to your request for "all official information that the Minister holds
relating to Official Information Act requests made to TVNZ that have subsequently come
before the Minister. This may include - but is not limited to - briefings you have received or
correspondence you have had with TVNZ regarding OIA requests.”

Documentation relating to four Official Information Act requests provided to my office on a
‘no surprises’ basis by TVNZ have been withheld in full under section 9(2)(a) of the Official
Information Act 1982. These requests were for information held about the individuals making
the request, or for information that pertained to the individual requestor in a personal
capacity. | do not believe it is in the public interest to release this information.

You have asked if any other information in scope of your request was inadvertently not
released. My staff have reviewed our email records and, despite best efforts, cannot find any
indication that we received the change.org petition you mentioned.

You have the right, under section 28(3) of the Act, to seek an investigation and review of my
response to your request by an Ombudsman.

Yours sincerely

Hon Clare Curran
Minister of Broadcasting, Communications and Digital Media

y . A A . .
- 64 4 817 8716 E Private Bag 18041, Parliament Buildings, Wellington 6160, New Zealand ﬂ c.curran@ministers.govt.nz beehive.govt.nz



Leigh Huffine

From: Brent McAnulty [89(2)(8} [
Sent: Monday, 4 December 2017 8:57 AM
To: Leigh Huffine; Adrianne Reid; Juston Anderson [TSY]
[s9(2)(a) Aaron Gill [TSY] [s9(2)(&)’

Information TVNZ/Woman in Workplace; ATT00001.

Hi everyone
Attached for your information is an OIA request received from . ding gender alitya arassment
at TVNZ, and our response.

Regards N
Brent

Brent McAnulty

General Counsel and Corporate Affairs Direct

Subject: OIA Response - TVNZ - Gender Equality and Harassment <
Attachments: OIA Request re Equality / Harassment; Official Informati?ffe Broad Salary




Leigh Huffine

From: Brent McAnulty |39(2)(8) ]
Sent: Monday, 4 December 2017 8:56 AM

To: s9(2)(a)

Subject: OIA Request re Equality / Harassment

Attachments: HARASSMENT Policy.pdf

Dear [s9(2)(a) i %

| refer to your email of 5 November requesting information relating to pay equality and harassmeQitat TVNL

Consistent with its legal obligations and observed remuneration disclgs nt'provide a
breakdown of remuneration for employees other than its CEO. TV muneration
(including salary, holiday pay, short term incentives, and superan cial year for

individuals paid above $100,000. Information relating to the i d-ih our Annual report
which can be found here:

http://images.tvnz.co.nz/tvnz images{TVNZ%ZOFinancia@;\Zo %202017%20Fina). pdf.
(rh"““;k \\
Providing the requested remuneration breakdow tification of individuals and breach

i
t
1‘--._‘_\_\‘-/\
-. r would efis

employment agreement confidentiality obligat
regard.

itial Information Act applies in this

TVNZ doesn't currently have a specifips@

policies including appointments, dilersity a¥ remuni@?:2

TVNZ has a comprehensive ss olicy. ted in July 2017 and is attached. TVNZ regularly
reviews all its policies. The harassmen és that have been reported or investigated at TVNZ in the past
year.

Your sincerely ?? x

Brent McAn
u

Gener and Corpo irs Director

AN




TVNZ Harassment Prevention and Complaint Management Policy All printed copies are uncontrolled

Harassment Prevention
and Complaint Management Policy

INTRODUCTION

At TVNZ we recognise that all forms of harassm
committed to ensuring appropriate standards
workplace. This policy provides information about w

the process to follow to resolve complaints. @

POLICY
e TVNZ is committed to providing a

&nt - ensuring employees,
cd-dignity.

constitutes harassment and
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ave a complajr @

e TVNZ is committed toNf evention of alNMOrNS gt harassment in the workplace and
will take every ’ v the occurrence and recurrence of
harassment of i @ employees or clients.

erplefyee, or client of TVNZ. Harassment may
misconduct and offending employee/s may be

e No employ,
constitute

making a complaint of harassment in good faith.

s a concern about the behaviour of a manager, co-worker,
@ that their complaint wil be taken seriously, treated

S nt is a form of discrimination and is unlawful under both the Employment
elafions Act 2000 and the Human Rights Act 1993.

