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Introduction

The purpose of this document is to set out the decisions made on the proposed structural changes

to the Asset Management Division following feedback from staff.
The feedback received was for the most part supportive of the specific proposals. | have considered
carefully the feedback provided and have provided my responses in the feedback summary of this

document. /

There was also feedback that was'not specific to the proposals and that vgaﬁlsejjfﬁul. Mucb of
tifrfm‘}be/r)ropqsaﬁﬁ

effective. Asummary of that feedback is also contained in Ehxsjd‘ogumft ’ o

The final decisions have been formally approved by hilG

Pl <
this will be considered through the impleme ntation phase in term%gf/
. .
/
| would like to take this opportunity to thank everyor




Background

6. Details of the proposals were outlined in the Proposal document that was released to staff on 31
July 2015,
7. The proposal included new roles; an Information Analyst, 3 Programme Manager, an Interior

Designer and 3 Relocation Manager in addition to the three Project Manager roles that recruitment

Feedback
S. A number of staff took the opportunity to
10. The following table summarises the kg them

feedback.

Fecdback Theme Respanse j

Establishment of fixed
roles of;

* Information Ana

* The proposal to establish the new fixed term
roles is confirmed.

€ern was expressed about s tjs agreed that the changes to reporting
hanging reporting lines prior to the lines to the Programme Manager should take
ppointment of the Programme place post the starting of the personin that

Manager. It was suggested that for role rather than to a vacant position,
business continuity, reporting lines | o The above alsg applies to the Works of Art
to the Programme Manager are team and the starting of the DesignManager

implemented after an appointment
has been made,

Some concern was raised about the
fixed term nature of the
appointments and if permanent
appointments were 3 better option,
Particularly if there js slippage in the
3 year work programme,

* The fixed term appointments are closely
linked to the investment programme and
therefore fixed term appointments remain
the preferreq option. The work programme
will be actively monitored as we go forward
and the need to extend any fixed term
arrangement wilj be considered
appropriately at the time.
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R P ..

clarity and
will be avaitable prior t0 the recruitment

e Feedback was received that some ofl ¢ The Job Descriptions will provide

the responsibilities and

accountabilities need further process commencing.
clarification, particularly the
leadership role of the Programme

Manager.

Establishment of a fixed term| ¢ While feedback indicated overall The proposal to esw sh the fixed term
role of Information Analyst fole

general support for the changes Information Analyst m}f;;if confirme(V

reporting to the Asset
Strategy Manager

there was limited feedback received

on this specific proposal.

Establishment of a fixed term| »  While feedback indicated overall _ {
role of Programme Manager PN
to cover end to end project

delivery function
on this specific proposal.

= T
The feedback is noted however, lam

satisfied that these issues can be managed

Redesignation of e voad o s L
ignation of Manager, | *® Feegt@‘qk@a§tece:ved questjoning!
N S N,

Special Projects to e )
e _the tompe riorities thrat/may
Acquisition Manager. A ﬁp g priorities tiat/m V-

appropriately to ensure that the Acquisitions

Manager role is not distracted from its

primary functions and that we will monitor

and adjust resourcing if the programme

requires.

e The proposalto change the designation to
Acquisitions Manager is confirmed.

igfng/;ﬁ?/ orting linefor | While feedback indicated overall e The proposal to change the reporting line 5;
( ipriip esegnPManager tothe general support for the changes the Design Manager to the Programme

|| RrOp rogramme . . : <

‘\ﬁﬁéger roieg there was limited feedback received Manager is confirmed.

on this specific proposal.

Change of reporting line for | e Some feedback was received e The feedbackis noted. | acknowledged that
::Z B\Z?i::’\on;lkasnc;fgif teamto suggesting that additional resources workloads have been impacted by significant
may be required in this area moving projects over the last few years.
forward. | am satisfied that current resourcing is

appropriate.

The potential for continued pressures are
unclear at this time and at the completion of
the WOA strategy We will be positioned to
provide greater surety around the WOA
programme and identify and respond to any
resourcing issues. ‘

[T ————




Feedb}ack Theme ‘ S_utﬁmary of Feedback p;'ovided .. Res;opse '

* Thiswill include the potential to continue the
current extended hours of work
arrangements that are in place.

* The proposal to change the reporting line of
the Works of Art team to the Design
Manager is confirmed.

2%

-
Redesignation of the Asset e While feedback indicated overall * The proposal tgckans
s

Development Manager role general support for the changes
to Global Pevelopment there was limited feedback received
Manager and a change of

reporting line to the on this specific proposal,
Proposed Programme
Manager role,

Change of reporting line for |« Feedback supported this-pi i épro s«’i‘ffcgchange the reporting line of
three Project Manager roles v

to the proposed Global
Development Manager roje,

e three Project Managers to the Globa]
fﬁ}éve Opment Manager role is confirmed.,

Change of reporting line for |
Project Co-ordinator role to
the proposed Global

Development Manageyo

The proposal to change the reporting line of
the Project Co-ordinator to the Global
Development Manager role s confirmed.

I agree and will be ensuring that these jssyes
are taken into account moving forward,

management oversight
needs to be in place during this
change and during implementation
to take account of the paralle|
changes in the Services Group,
Particularly in Project Management,
J to ensure links are maintained and
risks mitigated.

Concern was €Xpressed that with a
focus on larger pieces of work it js
Very important to not lose sight of
relatively smaller work priorities,
projects and Maintenance moving
forward and that additional
résources may he required in
particular areag {e.g. the Pacific).

The feedback js noted. |am however
satisfied that the strengthening of the
Programme Delivery team wil| provide focuys
and benefits across the entire work
programme., expect that the cha nges will
both strengthen technical capabilities and
free up resources to manage areas that may
not have received sufficient attention.
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Feedback '{heme 1 Summary of Feedback prcwded Response
e Feedback was received inquiring |f o It has been taken into account to the extent
impacts from and on the AIMS required at this stage. The AIMS resourcing
Project have been taken into will form part of the AIMS business case
account and if AIMS when that is ultimately landed. The
implementation is sufficiently Information Analyst role is for two years and
resourced will assist in the AIMS proposition but is not

envisaged to be the on-going administration
role should the AlM ution call for that.
The space created‘1 the Asset Manageﬁ\/e’nt
assist in p vta/mg apamtwto to he

Feedback was received suggestmg\

A number of options were considered but '
am satisfied that none of those options,
including increasing RAMS, provided the
same level of benefit. The original proposals
put forward provide the best fit to deliver

immediate and long term objectives.

N

X,

.
Fgedback not directly linked to the proposals themselves.

11- An inquiry was made as to the employment arrangements for the current Design Manager and if this

was an open tenure full time role.
- Itis confirmed that this role is permanent and full time and will be openly

advertised.

12. Inaddition to providing feedback on the actual proposals outlined in the discussions document, some
staff also provided views on other improvements that could be made moving forward. Primarily
these were related to;

o the nature of the fixed term roles and the terms and conditions attached to those
appointments;

¢ resourcing of other parts of the Ministry that impact on the AMD work programme;

o career progression opportunities;

o overall current and future resourcing;




® organisation of work and activities and functions within teams;
* alignment of activity with outcomes, and;
® governance issues;

- The information and views provided will be extremely useful moving forward,
however the feedback is outside the scope of the review (e.g., HR Policy in relation
to terms and conditions, resourcing outside AMD) or best addressed by the teams
themselves once the structure is in place. An y further changes to resourcing,
structures, governance and management of workloads ancycg:/vmes within the
teams will continue to be part of normal business as usudi\for’ﬁ}/]D Manager 5/

,_f/ ot ssatwﬁmthe;
teams proposed {e.g., are all projects transferred from the RAM}"}he‘ K_‘,cqméztlon's Mahagm:),ihow
linkages {both mternaHy within AMD and with other relevant/pf {ts ofthe Mmrst : ”andjgiatlonshlp

14‘ o i
acquisition acttwty fail;ngfdthe Acqu‘smons Manager) and what the overall intended purpose of

some of the rol/fz ~x

ieg;pect tha th

ab;htres appear to be changed.

- lam satisfied that the changes proposed do not represent significant changes for
individuals or roles to the extent that an yindividual is “affected” by the final
decisions. While there are some changes in responsibilities and accountabilities, |
am satisfied that these do not meet the threshold that would require the
disestablishment of a role and the establishment of a new role. ! am happy to
discuss any concerns directly with individual staff.

Questions

16. A number of questions were raised during the feedback process seeking clarification rather than
providing submissions or views on the proposals. | expect that many of these gueries will have been
resolved through this final decisions document, in my face to face meetings with teams or by direct
response from me to individuals. If there remain any unanswered questions or you require any
further clarification, please contact me directly.
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Final Decisions

17. The vast majority of the feedback received was supportive of the general thrust of the proposals.
While some feedback suggested some minor changes to how the activities and work programme was
allocated , on balance | have determined that the proposals as outlined in the proposals document
will be implemented unchanged.

18. Attached as an Annex is the approved organisation chart as a result of these final decisions.

Post implementation review
15.

/’ino st/ff aref fo maib{affected by the changes. Those staff that have
e 0 aeggnatmn will be reconfirmed in their current role which will be

P\ VY
(24: Changes to reporting lines for the Acquisition Manager and the Global Development Manager will

"/ come into effect when the Programme Manager starts.
25. Changes to the reporting line for the Works of Art team will come into effect when the Design

Manager starts.
26. The recruitment process for the vacant roles will commence as soon as possible once position

descriptions have been confirmed.

EAP

27. We recognise that this is a challenging time for people potentially impacted by change and for their
colleagues. The Ministry is committed to supporting staff through the change process. Employee
Assistance Programme (EAP) support is available to you 24 hours a day. During normal business hours
Maonday to Friday the contact number is . After hours, the contact numberis

B
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1. Introduction

Today I am announcing decisions on the consultation proposal of Phase 3 of
organisational change for the Information Management Division.

I would like to thank everyone who provided feedback. Twenty submissions were
received from staff and the unions.

This document sets out the key themes from feedback and my view on these, the
decisions that have been taken, and the impact on positions.

Mike Pilkington

Chief Information Officer

2. Background

N
3. Proposed changt
po @dé ang:

N e &
It\was-proposed:
Was-proposed

(Y

a. }@ﬁeb’xe&fﬂé”ﬁ;bnd service delivery operating model with: the establishment of a
, éW:S»éMce Delivery Manager position and three Service Engineer positions within
MEAT; and the outsourcing of Service Centre and Desktop Support functions for a
) V24 hour support model for the Restricted (Orange) network. This was proposed to
“—"  be implemented in a phased approach.

b.  Undertake a phased implementation approach.

In Phase 1 it was proposed that the Service Centre Analyst positions, which are
currently filled by contractors, would be filled by staff from an outsource provider
and the current permanent staff members would remain in their Tier 1 and Tier 2
Service Centre Analyst positions.

In Phase 2, subject to the outsource service provider’s staff performance standards
being met during Phase 1, it was proposed to: enter into a contract with the
preferred outsource service provider to complete the work currently undertaken by
the Tier 1 and 2 Service Centre Analysts; establish the proposed three in-house

10 March 2015 Page 1 of 17



Service Engineer positions; establish the proposed in-house Service Delivery
Manager position; and when appropriate extend the full range of services provided
by the Service Desk from 7am to midnight NZ standard time, five days per week,

In Phase 3 it was proposed to continue to expand after hours support covering a
24x5 support model then, when possible, a 24x7 support model.

—
—
-

Other IMD positions

Technical Operations, Change, and Development and Planmng
It was also proposed to:

e Realign the reporting lines of the Team Leader A p}ilrcat{
Manager, Learning Solutions Advxser, and PFOJEQW‘%} ‘ager\BAU u;d f th

support.
Focus the Technical Operatlons

fEng)meer within the Architecture group to Network Architect
Estabhsh two new Architect positions, a Solutions Architect and an Information

Documents, Records and Archives positions

As part of a review of the Documents, Records and Archives team, we also proposed to
realign the work within this team. This included:

« Establishment of a Historical Research and Vetting Adviser position

« Disestablishment of the vacant Documents and Records Adviser, part time
Historical Research Adviser, and part-time Vetting Panel Member positions

« Change the reporting line of the Classified Registrar position to report to the Team
Leader, Technical Support

10 March 2015 Page 2 of 17



4. Summary of proposed changes

Proposals Position

Positions proposed to be |« Team Leader Service Centre

disestablished * Service Centre Analyst (Tier 1)x5

= Service Centre Analyst (Tier 2) x 5

* Documents and Records Adviser (Vacant) i»’/
. Hnstorncal Research Adviser (Part time apd}a‘ ‘nf)

New positions proposed
to be established

SN
Proposed repﬂﬂ‘] g l’/n’e/ e ,,%der Apphcatxons Support
chang;(xj‘ ts;g ifieant \ng,eﬁanager

ngassﬁ” ed Registrar
Learning Solutions Adviser
» Project Manager BAU

\‘“

* Technical Operations Manager
¢ Senior Network Engineer re-titled Network Architect

5. Feedback

Feedback received from both staff and the unions has been read and considered by
myself and Stephen Henry, Group Manager Services. The following table sets out the
main themes of feedback and my response. Please note that this is a summary of the
key themes, not a comprehensive record of each piece of feedback received.

10 March 2015 Page 3 of 17
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6. Decisions

Following consideration of the feedback received, the following decisions have been made
in respect of the structure of the division, and the proposal to explore outsourcing. Final
decisions have been taken by Stephen Henry, General Manager Services, and I, following
consultation with the Group Manager Human Resources.

i Service Centre
a. A hybrid service delivery operating model will be implemented / )

The new structure will include:

» Establishment of a new Service Delivery Manageg po; tzo,,
encompassing the current Team Leader functtonyas* well as the addjytion ;Qf”a
range of new functions, including Service A/ggr gat’wn a,,'a‘rra V/epgjﬂ lagidn‘ship
Management

e
« The retentlon of MFAT mstltutaonal K,, '

overseas su(gporfw*u PN
¢ The outsgurci/g qﬁewlc&CE@ and’ Desktop Support functions for a 24 hour
support*”frpde fof the Ré d\(Orange) network, that will be implemented in a

. 1, the Service Centre Analyst positions, which are currently filled by
fi:icon??acf’ors, will be filled by staff from an outsource provider. The current permanent
vf;;faﬁ’ members will remain in their Tier 1 and Tier 2 Service Centre Analyst positions.

Staff from the outsource provider will come on board as the existing Service Centre
contractors’ contracts come to an end. All Service Centre positions will remain the same
in Phase 1.

z

Phase 2

Subject to the outsource service provider’s staff performance standards being met during
Phase 1, we will enter into contract negotiations with a preferred outsource service
provider for the completion of the work currently undertaken by the Tier 1 and 2 Service
Centre Analysts. Three Service Engineer positions and a Service Delivery Manager
position will be established within the Ministry.

At an appropriate time, and subject to security requirements being met, the full range of
services provided by the Service Desk will be extended from 7am to midnight NZ
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standard time, five days per week. We plan to build the extended hours capability in
several stages to allow us to get the service right.

Phase 3

In Phase 3, we will to continue to expand after hours support covering a 24x5 support
model then, when possible, a 24x7 support model.

L% i
L 7/

Other IMD positions

/"
The reporting lines of the Team Leader Appllcgatm’ﬁa
Manager, Learning Solutions Adviser, anci/Prngct Manager gBA !

- L

realigned under the Service Delivery Man@ert eg’ab e an mt/grat d@pproach to
service delivery and support. ~
The Technical Operations Manage
Infrastructure and Technical Sup
The reporting

Departmental

(ogF I Latlon fes
Custoduan,,posm“@“wﬁfnov;}e iort di ‘ctly to the Techmcal Operations Manager
role{/aljd the C:,ﬁassﬁ"ed Regfég”rarJd Comms Officer positions will report to the

pBQf;ég p[gpose st ef’Consulta’non Document). This is an interim measure,

w/fee /mat‘fur;herwdetaned consideratlon should be given to the way the work

—" A new Strategy and Planning Manager position will be established.

Architecture positions

Consistent with our move to providing more focused bespoke/expertise oriented service,
and ongoing modernisation, we will:

Re-title and update the position description for the position of Senior Network
Engineer within the Architecture group to Network Architect

Establish two new Architect positions — an additional Solutions Architect and an
Integration Architect who will undertake both Applications and Integration
design functions. (Note, the Integration Architect was titled Information Architect
in the Consultation Document and has subsequently been amended following
feedback from IMD staff).

10 March 2015 Page 10 of 17




Documents, Records and Archives positions

As part of a review of the Documents, Records and Archives team, we are also realigning

the work within this team. This includes:

» Establishment of a new Historical Research and Vetting Adviser position
» Disestablishment of the vacant Documents and Records Adviser, part time
Historical Research Adviser, and part-time Vetting Panel Member positions
» Changing the reporting line of the Classified Registrar position to report to the
Departmental COMSEC Custodian.

Decisions

Position

Positions to be
disestablished

e Team Leader Serv Ce
. Sewice/gefagfe” \r}gl/!\,;st (Tier
. Ser/v&c;en : n;rg Analyst 5[15 X2
. /Ddt:um“éh;::gié’hd Recdrds’ Adviser (Vacant)
»”vf} w7 5 f'/ o ‘(:,m N el .
ﬁﬁogﬁ/af RegaaggﬁA@gx;eﬂPaﬂ time and Vacant)

b \g@it}ing Paﬁef{ﬁjé@éﬁ (Part time and Vacant)
| i«”’/\‘“’} - <

_Strategy and Planning Manager
@S/@ﬁyiéé Delivery Manager
~.Service Engineer x 3
» Solutions Architect
e Integration Architect
(Titled Information Architect in the Consultation Document)
» Historical Research and Vetting Adviser

(The merged Research Adviser and Vetting Panel member positions)

Reporting line
change (nhot
significant change)

* Team Leader Applications Support
» Change Manager

e Learning Solutions Adviser

* Project Manager BAU

» Departmental COMSEC Custodian (Previously reporting to the Team

Leader Technical Support in the Consultation Document)
o Classified Registrar (Previously reporting to the Team Leader
Technical Support in the Consultation Document)

Other changes (not
significant change)

» Technical Operations Manager
* Senior Network Engineer re-titled Network Architect

10 March 2015

Page 11 of 17




8. Change process

This change process will be managed in accordance with the relevant provisions

contained within individual and collective employment agreements.

9. Timeframes

The following timeframes are indicative:

Date (2015)

Activity

Tuesday 10 March

Affected staff advised

From Wednesday 11 to
Wednesday 25 March

-1 Maﬁa’ger, So}uﬁo,
/H45forxca/lfﬂ se

?sngnment oppoﬂung s,(vacancxes in the
J en gii%r\Affected staff only

fc‘\h\.‘an Vettmg Adviser vacancnes)

sslgnment decisions made.
5

f there is no interest in the vacant position(s) by

affected staff, the positions will be advertised both
internally and externally in accordance with normal
Ministry processes.

If affected staff EOI for vacant position(s), and are
short-listed by the assessment panel for reassignment
to those vacant position(s), the relevant selection
process will commence.

From Monday 30 March

Affected staff who EOI for vacant positions, but are not
successful in being reassigned to those position(s) will
be advised of decision.

The positions will then be advertised both internally
and externally in accordance with normal Ministry
processes.

Tuesday 7 April -
Thursday 23 April

Commence Service Engineer closed recruitment
process for applications

Panel discussion and decision on Service Engineer
applicants

By Wednesday 29 April

Confirm decisions on Service Engineer applicants for
vacant roles

10 March 2015
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Confirm selection decisions for affected staff who EOI

for vacant position(s) and are successful in being
reassigned.

Friday 1 May (anticipated Stand up new structure (Phase 2)
date)

10. Support for staff

afterwards. Available support includes:

* Time with your manager, and / or me
» Access to individual external confidential supportfjmmeher Emplo
Programme (EAP) - call 04 or

Members of the FSA/PSA can also contact }:hejf“
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Appendix C

Closed selection process for the three Service Engineer positions

The Ministry will undertake a closed selection process whereby the five permanent Tier 1
and 2 Service Centre Analysts will be the only staff initially considered for reassignment
to the three new Service Engineer positions. This approach is being implemented on the
basis that the Service Engineer ‘positions are seen as being functlona e
current Service Centre Analyst positions.