Harassment of any kind is broadly defined as:

Any behaviour directed towards an individual or group that a reasonable person, having
regard to the circumstances would expect to insult, intimidate, victimise or disadvantage
the recipient, and which is;

e Unwelcome, hurtful or offensive to the recipient; and is

e Repeated. or is of such significance as to adversely affect the recipient’s
employment or well-being.

Harassment may include, but is not limited to the following:
¢ Unwelcome and suggestive scrutiny of physical characteristics

e Improper suggestions, physical closeness or contact, stalking, verbal innuendoes,
and jokes or comments of a sexual, racial or offensive nature

e Mocking remarks about appearance, race, colour or speech

Effective Date: 01 July 2017 1



TVNZ Harassment Prevention and Complaint Management Policy Al printed copies are uncontrolled

e Display of offensive printed or electronic material
e Bullying

LEGAL POSITION

Harassment is unlawful under both the Employment Relations Act 00 angd” the
Human Rights Act 71993 TVNZ and individuals who harass may be legally I\rgbe if
harassment occurs. In addition, many of the things that constitut ’\hafg sment are
also offences or crimes.

HARASSMENT
Harassment includes but is not confined to the following categories:
Discrimination

Conduct which is likely to result in less favourable\tre\atm nt, or greate.aless favourable
environment, for any person/group than fo? a ofher under &imilar circdmstances, by

reason of any of the prohibited grounds set out i tfwe including
race, colour, ethnic or national origin, gend%’xias(?, disability, plysical appearance, marital
or family status, religion, ethical lief., i affiliation,\ p i’d&al opinion or sexual

orientation.

Discrimination may arise from offici stabﬂent. actionsomissions, decisions or policies as
well as from informal or persona stateménts or-coRduct ™t may also be indirect, that is it
may have the effect of t}e ing.someone diffefently.on’a prohibited ground, even if the
discrimination is not explicit

Sexual Harassment

Sexual Harass@ a cur irre% Qe?ve@ffthe recipient’'s gender and includes:

° Unwante (or/%nsive attention &f a sexually oriented nature

. Impy ore SS pro is%wrd for complying with a sexually oriented request
rexpresse I ofy reprisal for not complying with a sexually oriented

(. Examplés of SexualKarassment: include but are not restricted to:
e Verbal %ﬁ: ersistent sexual innuendo, sexual or smutty jokes, name-caliing,

S
S/
L/ questio a person's private life, requests for dates or sexual activity, wolf
o~ O\ W w S cene telephone calls
4';/( /; . 7 e ’ ’V_iéu% written material: graffiti, suggestive or obscene letters, display or
s | lunwant&d exposure to sexual material in the form of posters, calendars, magazines,
N\ (s w.cempluter games, screen savers and other computer images
/\‘ ; ‘-- = » N . .
/ /g\_‘ Physical behaviour: offensive hand or body gestures, peeping or exposure, or any
B 7/ “unwanted physical contact
/> N\ <
'/ A~ ¢ Any such behaviour that is unwelcome or offensive to the recipient
\. \":/ 4 #

Racial Harassment

It is unlawful for any person to use language (whether written or spoken), or visual
material, or physical behaviour that:

° Express hostility against, or brings into contempt or ridicule, any other person on the
grounds of the colour, race or ethnic or national origins of that person; and

° Is hurtful or offensive to that other person (whether or not that is conveyed to the
first-mentioned person); and

Effective Date: 01 July 2017 2



7\
N

TVNZ Harassment Prevention and Complaint Management Policy All printed copies are uncontrolled

Is either repeated, or of such a significant nature, that it has a detrimental effect on
that other person

Examples of Racial Harassment include but are not restricted to:

Verbal behaviour: derogatory comments, name-calling or nick-names made on the
basis of a person's race, colour or accent; jokes” which ridicule or portray individuals of
certain races or nationalities in a demeaning way

Visual and written material: racist graffiti or the use or display of racist prepagaq'ga

Physical behaviour - ostracising a person because of their race, go\lcyr, natienal or
ethnic origins, physical assault of a person on the grounds of their < :

Where such behaviour is hurtful or offensive to the person experiencing it..

Personal Harassment: N 7~
Personal harassment means any behaviour by an employee ‘or_client of TVNZ~which
explicitly or implicitly intimidates, humiliates, undermin/ezor ominates acr;/a Derson; or

involves the use of abusive and/or threatening langugg

erbal or physidal threats, or any

form of physical assault.

Abuse of Managerial Authority: <
Abuse of Managerial authority means conduct by a-manager_in relation to an employee
who reports to them or over whom theﬁawervisory authgrity and which:

Intimidates, humiliates or unééﬁmimes anothe peréo by belitting them, or
excessively, destructively orNinappropriately criticising ‘or reprimanding them, or
excessively scrutinising their work;cy

Makes demands that Weaso ble oro tside.the-other person's role; or

Makes a demand to gerform an action tfiat is i1 reach of the principles of any policy
of TVNZ |

Bullying .
Bullying is a \b(Qf personal or-marfagerial harassment, as described above, which is

characterjsed

eated aﬁ\ er@;tent, abusive, intimidating, malicious or insulting

behavio @ asan effeot’BrTu\ao a’person’s dignity, sense of safety or well-being
Overfbullying’can includ®. Yor eXgmple:

LA
< 7

© Covert bulying gan include acts such as, for example:

{ ﬁéliber ely overloading someone with work and imposing impossible deadlines
\_‘Consfantly changing targets or work guidelines

~_Isefating or ignoring an employee on a consistent basis

“_£hanges in the duties or responsibilities of an employee to their detriment

™

T

and intimidatior
Mdnipulatioprand coercion

_.---_Verbal abusi \qr/dé}grading language or gestures
"/ Belittli ar ither to the recipient or behind their back

Unjystifi ts of dismissal or other disciplinary action

without reasonable justification

WHAT HARASSMENT IS NOT
Occasional differences of opinion, conflicts and problems in working relations are a
part of working life and do not constitute bullying or harassment.

Workplace counselling, managing underperformance, or other legitimate action in
accordance with departmental policy and procedures, are not bullying or harassment.

Specific types of non-harassment are:

Mutually acceptable light-hearted exchanges, jokes and compliments
Friendships, sexual or otherwise, where both people consent to the relationship

Effective Date: 01 july 2017 3
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e Assertively expressing opinions that are different from others

e Free and frank discussions about issues or concerns in the workplace, without
personal insults

e Issuing reasonable instructions and expecting them to be carried out

e Insisting on high standards of performance in terms of quality and time_!in_ess of
work

e Insisting on high standards of performance in terms of safe@ and team
cooperation ; ;

e Legitimate criticisms about work performance

e Giving negative feedback, including a performance appfaisal, and requiring
justified performance improvement % .

e Warning or disciplining someone in line with organisa

¢ Targeted affirmative action policies, or reasonable ace Jaglag! dat|on prow’éion
of work aid for employees with disabilities

HARASSMENT PREVENTION AND COMPLQDI MANAG|

Where TVNZ has information to suggesl@\t any form of/ha assmerit or
discrimination might occur or recur, TVNZ nas\a duty und r\ﬁe uman Rights Act
1993 to prevent this.

The formal process of complalnt<\nd remedy is at/the opt|om of the employee, and
includes:

e TVNZs internal proce X\ N -
° The Employment Selatl ct (200 Pers\nat Grievance procedure; or

° The Human Ri ct (1993) complalnt pro isions

TVNZ's management. 1n )g%
o Providing inférerationfor em on what constitutes harassment and the process
to follow if th(%f svJ}éd to ma mplaint.
of

° Ongo g\> TVNZST Q\alnsprocedure

UN MBﬁANTI TED ALLEGATIONS
p possble ences for someone accused of harassment are severe.

erefor ga on of harassment against another employee which is found to be

/ //.{\ malicious nfounded could itself be considered an act of harassment.
1 ’ e ANy thlated allegation which is found to be malicious and/or unfounded may
~OS ' inisciplinary action against the complainant.