A Selection Pane! made up of the Chief Information Off:cemd two IMD Managers wrilx,,
complete an assessment process for each of the five pgrmaﬁxéht Trer 1 and 2 Séwzce
Centre Analysts in order to assess their SUItabllltY, aem" I

for the requirements of the three new ServmefEn" Tee S'

The panel will omy «reye{fql g@mﬁalszrwew should there be aspects of the
assessment {t@j/ reqmﬁe more. d \aifd ‘Hlscussxon For example, where there is

suffgof feedback received during the consultation process, we will also invite each

. érvxce Centre Analyst to spend time face to face with the panel. This will provide them

\wjanth the opportunity to talk about what they sees as their strengths that can be applied
in the new role, talk in to their motivations for being appointed and any other points they
see as relevant to the selection process.

A copy of the Selection Matrix will be provided to relevant staff immediately following the
announcement of these Decisions on 10 March 2015.
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Introduction

The purpose of this document is to set out the decisions made on the proposed
enhancement of the Office of the Chief Executive and the realignment of Strategy
and Governance Group functions following feedback from staff.

The feedback received has been highly constructive and has contributed to ensuring
we have confidence in the confirmed structure to be implemented an/t/h/e way in
which position responsibilities are defined. NS ?

We would like to take this opportunity to thank everyoﬁfor t eir co c)ntnbutton oo
this review which was of a high quality, thoughtful ‘ﬁ TA xfremely usefuLaind vaj/aﬁle

feedback on the proposal as set out in the d's&u\sst@n@@tumenl/\

The development and agreement in principle of the proposal was achieved at the
SLT retreat on 15th May 2015 where it was agreed that the Office of the Chief
Executive required strengthening to ensure a coordinated and connected strategy
and operational activity.

The proposal for the enhancement of the Office of the Chief Executive and the
realignment of Strategy and Governance Group functions was communicated to
impacted groups on 1st July 2015. This was followed by wider communication to all
staff via Te Aka for consideration within their Groups.

Page 2 of 8



7. Further it was envisaged that the proposed changes would strengthen central
strategy development, ministerial support and foreign policy leadership. It would
ensure that the Ministry was able to engage more effectively at a senior level with
appropriate agencies and key stakeholders as well as ensuring that the CEO is better
positioned to provide strong internal organisational leadership and effectively
engage both on and off shore.

Feedback

8. A number of staff and groups of staff took the opportunity to provide fe/d/hack on

the proposals. The following table summarises the key themes co@afe‘d :r«ﬁhe
feedback and the response to that feedback. A

Establishment of DCE
and CoS Staff roles

S received that there is a wide and

thorough understanding of the
rationale behind the establishment
of these roles.

The proposal to estahlish the DCE
and CoS roles is confirmed.

Offic eﬂSpgcwﬁsﬁf
Aavrser in the OCE

/Agam all the submissions made

in relation to this proposal were
supportive,

It was suggested in one
submission that there may be
advantages to filling the Policy
Adviser/Specialist Adviser as an
internal secondment for career
development purposes.

Agreed. The option of filling the
Policy Officer/Specialist Adviser
position hy way of internal
secondment will be considered as
an option

The proposal to establish the SPO
and PO/Specialist Adviser roles is
confirmed.

Disestablishment of
GM SGG

There was general agreement
that with the establishment of
the DCE and CoS roles and
strengthening of the OCE, it is
sensible to disestablish the GM,
SGG role and realign the SGG
divisions.

The proposal to disestablish the
GM, SGG role is confirmed,

Page 3 of 8




Change of reporting | e
line to the DCE for;
-Strategy (STRJ,
-Communications
{(CMD),

-Executive Services
(ESD), and

-Audit and Risk (AUR)

STAFF-IN-CONFIDENCE

All the submissions that made
comment on these placements
were supportive of the
proposals.

The proposal to change the
reporting line of STR, CMD, ESD
and AUR to the DCE is confirmed.

Change of reporting | e
line for Protocol (PRD)
to MLG

All the submissions that made
comment on the placement of
PRD were supportive of the
change in reporting line to MLG

and acknowledged the synergies|

that exist.

The proposal to ch/)lge the

-~

‘reporting line of”PRD/’(irLcludmg
VELU)}M@{ isc ;nfirmed
L 3 e

Change of reporting
line for Legal (CLU) to
MLG

vf‘beheved that the relationships and

W/hti&fhe ption of moving CLU to
the DCE has some benefitand is a
Zreehstlc option, on balance, it is

synergies between CLU and MLG
favour the change of reporting line
to MLG.

The proposal to change the
reporting line of CLU to MLG is
confirmed.

While there was support for the
proposal to change the MPU
reporting line to TEG, there was
also support for MPU reporting
to the DCE.

Much of the feedback was
related to MPU’s “whole of
Ministry” role and concern that
placement in TEG may focus
MPU entirely on trade and
economic matters at the
expense of Ministry wide
capability and capacity activity.
It was acknowledged by
submitters that placement in
TEG would reflect current

The robust and helpful feedback
received is both acknowledged and
appreciated.

It is agreed that the positioning of
MPU within TEG reflects the
importance of MPU’s contribution
to Maori business and the
Ministry’s vital role in the Business
Growth Agenda.

it is also agreed that MPU’s
contribution across the Ministry
cannot be lost or diluted under any]
new reporting line.

On balance, it remains the view
that MPU is best positioned in TEG,
The CE, DCE, Deputy Secretary TEG

Page 4 of 8
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* priorities and Ministry strategy.
However, leadership, guidance
and advice across the Ministry
and maintaining external
relationships remain core roles
of MPU which needs to
continue.

and DM MPU will work together to
ensure that wider Ministry
requirements and maintenance of
external relationships continue to
be met under the new structure.
The proposal to change the
reporting line of MPU to TEG is
confirmed.

Change of reporting
line for Planning
Project Programme

to SRV

Management (PPPM)

*  While there was some support
for the positioning of PPPM in
SRV, a majority of submissions
favoured the placement of
PPPM within the DCE.

2
The robust angi/t ﬁughtf/ by
feedbackfisaf { fiff&dgé

Overall however, it is believed that
strengthening of connections with
Fin, IDD, IMD and AMD remains
equally important and that, at
least initially, the placement of
PPPM into SRV is the most
appropriate response.

The proposal to change the
reporting line of PPPM to SRV is
confirmed.

Change of reparting
“line for Group
Business Manager

(GBM) SGG to the DCE

Al} submissions favoured the
change of reporting line
proposed.

The proposal to change the
reporting line of GBM SGG to the
DCE is confirmed.

Change of reporting
line for Team

CoS

Administrator SGG to

e Feedhack received favoured the
TA SGG reporting to the GBM in
the DCEs office rather that to
the CoS in order to maintain
connectedness with peers and
to remain consistent with other
group structures.

Agreed.
The TA OCE will report to the GMB,
office of the DCE.

Implementation

e A number of submissions
received put forward a view

It is agreed that ideally new teams
will be located together as soon as

Page 5 of 8




related to the physical location possible. Clearly there will be

of the reorganised groups, some logistical arrangements that

noting a strong preference for need to be made to accommodate

relocation in line with new the structural changes and we wil

reporting lines. be putting in place processes to
ensure that this occurs as soon as
possible following implementation,

Other Feedback

10. In addition to providing feedback on the actual proposals/outhn d :n;he d|scussxens E’;} e

a%\&J

ie *‘sngn dther mf” ‘rovem’ents
1 i Qrgamsatton

document, some staff and groups of staff also provxdﬁ

tractures of

The information and wryvs roytded w:ll be*e

’ @evdﬁ/ussnoﬂ

&
G

"\t was also noted in the feedback that the Facilities and Business Services Division
(FBS) and the GBM did not appear on the structure charts in the discussion document.
Please accept our apologies for this mistake which was simply an oversight.

Final Decisions

14.  With the exception of changing the reporting fine for the TA OCS to the GBM Office of
the DCE, the final decisions are unchanged from the proposals outlined in the
discussions document of 1 July 2015.

15, Attached as Annex A is the approved organisation chart as a result of these final
decisions.
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STAFF-IN-CONFIDENCE

Post implementation review

16. Inline with best practice, we intend to assess the effectiveness of the new structure
once the changes have been implemented and imbedded to ensure that the outcomes
that we expect have been achieved.

17. Inlight of the feedback we have received, this post implementation review will
specifically include the effectiveness of the realignment of MPU into TEG and the
realignment of PPPM into SRV

/
: <2 ///
18. The post implementation review may also provide an opportunlty toffurt Co sxder
the feedback that we have received related to the allocation offuﬁ}ctrokﬁ;’gand aC‘LlVl‘tlES «f* )

o \,/‘;J

across divisions.

Impacts

18. As aresult of the final decisions, no staff

Implementation date: / Naxt Sf:ep/

i\ \xr’“

20. The strueftufal ch;nges that

For all roles that will report to or become part of the restructured OCE, the
effective date for the change will follow the appointment of the DCE and CoS
roles. Until that time, current reporting arrangements will continue to apply
under the acting GM SGG.

21.  The recruitment process for the vacant leadership roles will commence immediately.

EAP

22.  We recognise that this is a challenging time for people potentially impacted by change
and for their colleagues. The Ministry is committed to supporting staff through the change
process. Employee Assistance Programme (EAP) support is available to you 24 hours a day.

During normal business hours Monday to Friday the contact number is . After
hours, the contact number is
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Foreword

14

Thank you to everyone who provided feedback on the Capability Review proposal.

The attached document presents the Senior Leadership Team’s decisions, and summarises the themes of
the feedback.

The quality of the feedback was high. Submissions were constructive, thoughtful and well-reasoned. The
passion and ambition that people have for the work of this Ministry was evident. in what | accept has
been a lengthy process, we have listened to the feedback received with an open mind, agdggrked with

people to identify a shared sense of the best way forward for IDG, PAC, SRU and the(wufﬂ Gr%a;ﬁi;atxon

That does not mean that all feedback was aligned. There was strong agree ent. p‘n Qme spects/o{jc
proposal, but differing viewpoints on others. This is inevitable, and pain{ ’EQ the}act that*{here s n
single solution to any one problem and no perfect solution that,can actemmodate/ey\ien’yf

reflected in the decnsxons outlined in this docume
result of feedback received and subsequent disctt

/ -
Smc&NZAHj s// tegrated@uth the
fu/ Ii?lfea}xsedf >

Thee decision document aims to achieve closer collaboration and more opportunities for foreign policy
Streams to acquire a deeper understanding of development, and vice versa. The wider perspectives and
deeper knowledge this will bring will strengthen the Ministry.

Estahlishing a new Pacific Branch

Minister McCully has stated that he wants this Ministry to become a recognised centre of excellence on
Pacific affairs. This is an ambition that | wholeheartedly endorse.

In June | accompanied Minister McCully on his trip to the Pacific with EU Commissioner Neven Mimica. On
that trip a typical afternoon on the itinerary would include a visit to a development project, Ministerial
level policy talks, a discussion with partners on a proposed new initiative, and a state function. It was
apparent to me that the different strands of our work in the Pacific are complementary. It was also
apparent that the parts of the Ministry with responsibility for the Pacific already collaborate well
together.
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It is not the intention that our relationships with Pacific countries are seen only through a development
lens. Nor is it the intention that our development support becomes simply a means to leverage foreign
policy outcomes. Bringing together the different strands of expertise is a way to foster excellence and
create a cohesive Pacific centre.

We received a lot of feedback in support of a more integrated Pacific Branch. As a result, we have made a
number of changes to the proposed structure of the Branch.

I appreciate that these changes are a significant shift from what was originally proposed in the
Consultation Document. Therefore, | have decided that we will formalise our decisions in relatlon to the
Pacific Branch on 21 July, so as to allow you to provide any final comments.

programme, are now final.

Incremental change

ambitious, becauseg@ey hag %:oncerns

because of per ive iﬂyégptamty that é

approaeﬁwbm’h dengens!ﬁates a .ﬂ%red responsibility ~ and a creates shared opportunity - for managers
and their staff 6 adeh’(sfyi fﬂtwe ways of working, and to create the culture and behaviours that lead to
an effectwe“n‘dpcsﬁwe’ work place.

s -
n'i t;,emggtal approach will enable us to further test elements of the proposed operating model for

managmg the New Zealand aid programme and to implement improvements in a measured way.

k__,/ j
S

incremental change also recognises that there is no finishing line at which an organisation can stop
evolving. We need to be flexible to manage changing needs, shift focus, and respond to global events.
This does not mean a constant state of upheaval; it must be balanced with stability. But striving for better
ways of working is something that we all, across the Ministry, should be aiming for.

! thank you all again for your feedback.

Brook Barrington, Chief Executive
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Background

Introduction

1.

Consultation Proposal
5.

Y ) \Assistant Secretary

This document sets out the final decisions made regarding the proposed structural changes
to the International Development Group (IDG} and Pacific Division following feedback from
staff.

The feedback received, and the responses contained in this document have been carefully
considered. Some changes have been made to what was proposed as a result of your
feedback, and these changes have been clearly identified in the pages that fo!lgyf:;

nonetheless been recorded in this document/an
initiatives or proposals. <

Details of the proposal wep/e"

Development Group oﬁ/\ P{}ca’/}nﬁsion

on 17 May 2016. (" N} i
,“ & P

x V’ ’\V,;J

SLT wants to'f g@lr V,e one Mm{st
sewﬁty\ /development poJ
1:

atintegrates bilateral, multilateral, trade, economic,
ntb”a clear and coherent foreign policy. 5LT want to build

€5tablishing a Pacific Branch which would see all Pacific resources co-located under an
(g

implementing a new operating model for delivering the aid programme

amending the structure of the business group, including:

e the establishment of a Partnerships Division, a Development Business Improvement
Division (DBi} and a Development Operations Division

 separating the existing Sustainable Economic Development Division (SED) into two new
divisions

» aligning development position titles with similar position titles in the wider Ministry.

establishing some new positions and removing some vacant positions from the business

group’s structure.

Staff were invited to provide their feedback on the proposals so that this could be
considered prior to any final decisions. Feedback closed on 7 June 2016.
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Staff Feedback

Feedback and analysis

9.  Atotal of 96 written responses were received from individuals, teams, groups, job families,
Posts and unions, representing the views of more than 200 staff members. SLT members
have also held a number of discussions with individuals and groups since the proposal was
released.

10. Staff feedback has been analysed and considered when making decisions.

Summary of feedback

11. Feedback broadly related to six key elements of the proposal. The;eér@ il
detailed summary of feedback and the response is also set O/QAﬁne 3
,f L 5

1. One Ministry

/ o
12. There was strong support for the concept of a\»{/:ﬂéd Mimstry with f‘eﬂ“gn\ ber”éign and
n< f

ehibe development
, ,pemahst ca’gab/a ity and expertise will be

ix\k'f,
’:)/"\X

2. Establishing a Pacific Braneh

[‘/;“)"‘N\ &
13. There was wudgsprea@ﬁq
branch. |y </
/:%; ;/”\/

/ S
14, T/rxﬁre Were several sugges sw\th'af the Branch needed be further integrated for the
)/&Mm;try}/of/be ablef’f‘o devei,vp 3

O

There was support for a country focus, strengthening country strategies and improving
operational planning. Further details were sought on the approach to implementation.

17. A number of submissions commented on the proposal to shift towards a policy-operational
split along regional/bilateral and thematic/sector lines. Some noted that a split could
strengthen the consistency and quality of our work, improve relationships with suppliers,
and clarify roles and responsibilities. Others cautioned that it could complicate
communication lines, detach bilateral team expertise from delivery and dilute the role of
sector policy.

18. There was concern that the operating mode! did not adequately articulate the respective
roles of Wellington divisions relative to those at Post.
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4. Addressing capabhility and capacity gaps

19. There was support for proposed advisory and management roles. It was noted, however,
that a number of capability gaps identified by staff had not been addressed by the
proposal. It was also noted that workload pressure and limited capacity in some areas had
not been addressed by the proposed structural changes and new positions.

5. Structural changes to the business group

20. There was support for structural changes to enable the establishment of the Pacific Branch
and to strengthen the capability and capacity of sector specialists.

21. There were concerns that the proposed formation of a new division r/e»s{c’/ le for /,>
strategic partnerships might undermine relationship management in othe’i‘\gw' iohs it was/ff A
suggested that management of strategic relationships should be eﬁﬁéddé?i \in bllal:eral \ f
thematic and sector divisions. ) NN

22.

new operating model and an agsessment
undertaken. \ \

AN

vy
6. Responding to issues. raéed”as ,}rt'of tpe K

11\\,%«&,/;

23, There was,xéneﬁal«;covnc/ ™m tha{‘"\
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Final Decisions

24. The following sets out the final decisions made on the proposals contained in the
document Changes to the International Development Group and Pacific Division:
Consuftation Proposal.

25. A detailed summary of responses to feedback themes is set outin Annex 3.

Integrating the International Development Group, Pacific Division and Special Relations Unit
26. The proposal to form a single Group responsible for all of the functions of IDG, the Pacific
Division (PAC) and the Special Relations Unit (SRU) is confirmed. ;

27. The Group will be named Pacific and Development Group (PDG) {
component parts. The Group will be established from 1 Augus/z 16,

¢ SO P ) N\ VDN

28. Nomenclature for Dxrectors and Deputy Dtrectors thlfb/gﬁchanged to Divisiona Mé ag

Pacific Branch

A

29. A large amount of feedback supported

//;:/ ¢
w rd /""w
30. Subjectto confgrma\?erm a{uly/gpis, itjs ntended that the Assistant Secretary, Pacific
position on/id be;estabhsh)i, ant V@U\Idw!e”ad a team of three Divisional Managers and six
Unit Manageg,sf s

regwon and to represent the needs and priorities of the region.

\.>732. The establishment of a Pacific Branch and the appointment of an Assistant Secretary
recognises the need for additional leadership, coordination and oversight at a regional level
given the size and importance of the Pacific to the Ministry’s work. The decision to
establish a Pacific Branch within the Pacific Development Group, rather than as a stand-
alone Group reflects the multifaceted relationship between New Zealand’s Pacific foreign
policy and development efforts. It also supports retention of the critical mass required to
deliver New Zealand broader development objectives.

33. New units and divisions would replace the existing structure of PAC, SRU and PACDEV.

34. Foreign policy, development programme management and development activity
management capability would be managed together at a unit level so as to enable an
integrated approach to engaging Posts and Pacific partners. This would align with Post
management structures, improve management accountabilities, and strengthen the
coherence of our policy dialogue and development programming.
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35.

36.

37.

38.

39.

40.

41.

To improve spans of control, new units in the Pacific Branch would have no more than 8
direct reports.

Unlt Manager

Solomons/PNG/ ;
Nauru
JRUUUUN S T SO SRURN SN ‘ - Pohcyo'm—c-e-r—-:-_ e —
Palicy Qfficer Development Cevelopment - Solomon istands, Development
PNG Manager PNG Qfficer PNG/Nauru : Nauru Manager Solemon

Islands

Example of co-managed foreign policy and development unit in the Pacific Branch

At a divisional level, there would be integration of foreign pol/m,b\d/e’\ie oment pol(cy a\n
delivery and Post engagement with the creation of aﬂggrf’\ vional
bilateral divisions.

‘ia\ and-the secord, dlwsmn responsmle for
our relatxonshlps with Polynesxa and the Realm‘ Respﬁnsxb\“}ityw or Micronesia and the

This structure would st@ng\
and support Postsf‘

'High Commissioner
—Suva

High Commissioner] | High Commissioner | | High Commissioner

Uit Manager ~Tarawa - PortVila ~Henlara

Kiribati/Fifl/ i SU—
Vanuatu

High Commissioner
- Port Moreshy

Example of a divisional structure in the Pacific Branch

Three new Divisional Manager positions would be established. Four new Pacific bilateral
Unit Manager positions, and two new Pacific regional Unit Manager positions would also
be established. Existing Divisional Managers, Directors, Unit Managers and Deputy
Directors affected by the new structure would be reassigned to equivalent positions in the
new structure.