<1 JTRjs should in no way discourage an employee from making a legitimate complaint.

N
;f/ (‘ COMPLAINTS PROCEDURE RESPONSIBILITIES
< 9 /
\_\(\ Contact Person Responsibilities

N v A contact person can be a trusted colleague, a manager, a People & Talent business partner
) or one of the exec team.
It is the contact person’s responsibility to:
e Act on any harassment concerns immediately, with empathy and in line with this
complaints procedure
e Ensure that complainants are not victimised for exercising their right to make a
complaint

Where a contact person is uncertain of how to deal with a complaint, they should refer
the matter immediately to one of the exec team or to their People & Talent business
partner.

Effective Date: 01 July 2017 4
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e Approaches to contact people are made in confidence subject to the follow
paragraph (Limitation regarding confidentiality) of this procedure.

¢ Limitation regarding confidentiality
If, after speaking with a potential complainant, a contact person believes the
complainant or other people may be at risk of harassment if no intervention occurs,
he/she may approach an exec team member or People & Talent business/p/artner in
confidence, and discuss the concern. It may be that even without the complainant’s
consent TVNZ will have to intervene or investigate if it appears that a serious ineident
has taken place which puts either the complainant or other employees at continued
risk of harassment. ' ) /N

Complainant Responsibilities .
e The role of the complainant is to either folow the self-help procedure or approach a
contact person as soon as they feel they are being subjected to harassment:

e They can then receive help to identify the behaviour aﬁd\th @tions o/pemg them:

s The complainant may need to provide details of tye ber}aviour in{either verBal or
written form and may need to indicate a preferenée of one of three op’tions for
dealing with a complaint of harassment.

People & Talent Responsibilities NG . \ :
e The role of People & Talent is to ensure any gomplaints are d\e;nlt with fairly and

impartially, and to monitor and addrés &é&e as in rele\tion;co harassment.

e People & Talent business partners’ﬁaayx@l;o e respgﬂsible fériisison with the manager
and the complainant to advisefz\)Q the\ne d to intervene or.investigate and to decide if
the alleged harasser should be\app@a hed. .

Depending on the severity/of\a comptaint, the B’i\ople & Talent business partner may be
required to investigate Qnggici_de if interveftio IS\re\quired in a case where there is a
t

continued risk of harassment, even without a complainant’s consent.

PROCESS TO/MAKE A COMPLAINT -

Where the complaint/is about the behaviour of a client of TVNZ:
The com IRFQan hould rep’r@haviour directly to their chosen contact person, who

=]

h as occurred, take réasonably practicable steps to prevent recurrence of the
odr /ANy such steps wi /ﬁot be to the disadvantage of the complainant in his or her

yment.

c?r{ﬁ)van @ 6r an immédiate ingquiry into the facts of the allegations and, if satisfied that
S
e

o

aint\L/about the behaviour of a manager or co-worker:
ilable for dealing with a complaint of harassment from a manager or
A\cémplainant may choose any one of these options as their preferred first
_ ~ r}ﬁi g self-help or informal intervention doesnt stop a complainant from
N / L lodging formal complaint if their efforts to informally deal with the problem are
N\

O sful.
N self-hel
. \( If thé complainant feels immediately able to deal with the problem themselves, or feels

/P N \-\\_ confident enough to do so after discussions with a contact person, this is encouraged.

< Q/’/',.‘} /They should approach the alleged harasser alone or with a friend, explain what behaviour
L ‘ concerns them and that they do not welcome it and ask that it stops.
¢ \) 2. Management intervention or mediation

If the complainant wishes, another person may intervene on their behalf without a formal
- complaint being made and investigated. This could be their manager or their People &

Talent business partner.

Intervention may take the form of mediation. In consultation with the complainant TVNZ

may decide to engage a mediator from an external agency. Any such person wil be

experienced in dealing with harassment issues.

Effective Date: 01 July 2017 5
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The purpose of management intervention or mediation wil be to facilitate a satisfactory
resolution of the problem between the complainant and the person being complained
about.

Management intervention or mediation can be "shuttle” where the parties are not brought
together or ‘round table’ where the parties work through the problem together.
Attendance by the complainant at a ‘round-table” discussion or mediatio /m st be
voluntary and not made a condition of the process. &J

Any agreement reached between the parties or between a party and @wei\r @er
during informal intervention or mediation will be made known to and wil e ,Q%itoéd by
the managers of the parties concerned. ugﬁ

Subject to the paragraph below, no disciplinary action will be brought against‘a party who
participates in management intervention or mediation, and who reaches and abid@s\by an
agreement reached in management intervention or mediatior-under these prog%s.

Failure by a party to participate in management interveqti A‘or mediation omfil

the terms of an agreement under these procedurﬁquay \‘e’\t@ated as”\d's\ciplinary
matter by the manager of the party breaching the‘agreement. @ 4

3. Formal Complaint

A formal complaint should be lodged in cases Xv@

e The complainant wants to make a formal ce{qglgln .

e The self-help or informal interventio?qa%ogc\ as not resolved the problem and the

complainant wants to make a formalc laipt.
: corblapt \\

e The allegations are so serious, th t,\i s%bstantiateélth\ey ould result in disciplinary
action being taken against thé\ harasser. In these“siQ@ ions'the complainant should be

advised that a formal complainhs\\t_}’l/érf'nost a ia{)‘ btion.

A formal complaint can be/odoed by speakin {VT} People & Talent business partner, or
a member of the exec t am\ <

A formal complain?@wjl> e\inv;stigated @e{)p@& Talent, or the Director of People &
Talent may decide gage’an indep%Qdeﬁ investigator from an external agency. Any

. N ) RV A N .
such person wil experierced in jpvesti atifig’ harassment issues.
N /‘ {“ gating

Investigation f\/o al Complain
The broagheroce are: /&
e The investigasor wil i terviw complainant. The complainant will outline and record

ir alegations as a QKQ?I complaint; they may do this by writing their own letter of
oﬁpla and/or by telin %‘rfeir story to the investigator.
he

. T\%estiga}or will prO\}d)e written notification to the person accused of harassment

o) is Policy should be provided to both the complainant and the person

a formal\é@q;r}a‘int has been made and will include the details of the allegations.
e pers acaui{déf the harassment must be advised that they can have a support
person @'\ tthe interview that will follow.

ssment must be given an adeguate opportunity to respond to the allegations.

%e investigator will interview any persons who may have information relevant to the
omplaint. Where a witness reasonably requests confidentiality with respect to their
statement(s) then that confidentiality shall be respected in accordance with the
Privacy Act 1993,

e The investigator wil gather or record any physical evidence of the action(s)
complained of.

S arassment.
. he irestigator will interview the person accused of harassment. The person accused
®

e The investigator wil write a confidential investigation report and within that report
make recommendations as to whether:
~  the complaint has substance; or
- the complaint cannot be established; or
— the complaint does not have substance

e The investigator will deliver the investigation report to the Director of People & Talent
who will make a decision on the complaint. The Director of People & Talent shall

Effective Date: 01 July 2017 6
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communicate their decision in writing to the complainant and to the person accused
of harassment within 7 days of receiving the investigation report.

e FEither the complainant or the person accused of harassment may, within 14 calendar
days of receiving notification of the decision of the Director of People & Talent, appeal
that decision through their People & Talent business partner.

e In all cases where the Director of People & Talent finds that the coynplaint is
substantiated, the harasser will be disciplined by their line manager in accordance with
the TVNZ Employment Code. This will include as a minimum:

- An apology to the complainant; and
A formal warning

[t may also include any or all of:
Direct counselling on behaviour

Attendance at formal counseling, therapy or training - —
Transfer
Dismissal S ' ,

e  Where a complaint is substantiated, the complainant must nc}t/be transferred as part
of the resolution of a complaint, unless this is what they freeQ/)Nént to do.

e Should the investigation of a complaint result.in a compgm\ei%g found to have been
made maliciously, such complaint’WilI be consideredto be sericls misconduct and the
complainant shall be disciplined accordingly.