The Pacific Branch would acknowledge the importance of the Pacific to New Zealand’s
foreign policy. It would provide an opportunity for MFAT staff to experience and
understand our relationship with the region and the interdependencies between bilateral,
multilateral, trade, economic, security and development policy.

Further structural and non-structural changes may be required to fully realise our ambition
to create a Pacific centre of excellence. The Assistant Secretary, working with Divisional
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42,

Managers and the Deputy Secretary PDG, would be responsible for identifying further
opportunities to strengthen the Branch and for implementing these (if required) over time.

The structure of the Pacific Branch is set out in Annex 1. New positions and details on
changes to reporting lines are set outin Annex 2.

The Operating Model

43.

44,

Some elements of the proposed operating mode! will be adopted immediately.

Country strategies and plans will now be developed by the Pacific Branch and Global
Division W|th support from the new Adviser, Strategy and Planning. Appro:/jabpfdcesses for

e .
International Development structure

51. The proposed changes to the Partnerships, Humanitarian and Multilateral Division (PHM)

52.

53.

have been revised in response to feedback from staff. The Division will retain its current
name and comprise Partnerships & Funds Unit, Humanitarian & Disaster Management
Unit, and Multilateral Unit.

The four positions in PHM responsible for Pacific regional institutions and for working with
the New Zealand state sector will be transferred to the Pacific Branch.

To improve spans of control the 5cholarships Unit will be moved to sit alongside existing
Global Development units and form a new Global Development and Scholarships Division
(GDS).

Page 10 of 48



-~

54.  SED will be reconfigured to enhance the capacity of our flagship sectors of energy and
- agriculture, to improve spans of control, and to increase our commercial partnering
capability.

55.  The new SED configuration will support increased resources for fisheries and environment
and enable a portfolio management approach to be implemented in the energy sector. The
configuration will also support elements of a sector-led design and delivery approach in
sectors such as agriculture and fisheries, and will enable delivery of modular services. This
will require changes in reporting lines, and the creation of new Unit Manager, Principal
Development Manager, Development Officer, and Adviser positions. P

56. At a later stage, some SED policy functions may move to the Pacific Branch"”’ ﬁ/sstage /‘“’j
however, the decision has been made not to relocate any other functio o;s ‘m‘mmlse ,\)
disruption while the Pacific Branch is being formed. Further pr. po§éi r.ychange wjfl be ) f

developed by the Deputy Secretary PDG, working in cp/éb{atron with the”Assasta:ntx
Secretary Pacific, and relevant Divisional Managers an é foo

e
t £§ on5|b|hty for
and

57. The Procurement Unit in DSE will be spht int
(1)  procurement, market engagem'
(2) legal expertise and contractmg suppoﬁc

58.

59. The proposedfb lopment B X‘; /lmprovement (DBI) Division is confirmed. This

d;y@o :rybgfresponSIb!e upﬁortmg the portfolio management trial, refining the
{,/ggeratmgm/del ove eflng bﬁsmess improvement projects, and will take responsibility

of e to ‘?f‘ee'dback from staff it has been determined that the proposed Partnerships
/ nét be established.

[ (6%, T;bese structural changes will be accompanied by changes to the way that we work. The
"‘f\}jﬁﬁ management team will work with staff to improve delegation and workflow, with a view to
empowering staff and getting decisions taken at the lowest possible [evel.

62.  All changes to structure, new positions, and changes to existing positions or reporting lines
are set out in Annexes 1 and 2,

Impacts

63. As a result of the final decisions, some staff will be reassigned into new roles. There are
also a number of changes to reporting lines and position titles and there will be changes to

the way in which we work. Changes to reporting lines and position titles are detailed in
Annex 2 to this document.

Page 11 of 48



Implementation

Next Steps

64. The following sets out the intended next steps to implement the decisions set out in this
document:

0 Announcement of decisions to managers and staff on 14 and 18 July 2016 respectively

° Information posted on Te Aka on 18 July 2016

65.

66.

/Ihe%}af:lﬂc Branch, with Divisional Managers

PACDEV PA@}D@SRU repa

ctly to the Deputy Secretary PDG until such time as the

posmons in Pacific Branch from Unit Manager down, who would remain in current
"»J team configuration with current reporting arrangements. The four Development
Manager and Development Officer positions transferring into Pacific Branch from PHM
will remain reporting to multilateral and partnerships Unit Managers respectively

¢ the Pacific Team Administrator, who would remain reporting to Group Business
Manager APE

¢ all positions in SED, who will remain reporting to current SED managers, according to
curreni team configuration.

67. Phase 2 would take effect from 3 October 2016. This would invoive:

° Structural changes in SED and the Pacific Branch, including changes to all remaining
reporting lines and assignment to new Divisional and Unit Managers positions.
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° Physical relocation of all staff (floor plans anticipated to be released around 1 September,
for moving on 30 September)

° Establishment of the DBI Division (or sooner, if a Divisional Manager is available for
appointment)

s Transfer of responsibility for Post Operational Support and PAC Funds from APE to PDG.

Recruitment

68. It is intended that recruitment against vacancies will commence from 19 July 2016 for
positions outside of the Pacific Branch. Pacific Branch recruitment will com!;a&gn:g,’e//from 27
July 2016. SLT have decided that recruitment will be phased to allow-staff: p;cﬁhsider,
. . //’A‘ AR »/
( career progression opportunities.

69.

Group 3: Development Officers apnd-Development Suppart Off
p P andle lopm upp ;

- 3
o Group 4: Any remaining vacaricies arising fromnte
. f//ﬂ"\i‘y fx /;“
managed as Busmfggs Asﬂ%ua/ 7

A

70. - Allvacancies gl t%é’;a}@erﬁseg/i”% cordance with existing Ministry policy.

4 : Jf‘t/i . . . . 3 . . .
71. ngjzefs}a\ff,aﬁeéztlgg in their.current roles, this will continue in accordance with existing
{/’“aj‘rf*a%hgferéenﬁ. The phased approach to implementation is intended to mitigate the need
ij’fﬁ’e;gigqg%t?@ggmng arrangements.

( 72. }{r/{ 1ega§/iﬂg +6 note the high level of interest from staff on fixed term employment
) }f;a‘gree‘“ gﬁtﬁﬁr on-going employment with the Ministry.
RSN
- 'Y
5’5‘735 ;@he Ministry wants to grow and retain talent, and all staff on fixed term contracts are
\/ encouraged to apply for permanent positions when the opportunity arises.

™

Additional Information

74. Additional information on a number of key elements of this document is being developed
with support from managers and technical experts and will be released in July. This
includes:

. the Portfolio Management approach
o the portfolio management trial in the energy sector

° a detailed timeline for recruitment activity.
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Support and Questions

Feedback

75.

To provide feedback on the Pacific Branch, please email the capability review inbox by Spm
Thursday 21 July (capabilityreview@mfat.govt.nz).

Questions

76.

Employee Support
77.

A number of questions were raised during the feedback process seeking clarification rather
than providing submissions or views on the proposals. These queries should have been
answered through this final decision document, by email respanse from ;hfé;Capablhty
Review Team, or by direct response from the Chief Executive to ;ndrvuduats/ if any
questions remain unanswered guestions or if you require fur;hé?cla;rfrcat&o/ plea e~
contact your manager. \ }

We recognise that change can be a challengi :
supporting staff through the change process Support is avaﬂ/ﬁl
colleagues and your manager. The Emplo e xv;mstan/g%Progrqmme (EAP) is also available
to support you 24 hours a gayk Durmginormaybus ””*esisfh’oﬁrs Monday to Friday the
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Annex 1: Organisational Structure

Deputy Secretary and Divisional Structure

Depuly Secretary Pacilic &
Development Group

Executive Assistant

Pacific Economic
Sevel

Ambassadar

]

Divisional Mansger
- Development
Strategy
Effectiveness

-
B
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Development Business Improvement /Business Operations

DBBTJ (M3naged Buslness Pacific £conomic
i | Operations Development
Manager Ambassador
e -
Project Manager/ [ iSenicGeolp] I >
Business Owner Delanpgieter | Development
{PAM) : Manager
Partnerships {AKL)
I Development

Business Analyst Officer
{PAM) : N

{ :

Team Administrator,

]

Business Knowledge
(PAM) . T

PA/Team
Administrator

|
Business Lead —
Data and Statistics
{PAM)

I
Trainer - enQuire
Implementation
(PAM} {FT}

System f
Admin ;ttatm -
feani) ¢ gm
, «i:? ~

S/
“Business Operations

° Administrative support to the Deputy Secretary and DLT

° PDG Business Operations — including relationships with FIN, IMD, HRG
° Pacific Post operational support

Pacific Economic Development Ambassador

° Auckland partner and stakeholder engagement
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Development Strategy and Effectiveness Division

Divisional Manager
Devefopment Strategy &
Effectiveness

PA/TA

[

|

I

Development
Manager
Effective

Development
Practice

Development

Engagem

Manager.Donor

v ]
“, Monitoring &
Results Adviser

}ﬁata & Statisties]
e
.

“Key functions and responsibilities

Development Effectiveness {DE team)

-]

Business owner of programme and activity management lifecycle and associated business

processes

International development policy external engagement (DAC, UN, GPEDC)

Mlonitoring & |
Reslits fi‘dvi?er’
{Plannifg &
ﬁeporﬁng)

Procurement
Adviser

. Ad_fniri{s{m‘q;»

Contracts

Internal leadership on international development policy
Development effectiveness

Donor engagement

Cross cutting issues policy, practice and coordination

Gender advice and support to programme teams and policy engagement

International development skills training programme
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Development Evaluation & Development Procurement .
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Principal Principal Strategic
Development Development Procurement J°
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I Monitoring




Development Pianning and Results

° Co-lead the development of an evaluative culture that supports evidence informed practice

° Strategic planning for the New Zealand Aid Programme

° Frameworks and support for country, regional and investment priority strategies and plans

° Advice and capability-building to strengthen results-based management practices

° Aggregation, analysis, reporting and dissemination of results information

° Ownership of the Strategic Results Framework, New Zealand Aid Programme Performance System,
Consofidated Forward Aid Plan and the DLT Performance Dashboard

s Integration of New Zealand Aid Programme in MFAT-wide planning and reporting framﬁworks

Evaluation and Research , o o

° Co-lead the development of an evaluative culture that supports evxdenc»fo;medjp

o Manage and deliver the Strategic Evaluation and Research Programfgg
° Provide technical advice on evaluation and research work »”y < fl-

o Ensure that evaluation practice is implemented to mee/qua[}iy@ta ia;c?s exegcted
o Management of the New Zealand Institute of Pacnf:eﬂéséa ) {gilPxR) coptracts and resear
/ b W )

relationship ;j/;“ -
° Evaluation, research and resuits knowled§ maj ggment an/d
® Relationship manage the pre- qu;luedhstf rﬁlomtorlngt X

0 Support for Progf”njmeﬂ'}a}n“ w't(}l
Procu remenr/ nd P"‘mate Sector»fun

"Process owner for procurement
Design Panel Management

° Advice and legal opinions on relevant legislation and legal matters

® Creation and maintenance of Crown ODA standard contract and grant templates

- Drafting of bespoke Crown ODA contracts/grant arrangements and alternative clauses

> Contract for service reviews in line with policy

° Legal support and advice with negotiations

e Reviews of variations of contracts and grants in fine with policy

° Compliance to key legisiation such as Vulnerable Children Act, Privacy Act, Health and Safety Act
o Health and Safety advice and support to programme teams

o Drafting instructions for external legal counsel.

All DSE units contribute to training and capability-building in their areas of expertise for staff and in some
cases for partners and suppliers
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Partnerships, Humanitarian and Multilateral Division

Divisional Manager
Partnerships, Humanitarian
and Multilateral

PASTA/DSQ

|

. Unit Manager 1 Unit Manager
Humanitarian & +{ Partnerships and
Disaster . Funds
Management ;
SRR P
‘ - Development
. Manager
Principal
Development
Manager , l
Developmen
Mana r/L

Davelopment
Manager

Devefopment
Officer

——

Development

Officer
Development :
Officer SR
Development
Support Officer

Development
Support Officer

S B

Development
Officer
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Key functions and responsibilities
Humanitarian and Disaster Management

° Policy advice and resources on humanitarian and disaster management issues, including UNSC

o Engage with DPMC Hazards and Risk Board {part of the National Security System)

o Manage Partnerships with New Zealand disaster response agencies, FRANZ, international
humanitarian agencies, the New Zealand Red Cross and NZ Humanitarian NGOs

° Humanitarian and disaster management Activity management MFAT capability for rapid disaster
response

° Coordinate and deliver New Zealand Government and MFAT's responses to natural disasters in the

Pacific : . /{/ .

Partnerships and funds

° Partnerships Fund (policy, administration, management, outreach/)}d\accouhtabmty) A

° Manage non contestable partnerships with CID, VSA, Trade A:d (status,quo, with thasﬁBtracttofﬁ«o >
core State Sector activities and relationships) -

o Lead on NGO relationships and relationships wi:zftx
related)

° Lead on IDASP management

0 Administrative support to IDASP

Multllateral

P }
PN o

resourfces to hé < multilateral | development system
a Multilateral actlv‘gty maﬁg/ement a/nd/éc’/ auntabxhty (status quo)

°  AD /Meryéal Protocoi
o g{/fJ//Board meetmgs“

v 2 N \x

i
H

o
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Global Development and Scholarships Division

Divisional Manager Global
Development & Scholarships

] PA/TA
| | |
Unit Manager ) ] Unit Manager Africa 5
Schalarshigps . Unit Manager Asia Latin America/ /,«/”} .
Afghanistan/Timor
T | Leste
Development Development
Manager Manager Myanmar
I I
Development Development
Manager Manager ASEAN..
% L
‘ Develapment.
Development Managen Conflict...
OFficer ‘arid Bevelopment
L
]
Development
=y Manager Timor
S S ORI ; Leste
3 :f NE fﬁgilippines I
y,.,}zip,eve!opmentf W
’ Officer I Development

Manager Africa

Development
Officer Indonesia/
Myanmar

}
Development
T Officer Africa

Development I

Devel nt
evelopme Officer ASEAN

Support Officer

Development
Officer Timaor Leste

Development
Support Officer
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Key functions and responsibilities

Asia Unit/Africa, Latin America, Afghanistan, Timor Leste Unit

-]

o

L]

Scholarships

<]

a

a

Whole-of-Programme management (TCAF)

Activity design and management

Primary contact with relevant Posts

Annual Programme planning and reporting

Programme and activity financial management

Country policy and strategy development (integrated with Foreign Policy)
Programme evaluation

Ministerial servicing and briefing
Integrating cross cutting issues as appropriate into programme and actlvnty;na’ﬁ
},;f’

Annual Programme planning and reporting
Programme and activity fsnancnal management

Programme evaluation
Scholarships operational policy
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Sustainable Economic Development Division

Divisional Manager-SED

PA/TA

Unit Manager
Human
Development

v

%.,

LN
i [ XTH
i

|
1]

Principal Principal Principal
Development Development Development
ManagerEconomics Manager Educatian Man“'

I

Principal
Development Principal
Manager Health Development

Manzger
DEvEmgmmen = .
g N - Bevelopment . - .
Manager Economic Manzger Education Desfétuﬁx{x é,jt/
.- Govemn / ‘Mansger Trarsport
s B e : P Lo
WL
UEVEW!% il Oevelopment
Manager Private. Manager-Agriculture
Sector & Taurism. 5 e 1} Development
CREDEHE. L A I | Manager Fisheries
! xf;:; éj« l 7 3 Development, P Ly
Devaloament” evelopments T Officer-
Me,":;:pmé“é/f Officer. - Development ;c R
A IS _-Support Officer Development
: e Manager Resilience
Development
Suppont-Offtcer
Key functions and responsibilities
Economic governance and trade
o Activity design and management {status quo with the addition of managing Pacific Regional Law
and Justice activities)
° Economic governance framework {Inc. economic and fiscal policy, financial management and debt
management)
° Private Sector Engagement Work
° Relationship management (suppliers/delivery partners/Tourism Panel)
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o Sector/thematic policy development and engagement

o Technical advisory support

Human Development

° Activity design and management (status quo, with the subtraction of managing Pacific Regional Law
and Justice activities and relationships)

o Relationship management (suppliers/delivery partners/Tourism Panel)

° Sector/thematic policy development and engagement

° Technical advisory support
infrastructure, Transport and ICT

o Activity design and management (status quo)

o Relationship management (suppliers/delivery partners/Engineering Panel)
° Sector/thematic policy development and engagement

° Technical advisory support

Energy

° Activity design and management {trialling a sector-lgd
° Relationship management (suppliers/delivery

° International donor engagement (inc IRENA ¢

° Sector/thematic policy devel opmepiand } kgag
° Technical advisory support//‘

<

,/gct:on activities)

Relationship management (suppliers/delivery partners/Tourism Panel)

~.%¢  Sector/thematic policy development and engagement {including for disaster risk
reduction/resilience)

a Technical advisory support (including for disaster risk reduction)
° Lead on environment/climate change cross-cutting issues
° Elements of a sector-led approach for fisheries could be adopted over time. This could include

additional design and delivery of bilateral and Partnership Fund activities.
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Annex 2: New positions and changes to positions and reporting

lines

Changes to existing positions

Position

Original Proposal

Decision

Deputy Director Economic
Development

Separate out the functions of this
position intoc two new Unit
Manager positions — Economic and
Private Sector Development, and
Primary Industries

Functions of this position will be devolved
across three new Unit Manager positions:

1. Economic, Governance and Trade

2. Agriculture >
3. Environment & Fisheries

Deputy Director Energy,
Infrastructure and
Environment

Separate out the functions of this
position into two new Unit
Manager positions — ICT,

Energy & Environment N

Infrastructure & Transport, a;dw«f\

a /,os&tﬁ?ze nevw nit Managerqsos&t;ons
4nfrastructure,}ransportiam:ﬁCT
\ Y

New positions®

New paosition

Propo;egiﬁépofﬁngifiﬁe

Assistant Secretary Pacific

Deputy Secretary, IDG A

Business Improvement ™. -
5, Lo,
(Fixed Term)/ 22‘“/\9

Divisional Manager 7 HE
5 N R

As proposed

Dn;yxaf Managférf’acmc

it rai" Polynesia,

:%Eﬂ’French P/ciﬁc

This position would integrate Pacific
foreign policy and development.

V\D jzsf onal Mahager Paeiﬁe
Bilatera Melap”es;a
./

Positlon did not exist in original
proposed structure

This position would integrate Pacific
foreign policy and foreign policy and
development.

B}V(Stonal Manager, Pacific
egional

Position did not exist in original
proposed structure

This position would integrate Pacific
foreign policy and development.

V Unit Manager
Solomons/PNG/Nauru

Position in original proposed
structure did not encompass

This position would integrate Pacific
foreign policy and development.

Unit Manager
Kiribati/Fiji/Vanuatu

Position did not exist in original
proposed structure

This position would integrate Pacific
foreign policy and development.

Unit Manager
Samoa/Tonga/Tuvalu

Position did not exist in original
proposed structure

This position would integrate Pacific
foreign policy and development,

Administrator of Tokelau,
Manager Reaim/French
Pacific

Position did not exist in original
proposed structure

This position would integrate Pacific
foreign policy and development.