Where the complaint is by a clientéf TVN\Z about_ a mployeez

¢ The complaint will b/e//fgr alty investigated in “accordance with the procedures
outlined in the Forma cgn/p int Proceddreg/a/boy/e.

Record Keeping é -

e When a formal c\r&n/i@r\}t as been 'Jodgeg, full notes should be taken at the time of all
formal inte/r;@rvs. i h/ussions a ;_actiérjs_.

e [fa person\z?pﬁpi?c es a contact-person for discussion and information, the contact
perscyaQL;s e a record’ f t\h\e contact - including detail of the complainant and
the illege asser, tl(e\dace nd a brief account of the interview including what

i

tionth mplain ﬁmt;e
° Such\pecords of ;ta t concerning harassment complaints must be forwarded to
u g ple & Talent teamywho wil store the document and keep it confidential. In this
N\ way” TVNZ é\aQ mapitor the incidence of harassment and how effectively its
A NN Complaints pr\éc@s are operating. No information from the complaint record wil
7 Aoms "™\ in_the” personal files of either party. Information received that aleges

NS

"'Izer\_{‘ent on, mediation or an investigation into allegations against that individual in
\ “~abc9fdance with these procedures.

,r'_’,».//\.'"--.\__\"-{fl management intervention or mediation has resolved the issue a record of the

PN 7/ “agreement reached will be kept in a confidential file within People & Talent so that the

/7 N agreement can be monitored. No details of the complaint or agreement are to be
{ <\,:"j\ ' entered onto the personal files of either party.

N

N\ NV o
( (\) ) If a formal complaint is made:

e If a complaint is investigated and substantiated, then the harassers personal file will
contain a summary of the nature of the complaint, the outcome and the penalty if any
disciplinary action is taken.

e A full record of the information obtained during the investigation and the disciplinary
interview will be kept in a separate, confidential file within People & Talent with
restricted access. No copies of the information shall be held outside People & Talents.

Effective Date: 01 July 2017 7
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e No record of the harassment complaint will be placed on the complainant’s personal
file unless it is with the complainant’s permission and necessary 1o explain a work
performance problem.

e [f a complaint is found not to be proven or cannot be resolved, all records will be kept
but in a separate, confidential file within people & Talent with restricted access.

DISCLAIMER

Nothing in this policy affects the complainants and alleged harassers rights under the
Employment Relations Act 2000 ana/or the Human Rights Act 1993,

BREACH OF POLICY @

TVNZ will take appropriate action if this policy is breached. A breac a sult in
disciplinary action being taken, possibly including termination of employ t.

©@%
S

PEOPLE & TALENT SUPP
For further support regar% icy pl ct your People & Talent business

partner.

5
Policy Owrief =~ Director of People & Talent
Polié@e Date 1July 2017
Polic! ew Date 1July 2018
St

Effective Date: 01 July 2017 B
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Leiah Huffine

From: <fyi-request-6802-95368c84@requests.fyi.org.nz>

Sent: Sunday, 5 November 2017 12:31 PM

To: s9(2)(a)

Subject: Official Information request - Broad Salary Information TVNZ/Woman in Workplace

Dear Television New Zealand Limited,

After watching the recent TVNZ episode of Q+A regarding pay equality and woman in the workplace, | was

wondering if you could please release the following information regarding your organisation. <§

1. Without going into detail as to who the salaries belong to, simply interested in the n s, wha rigs

do you pay to the 15 highest paid staff at tvnz? /\:é

Example 1:Sxxxxxxxx ; ;
27 SXXXXXXXX
3 SXXXXXXX @

2. How many of those 15 are woman, and if possible, attribute a c t @s

Example 1:5xxxxxxxx - M
2 SXXX00xXx - M
3: Sxxxxxxx - F

3. Please disclose the policy TVNZ has regarding

In light of recent events in the media in
Hollywood etc)

4. What is TVNZ's policy regardi
an anonymous tipline?, a for

5. 1s TVNZ reviewing Ws in light st coming out globally about Sexual harassment in the media
industry? V
6. Has TVNZ ha@sztigate I i

7. If so, how many claim o be investigated?

ithin the past year?