! A number of positions in the existing structure have been removed or disestablished,
The net change in staffing is an increase of 7 positions from the IDG, PAC and SRU
establishment at the commencement of the project.
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New position

Proposed Reporting line

Decision

Unit Manager, Regional
Institutions

Position did not exist in original
proposed structure

New position incorporating functions
from the existing Unit Manager Pacific
Regional positon

Unit Manager, Regional
Thematic

Position did not exist in original
proposed structure

New position incorporating functians
from the existing Unit Manager Pacific
Regional positon

Unit Manager, Muttilateral

Division Manager, Glohal
Development

Reports to Divisional Manager,
Partnerships, Humanitarian and Multi-

lateral

Unit Manager, Economic,
Governance & Trade

Divisional Manager, Economic &
Human Development

Unit Manager [CT,
Infrastructure & Transport

Rgpcrtm f&D‘V‘smnal Manager,
r ustamabTe Economic Development

and Resource\Mahage ‘ent/ -

Unit Manager, Energy

Dwzsuaga]‘Ma nager, Economic &

¥ Ghange of role title from UM Energy and
“Environment

Report to Divisional Manager, Sustainable
Econamic Development

Change of role title from UM Primary
Industries;

Report to Divisional Manager, Sustainable
Economic Development

Position did not exist in original
proposed structure

Reporting to Divisional Manager,
Sustainable Economic Development

X/Bus;rlés provement
“Bro ect Manager(PAM)

Divisional Manager Business
Improvement

As proposed

X JFrainee —enQuire
Implementation {PAM)

Divisional Manager Business
Improvement

Fixed term role

System Administrator
(PAM)

Divisional Manager Business
improvement

Fixed term role

Principal Development
Manager, Fisheries

Unit Manager, Primary Industries

Position will report to Unit Manager
Environment and Fisheries {(SED)

Principal Development
Manager, Environment

Position did not exist in original
proposed structure

Position reinstated. Position will report
to Unit Manager Environment and
Fisheries (SED)

Principal Development
Manager, Energy

Unit Manager, Energy &
Environment

Position will report to Unit Manager
Energy (SED)

Adviser/Senior Adviser,
Strategy & Planning

Unit Manager, Development
Planning & Results

As proposed
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New position

Proposed Reporting line

Decision

Adviser/Senior Adviser,
Gender

Position did not exist in original
proposed structure

Position reinstated as a specialist role.
Position will report to Unit Manager
Development Effectiveness (DSE)

Adviser/Senior Adviser,
Evaluation & Research
(x1.5)

Unit Manager, Evaluation &
Research

As proposed

Adviser/Senior Adviser,
Commercial Partnerships

Divisional Manager, Partnerships

Position will report to UM Economic,
Governance & Trade (SED)

Adviser/ Senior Adviser,
Pacific Research

Unit Manager, Tokelau, Niue, Cook
Islands

Adviser/ Senior Adviser
Commercial and
Procurement (x2)

Position did not exist in original
proposed structure

4

Senior Group
Administrator

Development Manager,
NGO Partnerships

o*firon wsH report to Unit Manager
“Partnershlps and Funds (PHM)

Development Manager,
Humanitarian

As proposed

DevelopmentM ypage
Donor Eng; ment/’“ A%

Change of role title from Development
Officer Donor Coordination

Reports to Unit Manager Development
Effectiveness (DSE)

"I Unit Manager, Scholarships

Role is confirmed as a permanent
position

p;u ﬁa};menteﬁlcer

Position did not exist in original
proposed structure

Reports to Unit Manager Environment
and Fisheries (SED)

;D‘evelopment Officer
’ Energy

Position did not exist in original
proposed structure

Reports to Unit Manager Energy (SED)

Development Officer
Infrastructure, Transport
& ICT

Position did not exist in original
proposed structure

Reports to Unit Manager Infrastructure,
Transport & ICT (SED)
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Changes to reporting lines

Position

Proposed reporting line

Confirmed reporting line

Development Manager
Pacific Regional Agencies

Unit Manager Cook
Islands/Tokelau/Niue and
Agencies

Would report to Unit Manager Regional
Institutions PAC Branch

Development Officer
Pacific Regional Agencies

Unit Manager Multilateral

Would report to Unit Manager Regional
Institutions PAC Branch

Development Manager
State Sector

Divisional Manager Partnerships

Would report to Unit Manager Regional
Thematic PAC Branch

Development Officer State
Sector

Divisional Manager Partnerships

Would report to Uoit'Mﬁ/njager Regiona%}
Thematic PA,CJBAanc ~ /"} A

{m

Senior Policy Officer
Regionalism Strategy, PIF,
FADTC

Unit Manager Regional

Senior Policy Officer 3™
Country relations, UN
Environment

Policy Officer 3™ party
relations

Wogld\ceport to Unit Manager Regional
Qshtutlons PAC Branch

Policy Officer Trade, PCF
Business Councils -~

Would report to Unit Manager Regional
Institutions PAC Branch

Senior Pohcy/@/fhc \
PACER B{us Laﬁgﬁ ‘i

Would report to Unit Manager Regional
Thematic PAC Branch

l»x%hcy %xt“er Fishe

,«gnltyManager Regional

Would report to Unit Manager Regional
Thematic PAC Branch

fﬁaglffc fram }W” or

. a’crcm,/EM D R,
‘ gllance uxo

Unit Manager Regional

Would report to Unit Manager Regional
Thematic PAC Branch

: ;%ollcy Officer Pacific

Framework

Unit Manager Regional

Would report to Unit Manager Regional
Thematic PAC Branch

Policy Officer Pacific
Framework
(Supernumerary)

Unit Manager Regional

Would report to Unit Manager Regional
Thematic PAC Branch

Unit Manager
Solomons/PNG/Nauru

Divisional Manager Pacific
Development

Would report to Divisional Manager, Pacific
Bilateral — Melanesia, Micronesia

Policy Officer PNG ~ MSG

Unit Manager Bilateral

Would report to Unit Manager
Solomons/PNG/Nauru

Policy Officer — Solomon
Islands, Nauru

Unit Manager Bilateral

Would report to Unit Manager
Solomons/PNG/Nauru; Responsibility for
Tuvalu will transfer to another position

Unit Manager
Kiribati/Fiji/Vanuatu

Divisional Manager Pacific

Development

Would report to Divisional Manager, Pacific
Bilateral — Melanesia, Micronesia
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Position

Proposed reporting line

Confirmed reporting line

Policy Officer ~ Fiji
(currently secondment)

Unit Manager Bilateral

Would report to Unit Manager
Kiribati/Fiji/Vanuatu

Policy Officer — Vanuatu,

Unit Manager Bilateral

Would report to Unit Manager

Kiribati Kiribati/Fiji/Vanuatu
Development Manager Unit Manager Would report to Unit Manager
Kiribati Kiribati/Vanuatu/Samoa Kiribati/Fiji/Vanuatu
Development Manager Unit Manager Would report to Unit Manager
Vanuatu Kiribati/Vanuatu/Samoa Kiribati/Fiji/Vanuatu

Development Manager Fiji

Unit Manager Fiji/Tuvalu/Tonga

Would report to Um}

t Mara b,a;er
KlrlbatilFllea/guéty WS

Development Officer Fiji

Unit Manager Fiji/Tuvalu/Tonga

Would repart. fo Umt Manager/«
Kmbat/\ p/Va nuatu

fﬁ‘z

Development Officer
Vanuatu

Unit Manager
Kiribati/Vanuatu/Samoa

7

%/gjd

Development Officer
Kiribati

Unit Manager P <7

High Commissioner Port
Moresby

i fgdf&reﬁ’d‘ft to Divisional Manager, Pacific

E;Hafé;ral — Melanesia, Micronesia

High Commissioner Suva I

I

Would report to Divisional Manager, Pacific
Bilateral — Melanesia, Micronesia

High Commissioner | -~
RV I |

Would report to Divisional Manager, Pacific
Bilateral -~ Melanesia, Micronesia

Divnstgglai Manager Pacific
/e"veiopment

Would report to Divisional Manager, Pacific
Bilateral — Melanesia, Micronesia

Divisional Manager Pacific

Would report to Divisional Manager, Pacific
Bilateral — Melanesia, Micronesia

Divisional Manager Pacific

Would report to Divisional Manager, Pacific
Bilateral — Melanesia, Micronesia

;Un”ft Manager

Samoa/Tonga/Tuvalu

Divisional Manager Pacific
Development

Would report to Divisional Manager, Pacific
Bilateral - Polynesia, Realm and French
Pacific

Development Manager
Samoa

Unit Manager
Kiribati/Vanuatu/Samoa

Woauld report to Unit Manager
Samoa/Tonga/Tuvalu

Development Manager
Tuvalu

Unit Manager Fiji/Tuvalu/Tonga

Would report to Unit Manager
Samoa/Tanga/Tuvalu

Development Manager
Tonga

Unit Manager Fiji/Tuvalu/Tonga

Would report to Unit Manager
Samoa/Tonga/Tuvalu

Development Officer
Tonga

Unit Manager Fiji/Tuvalu/Tonga

Would report to Unit Manager
Samoa/Tonga/Tuvalu

Development Officer
Tuvalu

Unit Manager Fiji/Tuvalu/Tonga

Would report to Unit Manager
Samoa/Tonga/Tuvalu
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Paosition

Proposed reporting line

Confirmed reporting line

Development Officer
Samoa

Unit Manager
Kiribati/Vanuatu/Samoa

Would report to Unit Manager
Samoa/Tonga/Tuvalu

Policy Officer Samoa,
American Samoa

Unit Manager Bilateral

Would report to Unit Manager
Samoa/Tonga/Tuvalu

Policy Officer Tonga,
Polynesian Leaders Group

Unit Manager Bilatera}

Would report to Unit Manager
Samoa/Tonga/Tuvalu

Administrator of Tokelauy,
Manager Realm, French
Pacific

New position

Would report to Divisional Manager, Pacific
Bilateral — Polynesia, Realm and French
Pacific

Senior Policy Officer

Divisional Manager Special
Relations Unit

Administrato
French Pa;gfm

Policy Officer New
Caledonia, French
Polynesia, Micronesia,
Cook Islands

Unit Manager Bilateral

iFrEncFﬁ’aaﬂc

}drmgjsirato‘r of Tokelau Manage\r Reaf’m

Development Manager
Tokelau

Reglo /aL\

ey

Adm” tratorof Tokelau, Manager Realm,

FTenGMHéIfIC

Development Manager
Niue

s

/_\ N

gémmzstrator of Tokelau, Manager Realm
French Pacific

Development Manageru?»

RN
Cook Islands—> | > 3

l‘fmt’Man/g/ Realm angL
- yk J/

Administrator of Tokelau, Manager Realm,
French Pacific

Deve apment @ﬁ;/ar Cook
,\ N A\

Administrator of Tokelau, Manager Realm,
French Pacific

ﬁDiwsaonal Manager Pacific

Divisional Manager, Pacific Bilateral —
Polynesia, Realm and French Pacific

Divisional Manager Pacific

Divisional Manager, Pacific Bilateral -
Polynesia, Realm and French Pacific

AﬁghﬁCommissioner Tuvalu

Divisional Manager Pacific

Divisional Manager, Pacific Bilateral -
Polynesia, Realm and French Pacific

High Commissioner
Rarotonga

Divisional Manager Pacific

Divisional Manager, Pacific Bilateral ~
Polynesia, Realm and French Pacific

High Commissioner
Nukualofa

Divisional Manager Pacific

Divisional Manager, Pacific Bilateral ~
Polynesia, Realm and French Pacific

High Commissioner Niue

Divisional Manager Special
Relations Unit

Divisional Manager, Pacific Bilateral -
Polynesia, Realm and French Pacific

Team Administrator, APE

Divisional Manager, PAC

Business Operations Manager

PA/TA Pacific
Development

Divisional Manager Pacific
Development

Business Operations Manager

Deputy Director,
Scholarships

Divisional Manager,
Development Operations
Division

Reports to Divisional Manager, Global
Development and Scholarships (GDS}
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Position

Proposed reporting line

Confirmed reporting line

Development Manager,
Resilience & Disaster Risk
Reduction

Unit Manager Energy,
Infrastructure and Environment

Reports to Unit Manager Environment and
Fisheries (SED)

Development Manager
Governance

Unit Manager Human
Development

Reports to Unit Manager Economic
Governance & Trade (SED)

Development Manager
International Finance
Institutions

Reports to Unit Manager
Multilateral

As proposed

Development Manager
Multilateral United
Nations

Reports to Unit Manager
Multilateral

Development Manager
Multilateral & Human
Rights

Reports to Unit Manager
Multilateral

Development Manager
International Finance

Institutions {Pacific) Agencies— )

Principal Development U(M;Ecqgﬁm;qg& Prxvateﬁ;’ch »jeports to Unit Manager Economic
Manager Economics /E »Devekfp /f’: Governance & Trade

Principal Development “ gmt fﬁanag(e /f sggc, re As proposed

Manager ln’r’rars‘tmj:ruife> rangpga R c

Prmcugal D velaj:@gnt Unit ,anaéyf:mary Industries | Reports to Unit Manager Agriculture
f\//lanaée /Agnc;ujiture N

1 Pjrfqp@éveio mér
“Mana) er ICJ:/'““

Yriit Manager Infrastructure

> Transport & ICT

As proposed

UM Economic & Private Sector
Development

Reports to Unit Manager Economic
Governance & Trade

‘ﬁvélqpment Manager

rivate Sector & Tourism

UM Economic & Private Sector
Development

Reports to Unit Manager Economic
Governance & Trade

Development Manager
Trade

UM Economic & Private Sector
Development

Reports to Unit Manager Economic
Governance & Trade

Development Manager
Governance

UM Human Development

Reports to Unit Manager Economic
Governance & Trade

Development Manager
Transport

Unit Manager Infrastructure
Transport & ICT

As proposed

Development Manager
Energy x2

Unit Manager Energy &
Environment

Reports to Unit Manager Energy

Development Manager
Agriculture x3

Unit Manager Primary Industries

Reports to Unit Manager Agriculture

Development Manager
Fisheries

Unit Manager Primary Industries

Reports to Unit Manager Environment &
Fisheries
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Development Manager

Environment Environment

Unit Manager Energy &

Fisheries

Reports to Unit Manager Environment &

Development Officer
Development

UM Economic & Private Sector

Governance & Trade

Reports to Unit Manager Economic

Development Officer Unit Manager

Reinstated position

Development Officer
Environment

Unit Manager Energy &

Reports to Unit Manager Energy

Development Officer

Unit Manager Primary Industries

Development Support .
Officer Transport & ICT

Unit Manager Infrastructure

As proposed

Reports to Unit Manager Agrxculture

Development Support
Officer Development

UM Economic & Private Sector

Senior Contracts Adviser

Effectiveness

Divisional Manager,
Development Strategy P

Bﬁaﬁx ing lme/é?t

,B/ol“‘ txtle will changé‘te Senxor}egal Adviser

Contracts Advisers x2

Unit Manager,.Proc

AN

Ro?g;,w; i’feport to Senior Lega! Adviser

Development Officer

Contracts Administrator

As proposed

Changes to p smon tltfeé

/ 2 f/j“’)
Position\ < ‘ Rationale
,U\f{éﬁyr“ ? < ivisiohg’;{M‘anager Aligns titles for similar positions in the Ministry.

Uit Manager

Aligns titles for similar positions in the Ministry.

;9A7‘ﬁa_,

1P, PA/ Team
,Admylstrator Administrator {PATA)

Aligns titles for similar positions in the Ministry.

_Principal Evaluation Unit Manager
& Research Manager | Evaluation & Research

Aligns title with similar positions.

Senior Contracts
Adviser

Senior Legal Adviser

Aligns title to core role.

Contracts Advisers Legal Adviser

Aligns title to core role.

Adviser/Senior Unit Manager,
Adviser, Evaluation & | Evaluation & Research
Research {0.5 FTE)

Change of role title from Development Manager
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Background

Changes in the Operating Environment for SED and GDS

When we implemented the new structure for PDG following the release of the Capability
Review Decision document on 18 July 2016, we outlined this as being part of a wider
incremental approach to enable us to further test elements of the new operating model,
We recognised that there is no finish line at which we can stop evolving and that we
needed to be flexible to manage changing needs, shift focus and respend to global
‘events. We wanted to continue to strive for better ways of working a/(os”‘ hiM{/nlstry //f’/

Further, the Minister has confirmed his desire for PDG }ofeperate under mor,e\of a)s éw’
portfolio management approach in the way we offer sepﬂ“}éesand we haye lobked ’iat»fﬂﬁxs
in the wider context of how we deliver SED. M :

Energy and Agriculture.

o

e

Impact of Propoised Cha “‘g
/5/ \DS—

: ‘Vb/LShed’}
D€ elopmgnt/Manager ASEAN Agriculture role moved from GDS into the
tu,& euémt SED.

¢ ~A Development Ofﬁcer 2 role in GDS would be disestablished and the incumbent
moved into another vacant DO2 role within PDG in line with our rotation policy of
below the line roles.

Consultation Schedule

The timetable of the consultation process was as follows:

Role / Party Impact Type of consultation

Unit Manager Africa/Latin Significant — Proposed Role Full consultation and

America/ Afghanistan/ Timor- Disestablished. feedback sought

Leste, GDS

Unit Manager Asia, GDS Team changes, increase in Full consultation and
team by two. feedback sought

PEOP-1990-363
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Unit Manager Energy, SED Team changes, increase in Full consultation and
' team by one. feedback sought
Unit Manager Agriculture, SED Team changes, increase in Full consultation and
team by two. feedback sought
Development Manager ASEAN | Change in reporting line, not Consulted with,
Agriculture, GDS substantially affected. feedback sought
Development Officer 1, Asia | Change in reporting line, not Consulted with,
Unit GDS substantially affected, feedback/,aught
Development Qfficer 2,GDS Two roles impacted, however Cons uf’ﬁed wﬂ:h
- Latin America/Caribbean under our rotation policy for féfedb/ck «soﬁght o re
- Timor Leste below the line roles not :

substantially affected-/”‘i"“\ A x

Remaining roles in GDS

Changes
communicated via
manager

Is the right amount and level of resource being transferred?

The amount of activities being transferred from GDS to SED was questioned given that
some of these activities are nearing completion.

We confirm that the following activities will remain in GDS until completion:
e 4 Latin American activities due to end in 2017
¢ 1 advanced Afghanistan activity nearing completion
e The Rakhine activity managed by ASI that is to be wound up early
e An activity in the Philippines close to completion.

The remaining 16 agriculture activities will be transferred to SED and managed by
existing resources including the DM and DQ roles being moved across.

We confirm that approximately 10 renewable energy activities will be transferred from
GDS to SED, however as with the agriculture activities, those nearing completion will
continue to be managed by GDS.

PEQP-1950-363
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The feedback also questioned given the activities moving to SED, if the amount of DSO
support was adequate. We agree that SED would benefit from having another DSO to
support the wider teams, so we will be making one further change to the proposed
structures and moving a DSO resource from GDS into SED.

2, Timing and transfer of staff and activities
The changes from the proposal will take effect from 30 January 2017,

3. Clarification on how we will operationalise portfolio management in
practice and workforce planning ) /\

We agree that moving resources is just one part of how the portfo b /

approach will work. As was indicated in the Capability Review ‘re is' no ﬁﬁlsh hnegt

which we can stop evolving, so our thinking around how e’GéSir

the activities under both GDS and SED, does not stop W%mrescug;es changes \in Jan’l’fé“?'y.
A \

‘v

N

Decision on Change' Ej‘ﬁb\osal
‘S R

J 2 f

In takmg ort. bﬁjgrcf tgh/e;?eedback r \(lded the decision has been made to implement the

P
outi Cfm the éhange Pfdf)osal document with the one added change being

chaﬁg ’\
, J} /

5)‘;\)

esolirce and manage:—"

New Position

Unit Manager, Infrastructure, Transport

)

7 A and ICT, SED
\Jf ;Dévelopment Manager ASEAN Agriculture, Development Manager, Agriculture, SED
| ebs
Development Officer 1, GDS Development Officer 1, Agriculture, SED
Development Officer 2, GDS Development Officer 2, Energy, SED
Development Officer 2, GDS Development Officer Donor Engagement,
PAC

Development Support Officer, GDS Development Support Officer, Energy, SED

PEQP-1990-363
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Global Development and Scholarships ~ 30 January 2017

Divisional Mariager-Global ©
" Development & S,cﬁdiarshigs

s9(2){(a)

PAITA
s9§2§ia§

Unit-Manager Scholarships

I

Development Manager. |
__CASEA -

Develdpiment Manager

59(2)(a)l

De\‘(elgpmghi Manager o Development Manager
— oo 4 SN AfricalLAC
D) sml|
R 5
T

PP

.évelo'_m'ent Officer 2

Development Officer 2
s9(2 )g a )

s9(2)(a)

Development Officér 1 Development Officer 1
0@ - 59(2)(a)

iﬁeveiqpment’@tﬁcer

o)

Development Officer
59(2)(a)

Develapmient Suppart
b Officer
s9(2)(a)i .

Business Analyst

] @r@ma)
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Sustainable Economic Development - 30 January 2017

:3 4 ?{,‘.v
,59(2)<a)

(AGlinig. 31/417)

~

| | Development Officer

s9(2){(a)

Development Support
Officer

59(2)(a)

(temnp until Jan17)

PEQP-1990
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@717

i
59(2)(a)
[ r T P
Unit Manager Unit Manager Human Unit Manager //:gzglfdi /OnitManager .|
Economic Development . ‘“frasu:c“ﬁrm Unit Manager Er:e/r}g!« | SR Lt A, \Enviranimer ]
Govemnance & Trade Ehdanttlhg ransport an !9(7_5( j \ (236a) UL O Fisheries e
g | ! 8 a s O o A D ATS
59(2)(a) s9(2)(a) s9(2)(2)l > L @ting 18y || [P52(2)(@)
R — N N, b
Devel t Manager e ' X/} / 77 e ’
‘Development Man inch e o —
Economies. - ;. P&";g”;;ﬂgg&im Principal Development: 4 Pr ggam;veiopmen ‘aPmcfpgjﬁei/eTgpment Principal Development
Vacant: - _9.‘2*_97 iz || [Mana er Infrastructis “Manager Energy” ariculture Manager Environment
, §9(2)(a) 59(2)(a) T\ LM sy (a) s9(2)(a)
Senior Adviser ) wF L
Commercial Principal Development ﬁﬁﬁﬁip’émévelobhﬂ Anag Development Manager| | | Principal Development
Parnérships. - || ManagerHealth | L4”° “Mangger iCT - H Agriculture - Manager Fisheries
Vacant- s9(2)(a) /;wﬁgg( EN I | e s9(2)(a) 59(2)(a)
s NN 77 \<°< : aﬁ’\\ ,
Development Officer Developmeﬁiﬁaﬁh;qﬁ" J Development v anager ‘DPevelopment Manager{ | |Development Manager| | | Development Manager
Economic o ducation L] Ttansport 1 H Energy H Agriculture - Environment
s9(2)(a) || S9f23ia) s9(2)(a) 59(2)(a) s9(2)(a)]
Development Ma{é/Qéj N D@v&f‘pﬁent Ma RN Development Manager| | |Development Manager
| Privale Secfor & -,/) Health | | ‘Development Officer | L DFv_el“clgin_emn%Ofﬁ;er H  Agriculture H Fisheries
5902 (a) s9(2)(a)l 592) @) 59(2)(a) 902)(a)
\.,;"
- =T Development Support | || pevelopment Officer Development Officer
Development Manager. L] . 1 H e ]
s ¢ —_Offcer (@) |1 @@
s9(2)(a)

| | Development Officer

|| Development Officer

COrAN, =N Development Manager 1
59(2)(a) {HeVzopMment Ve s9(2)(a
s$9(2)(a) o(2)(a) 59(2)(a)
Devejopment Support Project Coordinator
— Officer Development Officer | ™ gﬂ 52 ;a
59(2)(a) 59(2)(a) i
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roval of Proposal

A

Jonathan Kings

Date

Deputy Secretary, Pacific and Development Group
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Introduction

1. The purpose of this document is to set out the decisions made on the proposed
review of the Ministry’s Communications Functions following feedback from staff.

2. I would like to take this opportunity to thank everyone for their contribution to this
review. The feedback has been constructive and has contributed to my confidence
in the confirmed structure. This feedback has been taken into ach in making

adjustments to the proposal as set out in the discussion docurp\eri,” “&fﬁe way me;jf’f’
which position responsibilities are defined. /ﬁ’ v (g"“; }{*«»
3.
Bede Corry

Deputy Chie

STAFF-IN-CONFIDENCE
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Summary

In December 2016, SLT agreed to release for consultation with relevant staff a proposal for a
restructure of MFAT’s Communications functions, and endorsed the objective of a cohesive, flexible
and well integrated communications and media function aligned with the Ministry's strategic
objectives.

On 19 January 2017, a consultation paper was issued to staff containing a proposed new structure
for MFAT's communications function. The most significant aspects of the proposal included re-
integrating the media team into CMD, creating a dedicated digital communications team, and

S

streamlining reporting lines. A . /) /’”

adjustments to the proposed structure. To achieve a more cci/eswe and beiter undergte@dw}
communications function, and to make a success of stakeholder e(ﬁgagefneat lﬁiaspeen ‘dec;d?d”t?)}

re-merge the media and wider communications teams. /n;qrdar to ehsure tha%'tha
adequately to service the expected volume of media enq‘t.tlr!/s Wht/als{/}r’ jpg to};expectatnons for
greater external engagement and publlc outrea”cﬁ - ja/,&év ser has been

/ SN
The main rationale for the mﬁ“;g&r@dsffhat two*tearpsw/}iﬁbe stronger together and better placed
to offer the Ministry séam?ess:;omﬁmc (pﬁs s&gp@r?that is connected to the Ministry’s strategic

framework. Otpeyf/hange&;ré/éuyqed ﬁurtberinvtﬁ;s document,
AN oAU O

TN S
S

Thq h‘r 'gai gam, presently in ESD, was proposed to be moved into CMD. The re-merger of
’ N n&”the media team was aimed to support mtegrated strateg:c communications

e The role of the Chief Media Adviser was proposed to be retained, preserving existing
relationships with the CEO and Beehive. The Chief Media Adviser would have management
responsibility for one other fulitime Senior Media Adviser.

e A revised position description for the CMD Unit Manager {Unit Manager Corporate
Communications) included responsibility for external stakeholder engagement as well as
internal communications.

= Account Manager positions would be redefined and re-titled as Senior Communications
Advisers. These advisers would be charged with providing strategic communications advice,

handling media in their subject fields, and supporting external stakeholder engagement.

STAFF-IN-CONFIDENCE
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« Two new Communicatians Adviser positions would be established to support the Senior
Communications Advisers and help ensure that CMD is able to generate content in pursuit of
strategic communications objectives. One Communications Adviser position would be a
fulltime rotational role within the Ministry. This would present the opportunity for junior
policy officer to develop specialist communications experience, and reinforce the spirit of
“one Ministry”. This would be set as a two-year fixed term position. The other
Communications Adviser role will be a part-time role, set at 0.4 FTE.

e The Senior Adviser Communications responsible for internal communications was proposed
to be retained and re-titled Senior Internal Communications Adviser. Tm{;ij;uld ensure /:f
continued capacity for internal communications. The 0.5 FTE ded}ateg wards WW1 @v’“
commemorative work, presently undertaken by this role, would b//transferfédzto one.o oﬁt&e
Communications Advisers, releasing the Senior !nter%%@\nunlcaﬂon? Adyxser tojotus/
solely on internal communications needs, and meetmg//}. redl)cﬂon in tfmé\that cgh!d be
dedicated to internal communications by thekﬁftt Manager» who wcﬂg‘t{w zﬂe *r/sponstble
also for the externally-oriented Commgm/”ja'j A ’ /

e« The Digital Strategist /ggfbn wa‘s/fpropgsedfj;c g
Communications and{mfguld Jassume m‘
communzcationsftggmjilh’f “feam md tagtearjo’r onhne channel management, content
gene?on a@gﬁige@ﬁnalytxca@ab}wj »

3 Ve

; NN
\for/fhe Digital Adviser Insights and the Digital Adviser Content

\ - O
Tre t\‘%ﬁ/term posit

P

n!
L

{/::}\ {/W mﬁ?opoged
‘/3 :z‘ (A ?

o\be converted into permanent positions.

> orientation of tasks and a revised job description.

Feedback

1. A total of 10 submissions of feedback were received, in the form of both individual and
group submissions. The consultation process provided a comprehensive body of feedback
across a wide range of themes and issues. The following tahle summarises the most
regularly occurring themes contained in the feedback, and describes the response to that
feedback.

Relocation of Media | A number of staff expressed theif A further media adviser will be added to the

Team from ESD into | support for the merger of the medial structure, either on a fixed term or contract basig
CMD team with CMD, citing the {subject to a capability bid as part of the budgey

STAFF-IN-CONFIDENCE
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opportunity for greater cohesion and

alignment for the Ministry. Egually
some staff raised concerns about the
adequate resourcing of the media
management function and questioned|
aspects of the merger’s application.

round.)

Senior
Communications
Adviser roles

Although some staff were enthusiastic
for the opportunity to be involved in
managing media in order to advance
the Ministry’s objectives, several staff
expressed reservations about the
delineation of responsibilities
between specialist media advisers and
senior communications advisers. A
number of staff were concerned in
particular that reactive media work
might crowd out the communications
work expected by divisions from the.._
eommunications advisers.

Jhé%éb
fdesmp“uons and Personal Development Plans,

With the addition of a further media adviser, the
media team will be the primary channel for all
media enquiries. Some of the Senior
Communications Advisers will provid;‘e media
support from time to time, md&dmg»o the after-
hours roster. (The details.cht Vb,e rosterwill be
addressed during theﬁplemef/faﬁon pha €. ) f’

Y

Senior C/ymmeét"nns A&vuse:;wif continge
administe @mmunh:attons “portfolios!, wi
fS”er resﬁo’”gib!e for ?ne”or mor‘e Mfmstry

§f hey\.:%be{ ireg} have some or all
ar geo{ﬁs\ls inc

ifig:-media management,
stakeh/ldenengagerr/(ent/skalls and speech writing.
/’\

N,

jjﬁstments will be reflected in position

< by

(CE\N 70N »«Jather than the proposed structure.
Communications Scmﬁsmﬂ’femmenmdo{ \,// MFAT’s standard divisional structure does not

/su‘ppo”’ rfor the gr“eaﬁon Gﬁhts
fime pos;troh}g‘ndgpr%?sed the

hope that this mayprowde a

mn@gemgpaopportumty for one of

' ‘tége:Semopefmmumcatsons Advisers

provide for a further management tier below tier 4
level. Inthe absence of a formal management
opportunity, there will be an opportunity to
provide mentoring and support.

Fulit!ﬁ?e s:z;ngg \
Fﬂlg\g’ \‘ \w}/

5(”%;

Some staff favoured all senior
posmons sized as full FTE positions,
while retaining the scope for staff in
these positions to work less than
fulltime

The Unit Manager Digital Communications which
was proposed as 0.8 FTE and the Senior
Communications Adviser proposed as 0.85 FTE will
be formally set at 1.0 FTE, while retaining the
scope for staff in these positions to work less than
fulltime in agreement with their managers.

Establishment of 2
Digital
Communications Unit

Some staff commented on the
opportunity for the digital
communications team’s work to be
more closely integrated with the work
of the wider function. Some staff also
expressed their support for the roles
of the Adviser Digital Content and
Adviser Digital Insights

The divisional plan to be submitted by 31 March
2017 provides an opportunity to refine the
division’s priorities by reference to goals tha
encourage the three constituent teams (media
communications advisers and digital advisers) to
combine effectively. Position descriptions for team
managers and divisional staff will place an
expectation to work collaboratively to ensure an
integrated approach to communications.

Location of division

Some staff expressed a strong
preference to be located on level 15,
emphasising the strong connection
between the media advisers and CE,
as well as with ESD and its work on

OlAs,

A plan for co-location of the entire division will be
developed in consultation with FBS, and further
advice will be made available as it comes to hand

STAFF-IN-CONFIDENCE
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Other Feedback and adjustments made

1. In addition to the themes above, there were other areas of feedback included in
submissions from one or two staff only. This feedback was also taken into account.
The feedback included observation of the increased demand for internal
communications and views on the roster for after-hours phones. There was also a
some feedback, including from FSA and PSA, relating to the breadth of the
consultation process itself, and questioning if the wider ministry sp(m gﬁ)ave been///
consulted. In the workup to the original consultation documenfD/E anﬁ//ﬁM CM}DX \\
}k‘éhgid' rs tﬁat hﬁ b{een

had taken into account the views of a wide range of

expressed in the course of normal business activities:>

2. In addition to the changes made in }es‘
adjustments have been necessary;~, ’ N\

¢ The newly c;éjé \C mmunic;:: ﬂi dvis
posution@ae’§ %nttl, fid b@,ﬁét for two years as stated in the initial
gropesakf?pbls is th;dﬁe\whﬁrftﬁe FTE cap will shrink due to withdrawal of

N >
) ;fpopo/s/e/(; position of Web Services Manager has been re-titled Adviser

; fD al Services to reflect that the role will carry responsibility for the Ministry

websites as well as our in intranet and other digital services.

Final Decisions

4.  Attached as Appendix One is the approved organisation chart.

5.  Attached as Appendix Three are tables of those roles to be disestablished, and those
roles to be established.

6.  Position Descriptions are enclosed.

STAFF-IN-CONFIDENCE
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impacts

7. Attached as Appendix Two are the impacts on current permanent roles.

8.  Roles in the Digital Communications Unit are to be re-checked for sizing. We are
conscious that these roles operate in a rapidly changing field, and may well have
changed since they were last sized. We expect this to be completed prior to those
roles being advertised.

impiementation date / Next Steps
Q.

10.

11.

2, ‘Mg 3 A
12. Aplan fop;é Icgé‘g:gaﬂf the&””
Further ad\/@Wx [l be m”e? é
/r \?‘(‘t/ﬁ // \

%

. After hours, the contact number is

STAFF-IN-CONFIDENCE
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APPENDIX ONE - Communications Division - Proposed Establishment

Total FTE 15
Divisional Manager Total Headcount 16
CMD (excludes SMA
1.0FTE Contractor)
{ ,
Unit Manager R at
Chief Media Adviser Corporate
1.0 FTE Communications R
1.0 FTE [
. . . tine { -
__ISenior Media Adviser A y 1} “Adviser Digital
1.0 FTE AT 1.0-FT L/(ffuﬁhshmg 1.0FTE
% > f »,K 3 } \k \ ) .
RN mca‘t ng
N C ‘x\‘f&@/ e /99 /é VQ
5 } <
al 1.0 FTE Adviser Digital
% x A
Sy o Content
1,0 FTE
Senior
Communications
Adviser
1.0 FTE
| Adviser Digital é;,
Insights 1.0 FTE
Senior Internal nstgnt
Communications
Adviser
1.0 FTE
Adviser Digital
. s Services
Communications 1.0 FTE
= Adviser 1.0 FTE

(1 year fixed term)

Communications
Adviser 0.4 FTE

Public Diplomacy
— Adviser
0.6 FTE




UNCLASSIFIED

Page 9 of 11

APPENDIX TWO - Staff Impact
The 7 permanent staff are anticipated to be impacted as below.

Divisional Manager, » Divisional Manager, Communications No change.
Communications Division.
Division
Chief Media Adviser, » Reconfirmed to Chief Media Adviser, CMD.  Change of reporting line.
ESD.
Unit Manager, CMD. ¢ Reconfirmed to Unit Manager, Corporate Change of Tit!%}

- Communications. o
Account Manager, CMD. = Reconfirmed to Senior Communications

Adviser, CMD.

Editorial Adviser, CMD. ¢ Reconfirmed to Communications Adviser. _~~Change f}f Title.
A o [

Public Diplomacy = Public Diplomacy Adviser, CMD.
Adviser, CMD.

< i?e;Ehangeif N

Digital Publisher > Adviser Digital PUblishingz(fM{)‘
(Internet)s CMD. s Adviser Dlgltal SelfVi/ésg N /

PEOP-1990-381

UNCLASSIFIED
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APPENDIX THREE - Establishment and Disestablishment of Roles
The following roles are to be formally disestablished.

P3023 Senior Media Adviser 01

P4036 Digital Strategist

P4317 Digital Publisher (Intranet)

P4316 Digital Publisher (Internet)

P4315 Digital Developer

The following roles are to be formally established.

Unit Manager, Digital
Communications

Senior Communications Adviser -//”U Manager, Co
Intemal e ,

Adviser Digital Publishing Unit Manager
) -
. P . N % e n gt Ly NN
Adviser Digital Services UWnagg? , Di vxtafCo}Emyférg tgeir; TBC
Jnit M TBC

PEOP-1590-381

UNCLASSIFIED
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APPENDIX FOUR - Recruitment Process for Vacant Roles

Senior Media

Advertise internally, and 31 March

59(2)(a) CMA

Adviser extermnally via agency

Senior Advertise internally, and 31 March 59 2
Communications  extemally via agency omms
Adviser x 2

Senior Internal Advertise internally, and 31 March
Communieations  extemnally via agency

Adviser

Communications  Advertise internally, and 31 March

Adviser 1 Year
Fixed Term

externally via Seek and
jobs.govt.nz

Unit Manager Advertise internally, and
Digital extemally via jobs.govt.nz
Communications

Adviser Digital
Publishing

If not filled by reas;wyﬁme\nt
advertise 1nte/m%t:{i and
externall 1A, (/g ﬁz

{/'v’ % "w/"/ﬁ%‘

UM Digi Comms once
appointed

Adviser Digital

Adf“emsgmtem‘aﬂ'y, an / A\

Content /;’}exie}naﬁ?wa Jobs. gm?haz / N

UM Digi Comms once
appointed

Ad\lscr/)g’ml N\

;ﬁﬁi‘értme mtefr’?rallyganﬂ N 24 March

UM Digi Comms once

Insmlgts/ U temgl{y via jbb\i{g Vyt nz appointed
fé(d’“séﬁ Dagfﬁl B! qot\f}led reass1gnment, 31 March UM Digi Comms once
Serfo&? N appointed

mally, and
externall y via agency and

. s}jo’bq govt.nz

PECP-1590-381

UNCLASSIFIED






11 April 2017

N/
AY
Brook Barrin , CEQ

AREC 2021

-~

Cabinet agreed in 2012 that New Zealand would host APEC in 2021, Thu»;”{{;;w ajor //
undertaking for the New Zealand Government - over the course of the ygé?;«ﬁg“é}gpéét to /2 \\
host 20,000+ delegates (officials, Ministers, Leaders, business peog ejyout@arfa media)._\ imf:? -
at a range of meetings and events, including 7-10 minisje/riaj'/op : >

p—

“equivalent meetings and. >

culminating in Leaders Week, to which we hope to attrac)’t\%eé%é&s\vfﬁbﬁt mostﬁ’”' APEE
members. f/z:{ \ /«jj?“x PN :

<N
nce ?ﬁé\dﬁf@gp@cy agendas and

Hosting APEC creates a significant OpportuRi \ -2 |
n faveur of New Zé}l@&%consistent with the

influence the direction of APEC trade poli N f3 e

objectives of Trade Agenda 203ﬁgz}/<a%fagthé\8(:réiness{(§fgiﬁ{tx Agenda. It also creates a

platform for leveraging to qc@e wider Newg@i@ﬁ;@jé‘%ﬁves, both related to this

Ministry's core responsibilities{eg through- Righ level bilateral visits and business

exposure) and to broader-government objactives (eg tourism exposure and promotion).
posure) ) cader-gove ,?%}\395( g p p )

While th}ggﬁiﬁ{g&vig/‘as lead ff‘géﬁoﬁsig}@ for hosting APEC, successful delivery of the

APEC-i5-3, 2:}/9/%»cross~ggency‘s;?{ééa\)our. It requires significant advance planning, given

nNaghitudeé of 50Mm ""oaf‘*xg goﬁerationai tasks and the infrastructure needs.
Q %25\’::%93

i

listry stood Ip about 6 months ago a small project team to begin scoping the task
and gg/fg;ra%tip_g/w%h NZ Inc agencies. The focus is on preparing a budget bid to

ga i“na’féﬁfzand associated business case (needed by 1 December) for the costs of
/;i“‘hcstﬁ)gﬁAPEC and a Cabinet paper seeking approval for a range of matters requiring
“w;d}ac@on at that level (including eg policy objectives, legislative change). These products
“—Teed to be informed by a good sense of the core elements of how the government will

host APEC and organise itseif to do so,

[y

As the project has unfolded the magnitude of the task has become clearer. Successful
delivery requires additional resource, skillsets not readily available in the Ministry and
dedicated senior leadership, among other factors. The project team and budget for this
planning phase need to be scaled up,

- The Government's investment in hosting APEC is likely to be between $100M and $300M.
For expenditure at this level, rigorous assurance process, including around risk, probity,
legal issues and governance are required.