8. Have any of thes tigations had to be referred to another agency (such as police)

Yours faithfully,

s9(2)(a)

This is an Official Information request made via the FYI website.

Please use this email address for all replies to this request:
fyi-request-6802-95368c84@requests.fyi.org.nz



|5|59(2)(a) Ithe wrong address for Official Information requests to Television New Zealand Limited? If
so, please contact us using this form:
https://fyi.org.nz/change_request/new?body=tvnz

Disclaimer: This message and any reply that you make will be published on the internet. Our privacy and copyright
policies:
https://fyi.org.nz/help/officers

If you find this service useful as an Official Information officer, please ask your web manager to link to us from your
organisation's OIA or LGOIMA page.




Leigh Huffine

————————————————————— ———————————
From: Brent McAnulty [s9(2)(a)
Sent: Monday, 22 January 2018 5:58 PM
To: Leigh Huffine; Gay Cavill
Cc: Georgie Hills; Rachel Howard
Subject: FW: OIA Response

Hi Leigh / Gay

Below is our response to the OlA request received from[89(2)(a) | E;
You’ll recall that this was originally received by your office and transferred to TVNZ. % :: @
Regards &
Brent
Brent McAnulty i % : @
General Counsel and Corporate Affairs Director @
From: Brent McAnulty ggi
Sent: Monday, 22 January 2018 5:56 p.m. /7 :

To{s9(2)(a) oy

Subject: OIA Response @ %
Dear[so)a) | RDP

| refer to your email request mation regar aked Attraction.

ee recei %ﬁmal complaints for Naked Attraction in late 2017. Formal

The TVNZ Complai

complaints are t a ich the identifies grounds for a potential breach of the Broadcasting Free to
Air Code of Pr % t, the average audience reach for the programme amongst the target
demographic of 18 s1190,000 per episode.

[orput thi
9 year %a

TVNZ received other f
complaints or wher.
phone. No reco

m viewers, both positive and negative, which didn’t meet the threshold for formal
spondent did not wish to make a formal complaint. These were both in writing and by
pt of the volume of calls and messages received.

it is not possibl antify how many advertisers removed or rescheduled their advertising in Naked Attraction
specifically because of the programme itself. Most advertising on our platforms is placed by agencies, and the
practice of changing advertising placement is relatively common in our industry. As soon as we “open” the schedule
for booking there is considerable demand, and TVNZ's terms of trade allow for rescheduling within certain
parameters. A reason for removing advertising is not requested, and is seldom given by the agency.

In accordance with Section 19(b) of the Official Information Act we advise that you have the right to seek an
investigation and review of the above refusal by making a complaint under Section 28(3) to an Ombudsman.

Yours sincerely



Brent McAnulty
General Counsel and Corporate Affairs Director

d.[s9(2)(a)
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Leiah Huffine

From: Brent McAnuItyng(Q)(a)

Sent: Thursday, 22 February 2018 6:06 PM
To: Gay Cavill; Leigh Huffine

Subject: FW: OIA request

Hi Gay / Leigh

FYI, an OIA request from the Herald's|s9(2)(a) |is below, along with our response.

Regards &
R O
Brent McAnulty &
General Counsel and Corporate Affairs Director

O tvrz @E @§>
From: Brent McAnulty @

Sent: Thursday, 22 February 2018 6:04 p.m.

To{s9(2)(a) @

Cc: Georgie Hills

Subject: RE: OIA request @

Dear|s9(2)(a) % %

The total remuneration of the X@paid e TVNZ is disclosed in our Annual Report in $10,000
bands. %

However as TVNZ ha W small poalaf presenters, any further identification (such as gender or presenter /
non-presenter stat ntify in erefore we withhold this information under section 9(2)(a) of the
Act, in that it i s ] prote% cy of individuals.