Against this background and consistent with our recent discussions, I recommend that
you:

[Document 1D]



Page 2 of 4

Structure
1. Agree to create a Deputy Secretary APEC21 position and associated APEC21

Programme,
(e

2. Agree that the current Asia Pacific Regional Integration Division (APD) and APEC
project team have a change in reporting line from DS AAG to DS APEC21

3. Agree to establish two additional tier 3 roles in the A
APEC21 and a Manager Legacy and Leveraging

‘2 izx&”;;/
7 fl‘\{q ﬁR@ advice is that because the structural changes proposed invoive a g”“
chaf'%;éy \@9’] rting line and in essence the slicing off of a proportion of two roles into e
/é%élmd’r;awoles there are no affected staff in a legal sense and no need to institute a

{,?; fOT‘/méfchange process.
"\ Noted

8.  Note that HRG advise that the unions will need to be informed of the change before

an announcement is made, so as to provide reassurance about there being no affected

staff and that this will be undertaken by HRG once the change is formally approved.
Noted

e ———

9.  Note that there are three staff who are particularly impacted by this change - me,
59(2)(a) s9(2)(a), and that discussions have been held with all three staff and
each is comfortable with the proposed changes,

Noted

i ¢

9
10. Note that changes are required to the contracts of$2(2)(8h4 myself and that HRG

-

is9(2)(a)l will provide necessary documentation to you in respect of me and me in
respect of §9(2)(a))
[Document 1D]
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Noted
11. Note that there is also a need for a letter to 59(2)(a) in light of the change in
her reporting line and that this will be actioned by e,
Noted

12, Note that APD staff have had an opportunity to express views on options for dealing
with the consequences of the need to enhance APEC21 resource; that in my a

supported by HRG, no further consultation is required with them before a forma
is taken; and that those staff will be informed of the decision before jt-i§’anfiet

13. Note that the APEC project team are currently
change proposed does not materially affect th

Noted

ettt e,

S

{ S
y/
Q

kY \:,,//
A as Acting DS AAG in the interim.

D) (YesiNo

—~and I will ensure appropriate Acting GBM AAG arrangements
s

Noted

Mii?’./ Agree that the APEC21 Programme's budget for 17/18 consist of the APD budget for
" 17/18 as to be approved through the internal budget process currently under way plus
$4.5M for controllable expenses for the APEC21 preparations phase.

e

18. Note that an appropriate split of the AAG budget will be undertaken by GBM
AAG/APEC21 in conjunction with FIN to manage appropriately expenditure between the
stand up of the APEC21 Programme and the end of this financial year

S

Noted
Timing
19. Agree to formally stand up the APEC21 Programme with effect from Monday 15

May.
Ee

[Document 1D}
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20. Note that space is being prepared on the 12 floor to seat all the APEC21
Programme together and that this space is likely to be available from late June.
Noted
——m
21. Note that until that space is fully prepared the APD team will remain on the 17t
floor, with the current project team, DS APEC21 and GBM APEC21 moving to the eXIStlng
12" floor space.

Communications

Agree to announce the creation of the APECZifgagra

Decisions confirmed

§ofl Rerp,

Brook Barrington /2. i, ZQTTIL

CEO

[Cocument ID}
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[SECURITY CLASSIFICATION]

Announcement from Brook re Standing Up of APEC21 Programme

In 2021 New Zealand will host and chair APEC (Asia Pacific Economic Cooperation).
APEC [insert link to http://www.apec.ora/About-Us/About- ~APEC] works to promote
sustainable economic growth and prosperity, by facilitating the movement of goods,
services, people and investment across and behind borders. The members of APEC
represent 40% of the world’s population, 59% of global GDP and almost half of wo;ld
trade. 15 [check} of New Zealand'’s top 20 trading partners are members of/XP jgﬁd
between them APEC economies take more than 70% of New Zealand’s gods;a
services exports. As such, our hosting of APEC provides a sagnn;:{cant opportuplty to

L

pursue the cutcomes New Zealand seeks as part of Trade Agen a’2®30 as well a5“t0 “»;;
leverage that hosting to advance New Zealand’s Busmeisi\ r |
objectives,

Hosting APEC is a big undertaking for I \lew Ze 3 "’and [am Qrﬁudwth tthe Ministry will
lead the all-of-government effq/r;t /Irpl‘esents»fé;n oppottut
strong international reputatxeﬁxgha iNﬁW Zea!andﬁas
A 5
events Our goal is to pm?:&

,‘w

rganise and host 32 events, including 7-10 Ministerial level

mit\arf/cul‘mnatmg in the APEC Leaders Week in November 2021
‘ ter welcomes 20 Leaders from the Asia-Pacific region. We expect
OOMpedple to visit New Zealand for APEC events over the course of the year.

Blgs,
when our, ﬁmeﬂ i
arouncf

A sall-team has been working over the last few months to begin planning for our APEC
rear, The immediate tasks are to prepare a cross-agency budget bid, with

’accompanymg business case, to secure funding from Government, prepare a Cabinet

paper to inform key Government decisions, develop our policy approach, scope out
broader leveraging opportunities and determine how we will organise oursejves across
Government to host APEC. This is a major set of complex tasks requiring impactful
senior leadership.

I have asked Andrea Smith to take on this leadership challenge full time as Deputy
Secretary for APEC21 from 15 May. The Asia Pacific Regional Integration Division (APD)
and existing APEC 2021 Project Team members will report to her.

Andrea will remain a member of SLT and retain her existing senior leadership

responsibilities, including as Chair of the Coordination and Performance Committee and
of the Operational Investment Board.

[Document 1D]
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The Deputy Secretary Americas and Asia Group role will be advertised shortly. In the
interim, Graham Morton will be Acting DS AAG,

[Oocument ID)
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Introduction

The purpose of this document is to set out the decisions made on the proposed review of
the Ministry’s Procurement Functions following feedback from staff.

I would like to take this opportunity to thank everyone for their contribution to this
review. The feedback received has been constructive and this has contributed to my
confidence in the confirmed structure and vision for the Commercial Division and the
Commercial Framework. This feedback has been taken into account in making
adjustments to the proposal as set out In the discussion document and the way in which
position responsibilities are defined.

Nigel Prince

Deputy Secretary, Services

..
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1. Summary

1.1.In July 2017, SLT agreed to release a proposal for restructuring MFAT's
Procurement functions for consultation with relevant staff and endorsed the
objective of a cohesive, agile, flexible and well integrated Commercial function
aligned with the Ministry's strategic objectives.

1.2.0n 13 July 2017, a consultation paper was issued to staff containing a proposed
structure for MFAT's commercial and procurement functions. The most significant
aspects of the proposal included integrating the DSE Procurement Team with PRQ
Division to form a new Commercial Division within Services Group. The Division
will have a wider scope of functional responsibility, supporting all Ministry
commercial activity during the. Think, Plan, Do and Rev;,exﬁ/fmvestment
management cycle. An associated change programme wil e(de elé?aed whlch\
will simplify and improve Commercial processes, 9 i
deve!opment to mcrease the level of commermal acu

Gate process.
1.3. Feedback received over the following. (w
when considering adjustments toctheg

] ! thit two teams will be stronger
together and b@;p{ac’ed into the edcum term to offer seamless commercial
support m/imewwrth “the Mmjs S )8 rategic framework, to achieve value for
money»jor taxpayérs ang™ sUpporf a lift in the Mimstrys busmess acumen.
Chang' §,f:o the or;gma(fqo

1 he paper provided to staff for consultation on 13 July 2017 contained the
" following proposals:

2.1.1, The Ministry will implement a cohesive and well integrated
commercial vision, strategy and function, aligned with its strategic
objectives,

2.1.2. A single, flexible "Commercial Framework” will apply to all Ministry
commercial activities and transactions. This will include a classification
process to determine who will be responsible, accountable, communicated to
and involved in formulating the commercial strategy or procurement plan for
the associated transaction(s),

2.1.3. An associated change programme will simplify associated policies,
processes and procedures for procurement, contracting and contract and
supplier management. This transformation will be overseen by a
Commercial Leadership Group, chaired by DS SRV,

2.1.4. A Commercial Division will be established within the Services

Group combining staff from PRO Division and the DSE Procurement
Team,




o
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2.1.,5. 13 current roles within the two Procurement teams would be
disestablished and replaced with 14 new roles in the Commercial
Division.

2.1.6. Current open tenure Procurement staff below Band 20 will be reassigned
into new commercial roles within 3 functions: a Commercial Pool,
Commercial Operations and Commercial Excellence. New commercial
roles would have a wider scope including procurement, grant funding, private
sector investment, contract management and commercialisation of the
Ministry’s intellectual property. The Commercial Operations Te}mxwili provide

support for commercial activities undertaken at Post.. - «j;?*/
/

2.1.7. The Commercial Division's Divisional
Officer) wm be responsible for

contract management.

2.1.8. The Division's Commercg I

practices and methp/dnlogl 5, ;‘"oSs all g
this may mclu/c o”at:on w:tﬁ cust 317

,»"

; or at the mdtwdua! project, activity or transaction
A

xu”j/

v apphcatlon of theﬁt e”mmercnal Framework to support successful delivery of
outqtitmg'” nd value for money for taxpayers and other parties providing
funds to theMinistry.

The Commercial Excellence function will design and implement a
earmng and development strategy to lift commercial acumen and ensure
good quality, consistently delivered, commercial engagement.

e

" 3. Feedback
3.1. A total of 7 submissions of individual and group feedback were received.

3.2.The consultation process provided a comprehensive body of feedback across a
wide range of themes and issues. The table Appendix Eight summarises the most
regularly occurring themes contained in the feedback, and describes the response
to that feedback.
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4. Summary of Changes to original proposals in the Consultation Document

4.1

{" 5. Final Decisions

5.2.

7~

8.2.

8.3.

8.4.

8. rm;faxtf
/'8 T =, Divisional Manager role will be advertised on Te Aka as soon as possible.
%The Divisional Manager role is a Tier 3 role at band 21. Because there is no

. As a result of the feedback, the proposed changes are:

4.1.1. The Senior Commercial Specialist role will be renamed Commercial
Manager. These roles will focus mainly on medium to high value and risk
programmes, projects and transactions.

4.1.2. The Infrastructure Commercial Specialist role will be renamed Commercial
Specialist and the link to infrastructure will be removed. This role will focus
on medium value and medium risk project and transactions.

4.1.3. The Corporate Counsel will be invited to join the Commercial L ﬁership
Group. o

Attached as Appendix Two is a table of those rof E;

SN

-~

g&n@a’non Dates and Next Steps

“affected staff already substantively at that Tier and band, and because of the
seniority of the role, it is appropriate that other staff in the Mmlstry have the
opportunity to apply for that role. We believe that there are people already in
MFAT who are capable of filling that role, and we think there is insufficient benefit
from external advertising to offset the extra time that would be taken if this
approach were used.

All affected staff are invited to submit expressions of interest for the roles which
are available for reassignment (Appendix Five). More detailed information on the
reassignment process is included at Appendix Seven.

Reassignment processes will be worked through with input from the appointee to
the Divisional Manager or Unit Manager roles as appropriate and where this is
possibie.

All affected staff will have a confirmed outcome by 1 September 2017 at the
latest.
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8.5. Recruitment to those roles that are not going to be filled by reassignment will
commence at the latest by 4 September 2017,

9. EAP
9,1.We recognise that this is a challenging time for people potentially impacted by
change and for their colleagues. The Ministry is committed to supporting staff
through the change process. Employee Assistance Programme (EAP) support is
available to you 24 hours a day. During normal business hours Monday to Friday
the contact number is . After hours, the contact number is
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Appendix One ~ Organisation Chart

(r

\

~

Senior Commercial
Manager
Band 19

S

[

N\

~

Commercial Manager
Band 18

- D
Comm{grc:ai Ma;\agerf’z

Commercial Manager
Band 18
2 year Fixed Term

J

~N
Commercial
Specialist
Band 17

Commercial Division, Services Group

Divisional Manager
Band 21

Senior Commercial
Excellence Adviser
Band 18

Commercial Adviser
Band 16

Commercial Adviser
Band 16
2 year Fixed Term

Commercial Adviser
Band 16

Business Support
Administrator
Band 13

|
|
|
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Appendix Seven

Change Protocol

1

Definitions

1.1 Affected employee

An affected employee is an employee whose position is to be disestablished, or a
person whose position is to be reconfirmed, but with a reduction in the number of
roles.

1.2 Substantive position

-
A substantive position is the position that the emp!oyee/g appoint dt :
tenure basis and that the employee’s position descrﬁbﬂ‘ hd/orfJob tltle ela‘cés £

1.3 Suitable alternative position

A suitable alternative position is an aj:eff\

) role or is seconded at the time that a change
6?th&r’éstructurmg proposal on the emp{oyee wa

(b) Fixed term employees whose positions are not being disestablished will
continue in their existing position, on their existing terms and conditions,
until the stated expiry of their fixed term agreement.

(c) Fixed term employees will be able to apply for any positions that are
advertised internally and externally, after employees affected by the
restructuring have been considered for reconfirmation and reassignment.

Reassignment

2.1 All affected employees are eligible for reassignment. Reassignment occurs
where an affected employee is appointed to an aiternative position for which
they are suitable.

2.2 Affected employees may apply for reassignment for new or vacant positions in
the structure, through completing an EOI form and providing a CV. Where a
staff member is expressing interest in more than one role, they will need to
include an order of preference.

2.3 The reassignment process will include:



2.4

2.5

2.6

2.9

2.10

2.11
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(a) Shortlisting based on information provided in the Expression of Interest
form and CV;

(b) A panel interview; and
(c) Reference checking where appropriate.

Affected part time employees, including employees in job share arrangements,
will also have the opportunity to apply for reassignment to new and vacant

positions. The practicability of new roles being undertaken on a part time basis,
would be worked through case by case.

Interviews will be based on a struct
each candidate for the position. P2

. The appointing ma%\ageﬁn ’
. Another rm ’/rqéger or smaject

P

In thezegentiihat oniy Qn@ja’ffect mployee expresses interest in a position,

I ﬁfm“and CV the panel is sat»sfled that they are

muf”ﬁheir mterwews may be necessary, dependent on the skills required for
those positions. However wherever practicable the Ministry will interview
affected employees only once in relation to skills and experience common to all
positions they have expressed interest in, and target further interviews at only
the skills and experience specific to a particular position.

Training will be provided to affected employees to up-skill them to enable them
to be reassigned to available positions where the panel assesses that the
amount of training required is reasonable and practicable.

If an affected employee accepts an offer of reassignment to a position at a
lower level of remuneration, an equalisation allowance will be payable by way
of a lump sum to make up for the loss of basic pay for the next two years (not
abated by any subsequent pay increases).

Affected employees who are successful in being offered a new position will be
provided with a formal offer of reassignment to the new position, with a
proposed variation to their letter of appointment and terms of employment.
They will be asked to sign and return the variation within three working days.
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EOI - Role Detail

(Please compiete one of these forms for each role you are expressing an interest in)

Your name:

Role Title: Preference (circle): 1%...2"9,,.3rd

What Interests you about this role?

Y
“.-What Skills and Knowiedge would you need development in to enable you to take
on this role?

Please also attach your CV, and a cover letter if you would like to expand on the
points made above.
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Appendix Eight — Summary of Feedback and Responses

Summary of

.::.ﬁedba‘:k feedback Response
eme ‘
provided :

Will new roles will

be advertised

internally or

externally initially

and when this will The Divisional Manager rgle. { adverti;ed~
Advertising / happen. Can an internally as a first st p,:vf/On e'this role isl |
Applying for open tenure staff filled, remammg@ﬁl‘&s be’ﬁlled fo[Iowxng
Vacancies member apply for a | the Change. Pﬂt cofat Appen/gi S ven,ef\ths

fixed term position?
What is the order in
which these
vacancies will be/
recruited?

docu ment\
g

Management

What's the
commercial
operating model
and associated
opportunities?

o;)po nities are:
: alf;semor commercial specialists will be able
ddvise on private sector engagement and

4’f]undmg,

- staff with strong commercial skills,
knowledge and experience will support early
advice to customers on strategic alternatives;
- provision of coaching and training staff in
contract and relationship management to
achieve successful delivery of outcomes;

- Widening the scope of Division to be focused
on full commercial process, bringing in
external Innovation and with enhanced
negotiation skills;

- Enhancing commerciality in Project and
Activity processes;

- Enhancing performance and relationship
management post-contract award;

- Driving additional value for money invested
and new levels of commercial confidence;

- Supply markets more attracted to the
Ministry’s opportunities;

- Process improvement to reduce waste,
improve agility and clarify accountabilities;

- Commercially aware organisation, using a
single end-to-end commercial framework and
process excellence in execution of
transactions;

- Reducing Customer and supplier/partner
confusion by providing consistent
procurement approaches;;
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Feedback
Theme

Summary of
feedback
provided

Response

- involving the right people at the right time;
- pipeline creation via a screening process;

- accountability for functional excellence in
commercial activities across the Ministry
within the Investment Management lifecycle
of Think, Plan, Do, Review;

- Commercial Operatlons Manager to support
excellence of Post procurement a /contract
management.

Change
Management

Hold workshop(s) in
Commercial Division
to discuss how new
units and roles will"

Agreed. Some workshops & ;
input of stakeholde; CThis cot
- planmng to me*eg;ttle reqmred

4rfL cgm ercial acumen in other areas of the

M1 istry (with HR and the PDG Capability
. e m)

~different to existing

*are sﬁbstantiaily

roles

‘Confirmed. The scope of the Commercial
Division has changed, including responsibility
for Departmental and Crown ODA
Procurement, Grant funding, private sector
investment, contract management and
commercialisation, Staff will undertake a
wider scope of work. We will provide learning
and development to current staff transitioning
to new roles to allow them to succeed.

Coaching

How will Lead
Commercial
Specialist (now
Senior Commercial
Manager) coach and
mentor others in
Commercial Pool
and Commercial
Pool upskill others?

The Lead Commercial Specialist (now Senior
Commercial Manager) is expected to attain
more advanced skills in structuring,
processing and negotiating complex
commercial transactions and in category
management. This role will provide coaching
to other members of the team and ensure
that the Category Management process
applied by all members of the pool is of the
same consistent quality.

By working alongside stakeholders, the Senior
Commercial Specialists (now Commercial
Managers) are expected to upskill other staff
in commercial skills such as contract
management and effective negotiations as
part of the "70%" on-the-job learning
component of the Ministry's 70:20:10
Learning and Development model. All
Specialists and Commercial Managers in the
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Feedback

Summary of

Theme feedback Response
provided :
Commercial Pool will receive appropriate
competency based L&D opportunities to be
able to undertake these roles including the
Ministry’s Influencing skills training.
Managers t/oauthgmse the contra/ géé;ff\ﬁ
Can the Unit Departmenta& eonsuif’ant;and contractors up
Commercial Manager 7 get holder
Operations Commercial vis nal_budget is approved
Manager Operations hire C H'T/nager may

additional staff? <

amthoraseXup £ O3
“Mana er rewéWeach business case for
additional. contracted staff on its merits.

Th&Cﬂmmérc:al Pool is designed to be

exabie “Pool staff can be allocated to any

ARN programme, project and/or transaction in line

/Commér fal Pool

Provide the

>l af pfcprlate level
1 skills and

experience across
the desired
categories?

of

with availability, customer demand and
requirements.

Initial allocation of Pool staff to specified
expenditure categories/sectors will provide
time to commercial specialists for research
into individual categories or sectors where
they have insufficient previous experience
and/or knowledge,

If there are vacancies in the Commercial Pool
following the matching and appointment
process, we may favour external candidates
with experience in unallocated categories who
are flexible enough to work in other
categories.

Commercial Pool

No need to have
infrastructure in 2
roles

Agreed. We have removed the infrastructure
component from the Band 17 Commercial
Specialist role description.

Commercial Pool

How will
expenditure
categories be
allocated to
members of the
Commercial Pool?

Allocation of Commercial Managers to
expenditure categories/sectors in the
Commercial Pool will be assigned to current
staff once the members of the Pool have been
appointed. If there are vacancies in the
Commercial Pool following the matching and
appointment process, the Ministry may favour
external candidates with experience in
unallocated categories.
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Feedback ,
Theme S

. feedback

Summary of

prowded

| Response

Competencies in

A key success factor
for the Commercial
Division is the

Agreed. We will review the job descriptions to
ensure that communication and influencing

management
levels?

C?W".“erc‘a‘ quality of skills are required at the appropriate level for
Division engagement and
o each role holder.

communication

skills.

Should HR -

implement a wider
Competency strategic capability 5
Framework for framework Using an identify needs and/p pnate pr‘éwdem«t

. A deliver a Commer@ral and B,usmes&Acu

commercial external specialist
acumen to work at all

Consultation
Process

; ;
ercial

Why ;yhe
ArcBliies Q

ES
T Mw:tﬁefx? /and bt
(g//’ {wnjget”ng where the report was requested, the

"~ “affected staff agreed to receive the report

J ' epOrt was not
th jaeld @waséupp lied to the affected staff
quested during the consultation
f:fges mcludmg financial

with the deletion of these pages.

: }M»xmstry intend to
* gain buy-in and

support of current
MFAT Procurement
staff?

The purpose of the Consultation process is to
gain affected staff’s input into the proposals.
The thinking behind the Ministry’s proposals
was explained by DS SRV and is contained
within the ArcBlue report distributed during
the consultation process. All Commercial
Division staff will have the opportunity to be
involved in future Change Management
activities to achieve the new commercial
vision.

Core processes

Please provide
follow-up on the
engagement cycle
from concept
through to
completion,
explaining how the
roles and teams in
the Commercial
Division will
interact.

Agreed. We held a meeting on 27/7 with
affected staff to explain to affected staff how
the roles in the Commercial Pool, the
Commercial Operations Team and Commercial
Excellence function are expected to interact.
When the new Division is stood up, the
operational practice will emerge with input
from staff in these teams.

The staff in the Commercial Pool and the
Operations Team will work closely together to
provide a high level of customer service, with
members of the Pool owning the customer
relationship. The Operations Unit will support
transactional activity and the Manager will
drive consistency between Departmental and

ODA work to reduce supplier confusion.
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Feedback

Summary of

Theme feedback kRésvp'ons'é'
provided :
Reduce the number | Consideration has been given to the nature of
Divisional of direct reports the roles reporting to the Divisional Manager,
Manager reporting into the and there is comfort with the number of direct
Divisional Manager reports in the new structure.
Partially Agree. HR, AUR and CLU are key
stakeholders for the CommercLaLB*v:smn
Consider HR, AUR However, not all stakeho[gerfﬁeaﬁi/to be .
Governance and Legal as CLG represented on the CLG “andits co,m/osmcmAf

members.

will depend on thjs;ava&iébr ty ofsemor\s\tfat’f 8
We will invite th”e§0rpor@te Coug}sei t‘ozbe a—
member of/tfr& e

[RE >
ommerc:al advice
Vi ,Lfas prlvate sector

upskll ed @ nders}and all contracting and
fundm’c}mq alihes to be able to provide
) afe structuring advice to customers to
optim e value for money and achieve
\stceessful delivery of the outcomes. The

M,Commerc ial Pool will work with the Operations

Team to ensure that grants are drafted
correctly and that they are likely to achieve
successful delivery of the proposed outcomes,
e.qg. by peer reviews of drafting undertaken in
the Pool or Operations Team. Where grants
need to drafted on forms which are not
Ministry standard legal templates, these will
be reviewed by CLU or the PDG Legal
Advisors.

Infrastructure
Specialist

The Infrastructure
Commercial
Specialist role,
should:

- have less
responsibility than
the Senior
Commercial
Specialists.

- not be tied to
Infrastructure

Agreed. We have reviewed job description for
the Commercial Specialist role accordingly and
have removed the link to Infrastructure. This
role will:

1) provide capacity within the Commercial
Pool for medium risk and value projects; and
2) provide potential internal career
progression opportunities within the Division
for staff wishing to move between the
Operations Team and Commercial Pool

Job Descriptions

Can MFAT recruit
senior individuals
with relevant
experience in
international
procurement,
contracting and
funding across the

Many other NZ government departments and
private sector organisations conduct
international procurement, contracting and
funding arrangements.
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Summary of

Feedback feedback Response
Theme
prowded
end to end
commercial
process?
For the level of Not agreed. We have assumed tha/thls
commercial skills comment referred to the Senio ercial
and experience, Specialist (now Comm;rc;a‘ aﬁ@gelﬂwrole
Job Descriptions | seeking 10-15 We believe that 5 Earf“expeuence of N ‘»‘j\\w y,
years’ relevant developing and/x ermentmg commerciaP

experience would be
appropriate

strategxes ISKSUff;c ent as thlS ef iy nce/could

: OQ§ have been
Draft Job gh/e eve ljoﬁ/:!etall than
Descriptions shoult
be edited bef{:rre.

Fnahsatx@ y

Job Descriptions

- | N@t agreed MFAT will consider candidates

h ﬁwrth relevant commercial experience from the
private sector. We have a track record of
success of recruiting staff with private sector
experience only into the current procurement

/(/% i‘
Job Descmptmn/?

in
.experience’in the

| [\position descriptions | "£3Ms:
PDG Legal is
> missing from the
Relationships Agreed. Will be added to the job descriptions

section of the
position descriptions
Avoid words like
“Assist” and
“Support” in the job
descriptions. We
need people who
take accountability,
take the lead and
deliver

Agreed. However, assisting and supporting
customers is a key role of the Commercial
Division and will be used in this context.
Customers hold the financial delegations so
members of the Commercial Division can only
provide recommendations to its customers on
commercial matters.

Job Descriptions

Independent
external review of
all new Position
Job Grades Descriptions to
ensure they are
correctly job sized
into a salary band

Banding decisions for roles in the new
structure have been made following the usual
Ministry approach to remuneration. This
includes taking into account information from
independent external review, and relativities
with other internal roles.
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Feedback

Summary of

Theme feedback Response; A

provided -

Can the Senior

Commercial This role is now titled Senior Commercial
Job Titles e e

Specialist title be Manager

changed?

Lead Commercial
Specialist

Remove Lead
Commercial
Specialist (now
Senior Commercial
Manager) role and
convert to a Unit
Manager.

Keeping the Senior Commercial Manager
position as a senior specialist, rather than a
line manager, increases the nu;rfﬁer of staff in ‘,
the Pool who can be deployed® nt@fﬂther areas-| <
of the Ministry to su%ogce mplex" /{,‘v«
programmes, projects-and transactions. It \
allows the Divisional | Manager to have, s
flexibility x&th‘e’a?focatxon of QH §emor s/\”
commerc:a 's/é/cnahsts to res on

P 'w)/("
priori G\

'St nior Commercial

“infrastructure?

lapager) focus on

/eﬁqienence are highest. The sector also has

Lstfuctnon,ﬁe’ae

more requirements for complex commercial
structuring and commercial risk decisions such
as design and build, Power purchase
agreements, Private Public Partnerships, etc.
which need to be made for each project
including considering the alternative financial
modalities and forms of contract used in these
sectors. The role holder will support very high
value projects or commercial strategies. The
role holder will be expected to provide
strategic commercial advice to senior Ministry
officials including Divisional Managers and
HOMs.

Location and
upskilling of staff

Existing
commitments and
work needs to
continue to be
efficiently delivered
in addition to
upskilling, the
recruitment and

induction of existing

and new staff to
new Commercial
team roles and
focus.

A Services Group Value is: "we are committed
to continual improvement, learning and
development in our approach in order to
adapt to change and meet future needs”.
Co-location of all Commercial Division staff in
the first six months will build a new team and
increase the opportunity for former
Departmental and PDG team members to
work together in a mutually supportive
manner. The Ministry is committed to
developing our people for the future. We
want all of our people to be highly capable
with the right mix of skill and expertise
enabling them to be successful in their new
roles whilst also setting high standards of
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Summary of
feedback Response
provided ’

Feedback
Theme

achievement to enable the Ministry to achieve
its objectives. Staff will undertake
individualised and Team based Development
activities within timescales which take into
account business priorities,

The Senior Commercial Manager is expected
to become a thought leader in the application
of category management techni Jjugsrand more |
complex investment structuring t ,ﬁdd/ets such. ¢
as PPP and Private Fman{é j fxbiéxxnciudes
coaching and me /tm:mg he
Commercial Poal; < g

What is the
matching process?

¢

Matching process @cesses/or Fe

Within th&ne struc T;ure

s Séf
““These”M““‘stry gies are Specialist roles

Will thes lro{e‘s be
rotatsanaf”g dﬂVe

s,

,/Emw«gver there is nothing to stop MFAT staff
;thﬁpproprxate skills and experience from
>\|"applying for these roles, regardless of their
previous roles in the Ministry.
The Ministry considers its response to all
consultants’ reports and may not agree that
all recommendations should be implemented.
Changes may also be reprioritised in response
§ to emerging situations and work pressures in
~" | implemented all our environment.
previous The consultants engaged to undertake the
Procurement Commercial review explored why some past
reviews’ findings. recommendations had not been implemented

Operations Team

S .
ommendations

How do we prevent | during 40 interviews with staff and
this happening in stakeholders. One of their recommendations
future? was to employ an additional change manager

to support the transformation process during
the first 12 months. Another was to increase
the team by one FTE. These recommendations
were implemented as part of the review.

Can MFAT achieve

the proposed scope, This is a transformation programme and is

designed to reposition the Ministry's

structur:e, commercial capability to achieve the Ministry's
resourcing and ; L . :
intended strategic objectives into the medium term.

Scope We expect these changes to be incremental.
Additional resource has been provided to the
Division including a contracted Change
Manager for the first twelve months of the

new Division’s operation.

programme of work
that has been
outlined for the new
Commercial
Division?
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Summary of

positions?

;ﬁiﬁ:’:(:k feedback Response
prowded P :
Make one of the With the exception of the Infrastructure
Senior Commercial | specialism in the Senior Commercial
Specialists (now Manager’s role (for the reasons detailed
Senior Commercial above) we are not going to differentiate
Commercial Managers) job between different categories of expenditure.
Specialist descriptions This will allow for flexibility of assignment and
permanently reassignment of Commercial Managers
dedicated to ICT between categories based on cf @es in
category demand for their services,~ “/;@ Ok
The reason for the fi d«térym/ﬁa}ure of the ~ }
employment is that.the\Ministry will be )
undertaking furthér Commercial Excellence\
k to deté/rﬁnne* the*permané
Why are there two x wor Ao th X
Structure two-year fixed term requt;e O aﬁ € the c&{;g):

ong term. It

“te mp%/ary position prowdmg extra resource

within PRO Division to support the Commercial

' R’evxew There is no similar role in the

proposed establishment of the new
Commercial Division and this contract is
currently estimated to end in September
2017.

_Creation of an

Operations Team
and a role to focus
on process,
templates and
learning
improvement
welcomed

Noted

Structure

Why request
feedback on an
organisation
structure when
most affected staff
were not involved in
its design?

Staff members in the Procurement teams
were interviewed by the consultants during
the Commercial Review and this feedback was
used in the design process alongside feedback
from customers.

The thinking behind the proposals has been
explained to affected staff by DS SRV and is
contained within the consultant’s report.
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Feédﬁéck
Theme

Summary of
feedback
provided

Response

Structure

The proposal is
transformational
and will enhance
the Ministry’s
commercial
activities. The
structure and roles
described will
provide
opportunities for
prefessional and
personal
development.

Noted.

Structure

N centraus Y
P i

Using the

centralised
specialist function
model

ta};rda rdise

anes of PDG and SRV) are committed to

z‘\a;s’mg le commercial framework to be applied

ﬂex:bly across the Ministry to commercial
activities and that, where practicable,
consistent terminology, processes and
approaches should be used to reduce
confusion,

”How will the
Ministry cope with
work overload
issues within
Commercial
Operations team

The Divisional Manager will work with the
Commercial Operations Manager to ensure
that work is allocated across the Division in a
fair and balanced way. Where fully justified,
resource can be reallocated or temporary staff
added.

Structure

Commercial
Excelience function
to be integrated
with the
Commercial Pool
and Commercial
Operations teams

The Commercial Excellence function will work
closely with other Divisional staff.

Structure

How do the roles
address linkages to
external delivery
resources;
recognise
differences in the
work and operating
models for the PDG
and the Service
Group procurement

The direction of the Ministry, as emphasised in
"our people strategy"” is “one Ministry” with a
flexible and agile workforce in order to
respond to emerging organisational priorities
in balance with individuai circumstances. The
job descriptions and structure as presented
will not remove the possibility of using
external resources where justified to
supplement the Division for Crown ODA
funded commercial activities or where the
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Feedback
Theme

Summary of
feedback
provided

Response

teams; and enhance
delivery to PDG?

Ministry has insufficient skills and resources to
meet business needs.

The job descriptions have been designed to
acknowledge the current and future
requirements for commercial skills to support
both departmental and international
development work at the appropriate levels.
Commercial Division staff areﬂe/xﬁ:g’;ted to be
exnbie and to respond togli Wor}-t/gss

PDG will con/mue«j;og.be an

customer o fti‘jﬁ Commercial DM
nting-for over 80%of operating

diture; The Dx},;sxo%ﬁs ¢ rrently intended

]’({ated Qn’ a’P : I@ar to maintain

Pr gramn;ﬁ/w!l be available for staff
been exposed to PDG

einey structure has tncreased the Division's
fing by one FTE from 13 FTE in the

. ~j:»rthous two teams. The establishment will

also be supplemented by a Change Manager
in the first year.

¢ \PDG,Supbjler Panel
‘ Reiationshxp

Clarlfy Ehabexwtmg

Management
remains with
business owners not
the Commercial
Division.

We can clarify that existing PDG Supplier
Panel Relationship Management (e.g.
Agriculture, Energy, etc.) remains with
business owners not the Commercial Division,
However, Panels with no obvious business
owners, e.g. Design and Consulting Services,
may be managed by staff in the Commercial
Division.

Terminology

Does the term
“transaction”
diminish the
complex and
important outputs
resuiting from
formulated
commercial strategy
or procurement
plan?

We confirm that "transaction” is a term
commonly used in the private sector and
investment banking to describe commercial
structuring activity at the highest possibie
monetary value and commercial complexity,
e.g. "a PPP transaction”.
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NEW ZEALAND

FOREIGH AFFAIRS & TRADE

Position Description

Position Title
Divisional Manager

Division
Commercial Division

Group
Services Group

Location
Wellington

Reports To S
Deputy Secretary, Sﬁrwce -

A

o i
Date Created//; d¢
J/»

L

/

Our work:

Leadership
= amplifies New Zealand’s influence and standing in the world;

Prosperity
o delivers improved prosperity for New Zealand and our region;

Kaitiakitanga

= delivers solutions to global challenges, for the benefit of present and future
generations;
Stability

= delivers security and resilience to our country, our people, and our region.
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Our values are professionalism, leadership, respect, collaboration and innovation.

About the Division
The Division consists of three functions: a Commercial Pool, a Commercial Operations Unit
and a Commercial Excellence function. The Division is responsible for ensuring that the
Ministry develops and applies an appropriate, flexible Commercial Framework to all
commercial activities. The Division will continuously improve commercial policy, processes
and practices to achieve value for money within the Ministry globally, whether the
commercial activities are carried out with the support of the Division's spec/)sts or
elsewhere, It will ensure that commercial related learning and development a} ws
Ministry managers and staff undertaking procurement, grant contra;:tf”gﬁ;
management, and commercialisation to demonstrate an approprxate {evv I3 off’commerciai

o Lo U e

acumen. / L\ A *:> N

About the Position
The Divisional Manager, Commerciap

support, learning and devegpmént
The DlVlS!Oﬂ staff w1ll/be m i s;’d/

hsatlon and external provider performance management
nistry lead on the application of an agreed commercial
\ artmenta! and non-Departmental activities globally delivered by or
n partles such as supphers NZ agencies, NGOs, partners and other

“~—"The Divisional Manager will identify, develop and deliver leading edge commercial,
procurement, contract and relationship management strategies, processes and systems,
These will enable the economic, efficient and effective acquisition or funding of goods,
works and services, including the delivery of projects envisaged in the Long Term
Investment Plan and the New Zealand Aid Programme’s Strategic Plan; and optimise value
for money in the contractual and funding arrangements the Ministry enters into.

Key Accountabilities
The following key accountabilities of this role assist in delivering the Ministry’s purpose.

Role Specific

» Implementing sound outcome-focused commercial strategies for sectors or supply
markets and effective category management.
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Implementing commercial initiatives that increase the Ministry’s capability to
capture external innovation to successfully deliver required outcomes for the
Ministry’s customers and partners,

Leading on the Procurement Capability Index process and any related improvement
initiatives to establish and build the Ministry’s commercial capability, whether
internal or outsourced, ensuring it reaches and maintains NZ Government good
practice standards.

Building the commercial acumen of staff in the Ministry via learning and
development strategies.

Developing, delivering and manitoring the necessary policies, practices and
standards against which the delivery of Ministry’s commercial effectlv/ngss can be
benchmarked and reported. : AL D
Continuous improvement and simplification of end-to-end proce§ses F
Commercial Framework. ,,«f PN
Effective management of Ministry demand including t!ye/aqh!é "ment of vaiue fe
money using open international competition wher/g/p” S m P
Design and implementation of cost avoidance onsavpgs mxtxatlves
Leading on Strategic Supplier Relatlonsh@Manag m"e
Significant Service Contract Frameworks. f
Leadershxp and decision makmg on the.s

Investment Plan. TN N4

Establishment and m@nagement of Mlmstryj uppli
panel members t%dppgfi coMmercna!’é/Er,at
Implementing measﬁte&gofensure/e/a i

and Contrachrs W,Etgjp the a

{ F am and de e]op hlgh performing commercial specialist staff to ensure
;Mm:stry(ha ‘the necessary expertise.,

50t \Vey/are empowered to make decisions, while consulting on issues
gé”consxderatlon

re effeetlve flow of information occurs both vertically and horizontally, within
%’ws:on and group, including post/s, and across the Ministry

‘strong team spirit and level of engagement, acknowledging team contribution

\

‘and achievement as appropriate,

Ensure the performance management framework is implemented for self and team
members, actively managing both strong and poor performance.

Formally coach and mentor team members by fostering high standards in the
quality of outputs and ensuring a culture of learning, sharing experiences and
constructively challenging thinking.

Using the Learning and Career Development Framework, policies and programmes,
identify and encourage team members to develop specialised skills, knowledge and
experience in priority areas as required to deliver the Mmlstrys Strategic
Framework.

Provide opportunities and support staff to represent the Ministry both onshore and
offshore,

Business and Programme Management

Lead the division’s delivery of its planned activity stream to realise its strategic
priorities and high level outcomes

Manage the division's programme of work to ensure that resources are
appropriately distributed and managed within budget

Forecast, manage and monitor the division’s budget and report against variances
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« Lead the preparation and implementation of the division’s strategic and business
planning processes

Relationship Management
» Develop and influence a clear map of relationships with decision-makers, pelicy-
makers and thinkers that advance the division’s objectives
« Develop and maintain relationships with key internal and external stakeholders in
order to advance the division’s objectives
+ Ensure that the division’s network is regularly reviewed and refreshed in light of
developments in strategic priorities

Organisational Responsibilities
» Demonstrate and lead alignment with the orgamsatlon s va’ffd
procedures }
« Understand and apply the strategic context Lniwﬁxeh the Mmls’t(y operé/tes
including priorities and perspectives of the Mlnt{@rs artner agerfé an
stakeholders

outcomes framework
» Contribute to the preparation
accountability documentsp\
. Foster strong workmg

« Apply tikanga and Tréﬁty of Wartan i p

understandmg a/gd are”/ble/t(g} pply

relevant t@ the‘centext of« usingss and underpinned by Ministry values
e . by, the employer

Knewi/dge Mgnagam 3
- Co;?tnbute ﬁa -tHe continuous development of the Ministry’s knowledge base by

ezMInlstrys internal systems, sharing information and data with relevant
jwan stakeholders, lnctudmg contributing to/presenting at internal learning and

q

) alth and Safety
" The Ministry is committed to providing a safe, healthy and secure working environment for
all staff, contractors and other workers, both on and offshore.