The guestions yorve put t s@t you wish to gather information about gender pay parity at TVNZ.

We're fully committe deY’pay parity — equal pay for work of equal value. We believe it’s an area we're
performing well in el eontinue to monitor closely.

Currently thergreement on a standard approach for measuring and reporting on the gender pay gap in NZ.
We're aware StatistiCs NZ has been tasked to work on this but until there’s a consistently applied approach we won't
put a figure out.

We do report, however, on female representation across the business in our Annual Report, as this has a critical
bearing on pay parity. We currently have 50:50 representation at a Board leve!; a third of our executive team and
50% of our business leadership roles are filled by women. And we've strengthened female representation in senior
leadership roles this year: two out of three appointments to our executive went to women in the past year. We're
actively monitoring our progress and we’re committed to closing gaps between where we are and where we want to
be.



In accordance with Section 19(b) of the Act we advise that you have the right to seek an investigation and review of
the above refusal by making a complaint under Section 28(3) to an Ombudsman.

Regards
Brent

Brent McAnulty
General Counsel and Corporate Affairs Director

O tvrz

From: Georgie Hills @ &
Sent: Thursday, 25 January 2018 12:39 p.m. @
To{s9(2)(a) &

Cc: Brent McAnulty
Subject: RE: OlA request @D §§
Confirming we’ve received your request. @ &\

I've copied in Brent McAnulty who oversees all OlAs to TVZ, %
Cheers, @
Georgie @@ @D

Georgie Hills @ Q

GM Corporate Communicati
4[592)@) N

" NV
O 1

From:[sg(z)(ﬁ'_\\\)
Sent: Thursday, 25-anuary 2018 12:32 p.m.
To: Georgie Hills

Subject: OIA request

To whom it may concemn at TVNZ,
With respect, | request the following information under the terms of the Official Information Act 1982:
1) Combined annual salary and other benefits paid to the ten highest-paid on-air presenters at TVNZ.

2) The above list broken down by gender: listing the number of the 10 who are women or men, and the
average paid to each gender.



3) Combined annual salary and other benefits paid to the ten highest-paid employees who are not-presenters
at TVNZ.

4) The above list broken down by gender: listing the number of the 10 who are women or men, and the
average paid to each gender.

The information sought in this request is to be used as part of a report by the NZ Herald into of pay equity. As the
information will be used to inform the public about an important societal and economic issue, | as that any fee be
waived.

It is understood elements of the requested information might not be considered public information. If this is the

case, | would ask each element is considered separately, described as best it can be and reasons for any information
being declined being set against the information sought

I would like to register my desire to have the information provided electronically. @ &
| anticipate receiving the information under the terms of the act, which stipulates a riod of 2(@55
days. It must be noted this is the maximum period for the response under the legisfation you are
provide the information sought as soon as it reasonably practicable.

Written confirmation of receipt of this request would be appreciated. @ v
If | can be of any assistance, or you wish to discuss clarifying this re se call Egy )(a)
[59(2 )(a) | %

Cheers,

s9(2)(a) @
PV

New Zealand Herald

s9(2)(a) ®Wv &Q N\
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Leigh Huffine

From: Brent McAnulty |5T?(2)(a) J
Sent: Tuesday, 13 February 2018 7:45 PM

To: Gay Cavill; Leigh Huffine

Subject: FW: Seven Sharp audition footage

Hi Gay / Leigh

Below is our response to a request from the Herald in respect of Seven Sharp auditions .

pront &@@ @9&

Brent McAnulty
General Counsel & Corporate Affairs Director

4.[s902)(a) @@D @
m. @
Otz (Dnews @

From:|s9(2)(a) PN, o
Sent: Wednesday, 31 January 2018 12; N
To: Georgie Hills; Brent McAnulty

Subject: Seven Sharp audition fo

Dear Georgie and Brent, §

If I can be of any assistance, please call me on|s9(2)(a)

s9(2)(a)
Journalist
New Zealand Herald / Weekend Herald / Herald on Sunday

s9(2)(a)

Private Bag 92198
Victoria St West



Auckland
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