As a manager you are required to demonstrate leadership of all health and safety matters
for your area of responsibility. This means ensuring that the Ministry complies with its
obligations under the Health and Safety at Work Act 2015 (Act) and that workers are
operating in an environment where health and safety hazards and risks are appropriately
identified, eliminated and mitigated, so far as is reasonably practicable

You are responsible for:

« ensuring that health and safety resources and processes are in piace and are being
appropriately used

*« engaging with staff, and contractors to enable proactive participation in matters
related to health and safety
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« ensuring that health and safety hazards are identified (in consultation with staff),
that controls are in place, that associated risks are being assessed and regularly
reviewed, and an action plan determined to eliminate or mitigate the risks so far as
reasonably practicabie

» implementing the agreed actions to eliminate or mitigate the assessed risks and
monitoring and reviewing progress

» ensuring that the group or event hazard and risk register documents are regularly
updated and controls are regularly reviewed

» ensuring that all health and safety incidents, ilinesses, injuries, near misses are
immediately reported through the HR Kiosk and followed-up

= ensuring that significant hazards and risks or critical incidents are draw mto the
immediate attention of your manager. <

Quahflcatlons, Skllls, knowledge & experlence

hold
MBA or LLM. A relevant @mfes‘ﬁéhal quaﬁ
also be an advaataé/\e.’ oy -

r must demonstrate the following competencies:
ers hlp Capability
H)ghiy developed leadership skills in leading a commercial function
Approaches issues in a strategic and pragmatic way; sees the big picture and
can both develop strategy and investment structures and translate these to
practice.
» People & Organisational Management Expertise
o Proactively develops staff and provides effective feedback
o Ability to lead and engage people through change.
o Resilient; able to make difficult decisions and stand firm in the face of pressure;
comfortably handle ambiguity, risk and change; manage multiple priorities.
« Excellent business acumen, planning and budgeting skills; and effective resource
management.
o Experience of financial structuring used within large capital projects
o Well-developed negotiation, analytical, conceptual, interpretative and problem
solving skills
o Broad knowledge and perspective; makes connections amongst previously
unrelated notions, grasps the complexities underlying an issue and directs
effective action.
« Demonstrate sound judgement with the ability to balance competing drivers.
o Broad business knowledge and process analysis, understanding the relationship
between Commercial and other Business Imperatives.
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o Experience and understanding of Procurement and Funding strategies processes
and procedures, including international agreements, grant funding and
investment management

o In-depth experience of leading strategic commercial and procurement issues in
a medium to large organisation

» Experience in the public sector and knowledge of the legislative framework and
other guidelines that apply to government procurement

o Significant experience in managing and leading a team managing the provision
of procurement and commercial services

o A good understanding of the legal and financial aspects of procurement,
outsourcing and PPPs /,,j;s

o Outstanding communication skills; conveys information and iQeas%pﬁurately
and clearly in all media and in a way that meets the needsof th g%énce; —x7

o Proven ability to build and maintain relationships witha rar gt{fs‘ﬁ,‘s‘akebfgtdéf’s/

W | -

boe
i
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Relationships
The position is required to build and maintain the following relationships:
Internal

e« CEO and Deputy Secretaries

« Divisional Managers across the Ministry

« Heads of Mission, Heads of Post across the Ministry
= Group Business Managers

¢« Administration Managers at Posts

External
Key suppliers and service providers
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Counterparts across other Government agencxes including:
o Ministry of Business Innovation and Employment

Department of Internal Affairs

Ministry of Social Development

Treasury

New Zealand Trade and Enterprise.
o New Zealand Defence Force .

» Foreign Services counterparts (Sggté

O 0 0 O

Delegations

m;“%/«,/

7 L
De!egattons as/et ouffmfthe MLmst n

N Additional Comments

* You must be able to obtain and maintain an appropriate New Zealand Government
Security clearance.
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FOREIGN AFFAIRS &TRA

Position Description

Position Title

Unit Manager, Commercial Operations

Division
Commercial Division

Group
Services Group

Location
Wellington

Reports To

Date Creaffé// .pdx\fed

-

/;if'/

Our work:

Leadership
amplifies New Zealand’s influence and standing in the world;

Prosperity
delivers improved prosperity for New Zealand and our region;

Kaitiakitanga
delivers solutions to global challenges, for the benefit of present and future
generations;

Stability
delivers security and resilience to our country, our people, and our region.
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_Our values are professionalism, leadership, respect, collaboration and innovation.

About the Division
The Commercial Division consists of three functions: a Commercial Pool, a Commercial
Operations Unit and a Commercial Excellence function. The Division will apply an
appropriate, flexible Commercial Framework to all commercial activities. The Division will
continuously improve commercia! policy, processes and practices to achieve value for
money within the Ministry globally, whether the commercial activities are carried out with
the support of the Division’s specialists or elsewhere. It will ensure that com y ercial
related learning and development allows Ministry managers and staff undertak#r@
procurement, grant contracting, contract management, and commercléfsfa/ti
demonstrate an appropriate level of commercial acumen. /%if

About the Position }
The Unit Manager-Commercial Operations will'le
an Administrator, to ensure that agreed, le
The Manager will ensure the team%dehv'
strategies agreed between s/p/ect'ff
will utilise agreed proc;&se;fo?

transact higher co merefaf“v ,,,‘R/fran/jlcﬂon‘s N
ODA Crown aﬁs k- mé“b”ove fo Uéﬁrtmerital spend.

anager will ensure that members of the team support the Commercial Pool, the
;,rrrmerc;al Excellence function, Posts and Head Office Divisions in all operational
fcommerczal activity, including managing GETS, departmental mailboxes, producing
analysis and reports, publishing contract awards, capturing savings, and undertaking
administration including that related to MFAT’s Supplier Panels and maintaining the
Departmental and Enquire Contracts Databases.

The Unit will produce procurement plans, draft RfX and template contracts using
requirements and outcomes agreed with customers. They will support the evaluation and
due diligence processes during selection including documenting the evaluation outcome
and meeting for the relevant Commercial Manager.

Key Accountabilities
The following key accountabilities of this role assist in delivering the Ministry’s purpose,

Role Specific
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¢« Working with Commercial Managers to apply the Ministry’s Commercial Framework
to transact agreed outcome-focused commercial strategies for procurement, grant
contracting and commercial investment projects.

e Managing a team of Advisers and an Administrator to deliver medium to high value
or risk commercial transactions for customer within the Ministry.

» Supporting improvement initiatives to establish and build the Ministry’s commercial
capability ensuring it reaches and maintains NZ Government good practice
standards.

s Providing high guality and consistent commercial and process advice to staff
outside the Division undertaking low value and low risk transactions,

» Building the commercial acumen of staff at Post via individual coachlpg,and other
Iearnmg and development strategies.

transactions. //“* A
= Supporting the Commercial Excellence function lo}he eaﬁtmuous m:\pf”” em nt\and
simplification of end-to-end processes within the Cgmmermal F,amew v

ensuring the team provides analysis: d
negotiations. N \M/ P
s Supporting the repor mg for engageme t~an
Strategic Supphgl:ﬂﬁ'{/t
Contract Framev&fork; \ 7N
. Coordmatt@n e(th%f/estﬁxshr@ﬂ ‘and 5mtenance of Ministry Supplier Panels.
. Imp!emé tingfmeasur/st : u?e cmﬁphance and probity by the Ministry’s staff
and Conft}ac,tors within '\agreed Commercial Framework.
supngftﬁat all decisi NS, aﬁprovals and other records relating to commercial
2 ez;stcred Iy accordance with Ministry policy and can be easily
; \.\‘\';pgﬁ’pose of internal and external audit.

Manage staff so they are empowered to make decisions, while consuiting on issues

that need wider consideration.

Ensure effective flow of information occurs both vertically and herizontally, within

the division and group, including post/s, and across the Ministry

« Build strong team spirit and level of engagement, acknowledging team contribution
and achievement as appropriate.

« Ensure the performance management framework is implemented for self and team
members, actively managing both strong and poor performance.

o Formally coach and mentor team members by fostering high standards in the
quality of outputs and ensuring a culture of learning, sharing experiences and
constructively challenging thinking.

¢ Using the Learning and Career Development Framework, policies and programmes,
identify and encourage team members to develop specialised skills, knowledge and
experience in priority areas as required to deliver the Ministry’s Strategic

Framework.

Business and Programme Management

= Manage the Unit's delivery of the planned activity stream to realise the Ministry’s
strategic priorities and high level outcomes
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¢ Manage the Unit's programme of work to ensure that resources are effectively
distributed and managed within budget

e Forecast, manage and monitor the Unit’s workload and report against demand for
its services

o Support the preparation and implementation of the Division’s strategic and
business planning processes

Relationship Management

e Develop and influence a clear map of relationships with stakeholders that advance
the Unit’s objectives

« Develop and maintain relationships with key internal and external stak v/eholders in
order to advance the Division’s objectives : » /’

e Support the Division's management and reporting for ‘Sappij_eJ/Stratéga}
Relationship Management and Significant Service Contracf»Fram\Wo\rT(s andxréport”
on supplier performance or issues as required. Ly

Organisational Responsibilities

R
oﬁfext/n “which '\ the Ministry operates,
he Mams rs, ‘Partrier agencies and external

including priorities and perspectu s W/‘ft
stakeholders
» Actively input into anﬁffsuppo"rt the Mm
outcomes framework\ >
« Contribute o tt{@g",pre/arapgufand mportmg requirements of the Ministry’s
account@:l&ty:ﬁpcyments g
: At

,J/\J
)5 , htps across the Ministry
-//Co b te “projects and emergency response situations
A’;}piy/trkanga and Treaty-of Waitangi principles, ensuring staff also have a good
ut erstandm éLa,re able to apply the Ministry Maorr dlmensmn in a way that is

_strategic priorities and high-level

e,dgekManagement

Contribute to the continuous development of the Ministry’s knowledge base by
using the Ministry’s internal systems, sharing information and data with relevant
internal stakeholders, including contributing to/presenting at internal learning and
development opportunities

Health and Safety

The Ministry is committed to providing a safe, healthy and secure working environment for
all staff, contractors and other workers, both on and offshore.

As a manager you are required to demonstrate leadership of all health and safety matters
for your area of responsibility. This means ensuring that the Ministry complies with its
obligations under the Health and Safety at Work Act 2015 (Act) and that workers are
operating in an environment where health and safety hazards and risks are appropriately
identified, eliminated and mitigated, so far as is reasonably practicable.

You are responsible for:
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» ensuring that health and safety resources and processes are in place and are being
appropriately used

« engaging with staff, and contractors to enable proactive participation in matters
related to heaith and safety

» ensuring that health and safety hazards are identified (in consultation with staff),
that controls are in place, that associated risks are being assessed and regularly
reviewed, and an action plan determined to eliminate or mitigate the risks so far as
reasonably practicable

« implementing the agreed actions to eliminate or mitigate the assessed risks and
monitoring and reviewing progress

« ensuring that the group or event hazard and risk reglster documents a/r’”e regularly

- updated and controls are regularly reviewed N ,;; ‘

« ensuring that all health and safety incidents, ilinesses, mJunes : sSe
|mmed|ateiy reported through the HR KlOSk and fo!iowed )

immediate attention of your manager.

Qualifications, Skills, knowledge & experienc
oy

usgftﬁe Ministry’s resources wisely along with ensuring the day to day delivery
al services to the Ministry and its international development partners.

\ NS Ihéjob holder must demonstrate the following competencies:

"« Leadership Capability
o Leadership skills in leading a commercial function
¢ Approaches issues in a pragmatic way; sees the big picture and can develop
appropriate documentation, contracts and commercial structures and translate
these to practice.
« People & Organisational Management Expertise
o Proactively develops staff and provides effective feedback
o Ability to lead and engage people through change.
o Resilient; able to make difficult decisions and stand firm in the face of pressure;
comfortably handle ambiguity, risk and change; manage multiple priorities.
« Excellent business acumen, planning and budgeting skills: and effective resource
management.
o Well-developed negotiation, analytical, conceptual, interpretative and problem
solving skills
o Broad knowledge and perspective; grasps the complexities underlying an issue
and directs effective action.
» Demonstrate sound judgement with the ability to balance competing drivers.
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o Broad business knowledge and process analysis, understanding the relationship
between commercial and other business imperatives.

o Experience and understanding of Procurement and Grant Funding strategies
processes and procedures, including international agreements and grant
funding.

o In-depth experience of resolving commercial and procurement issues in a
medium to large organisation

» Experience in the public sector and knowledge of the legislative framework and
other guidelines that apply to government procurement

o A good understanding of the legal and financial aspects of procurement,
outsourcing and grant contracting /,

o Outstandmg communlcatlon skl!!s conveys information and ;deaS\acfcurately
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Relationships
The position is required to build and maintain the following relationships:
Internal

e Divisional Managers across the Ministry

» Heads of Mission, Heads of Post across the Ministry
= Group Business Manhagers

« Administration Managers at Posts

External

« Key suppliers and service providers
« Wide variety of senior stakeholders across public and private sectot;
+ Counterparts across other Government agencies including: _:
o Ministry of Business Innovation and Employment /
Department of Internal Affairs
Ministry of Social Development
Treasury
New Zealand Trade and Enterprise <
New Zealand Defence Force -~

0O 0O 0O 0 O

Delegations .
The position is reSponSIbla«F/;h anagem
,»f"/ﬁ /f )

{ -
Delegataons as set’ ”ut m;fhe"f‘*’hmstpsf@ln struj
5 S N

e ,/’}V
Hur.{axR ‘sggrces 5

Addltlonal Comments
*» You must be able to obtain and maintain an appropriate New Zealand Government
Security clearance,
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NEWZEALAND

FOREIGN AFFAIRS & TRADS

Position Description

Position Title
Senior Commercial Manager

( Division
Commercial Division

Group
Services Group

Location
Wellington

Reports To
Divisional ManagerVCoi

Our work:

Leadership
» amplifies New Zealand'’s influence and standing in the world:

Prosperity
» delivers improved prosperity for New Zealand and our region;

Kaitiakitanga

o delivers solutions to global challenges, for the bhenefit of present and future
generations;
Stability

s delivers security and resilience to our country, our people, and our region.
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Our values are professionalism, leadership, respect, collaboration and innovation.

About the Division

The Division consists of three functions: a Commercial Pool, a Commercial Operations Unit
and a Commercial excellence function. The Division is responsible for ensuring that the
Ministry develops and applies an appropriate, flexible Commercial Framework to all

commercial activities, The Division will continuously improve commercial policy, processes

and practices to achieve value for money within the Ministry giobally, whether the

commercial activities are carried out with the support of the Division’s Commercial

Managers or elsewhere. It will ensure that commercial related learning an Vlopment /»

acumen.

About the Position B
The Senijor Commercial Manager will be T
Commercnal Pool will be mobm}d in an agf’aéﬁand ﬂexb

/\

They will ap/y/-Catégo
markets s and, ﬁa’fue c;hams in

r\f}ﬁchmques to provide specialist knowledge of supply
more sectors and expenditure categories assigned by
eraal Commerc1al Managers will provide coaching,

P bcurement contractmg, pnvate sector funding, supplier relatlonshlp management,

v
/contract management, commercialisation and external provider performance

management. They will support the application of an agreed commercial framework to
Departmental and non-Departmental activities globally delivered by or through external
parties such as suppliers, NZ agencies, NGOs, partners and other government or
international organisations.

The Senior Cormmercial Manager will identify, develop and deliver leading edge
commercial, procurement, contract and relationship management strategies, processes
and systems. These will enable the economic, efficient and effective acquisition or funding
of goods, works and services, including the delivery of projects envisaged in the Long
Term Investment Plan and the New Zealand Aid Programme’s Strategic Plan; and optimise
value for money in the contractual and funding arrangements the Ministry enters into.

Key Accountabilities
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The following key accountabilities of this role assist in delivering the Ministry’s purpose.

Role Specific

« For assigned categories or sectors, undertake and record supplier and partner
engagement, supply market and value chain research within assigned categories to
understand capabilities, segments and development needs. Scorecard provider
performance.

« For assigned categories or sectors, capture demand, co-develop and deliver sound
commercial strategies including considerations of the opportunities for
procurement, grant contracting, private sector funding, supplier relationship and
performance management, contract management and IP commerci{a}i@ﬁan.

¢ Assist customers in Think or Plan stage of their programmes, pwriej_e‘ﬁf nd-activitiesy
on the application of a Commercial Gate filter to determine/théﬁf‘effgbgg‘c mmerciah”
-~ L N

i

o

.

Pool or Commerical Operations involvement. ﬁ \ P NNV

« For projects or transactions, consult with internal customers to.either apply existin
category strategies to generate strategic optionsiﬁés’eﬁ%c{ﬁ‘«ﬁhe desired-outcoires
and context, or to develop and individual commer jafst‘r»a'}tegy;aﬁa” éi'\ijs\,ﬁtluding
consideration a range of strategic options<that c?@ld@fhie e 'the outcames within
their specific context. A P G\

+ Implement initiatives that increase t nistry’s capability'to'capture external
fnnovation to successfully deliver outcomes for the Mi‘tffgsggy/énd its customers or
development partners. <\ 7 NN

« Support the Procurement Capapility Index. ssment and assist in implementing
improvement ini;&;aTNeéfymbuifd the-Ministry’s.commercial capability, whether
internal or quts\duj[f’éﬂafa};a/éng;pe itreaches and maintains NZ Government good
pra ctic;s}ari dg?els;iﬁ/ N
Developinegotiation strategies and lead on or support commercial negotiations.

. jpf&gorh%ceﬁt‘réct mariagers-and ‘supplier relationship managers to achieve

(suc -essful delivery of outcomes following the award of contracts, including

CO ?Sté/nce g«fi:«h\éfq;@ct management pfans for departmental contracts,

ntib\gife E@}g@mng on the Division and Ministry’s value for money and
~ comrnerci ,,,;gfffec’tiveness, including savings, cost and efficiency benchmarks and

_othe ‘pefformance indicators.

ipport'the continuous improvement and simplification of end-to-end processes

. Within the Commercial Framework.

Design and implement demand aggregation, cost avoidance or savings initiatives.

Effective management of external demand including the achievement of value for

money using open international competition where possible

= Support Strategic Supplier Relationship Management activities and reporting on
Significant Service Contract Frameworks for the Ministry.

» Implementing the strategic direction of the Commercial function globally to enable
the Ministry to achieve its Vision and its Long Term Investment Plan.

¢ Implement measures to ensure compliance and probity by the Ministry’s staff and
Contractors within the agreed Commercial Framework.

Learning and Development
e Enable a lift in Ministry commercial acumen via coaching and mentoring staff in
Wellington.
« Coach and mentor Operations team members by fostering high standards in the

quality of outputs and ensuring a culture of learning, sharing experiences and
constructively challenging thinking.

Communications
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+ Ensure effective flow of information occurs both vertically and horizontally, within
the division and group, including post/s, and across the Ministry
e Provide a high level of customer service.

Business and Programme Management
» Deliver on planned activity streams to realise the Ministry’s strategic priorities and
high level outcomes
+ Manage the allocated programmes of work to ensure that time and effort is
appropriately distributed in line with agreed priorities and managed within budget

Relationship Management

» Support the maintenance of a clear map of relationships mt&,;de\c
policy-makers and thinkers that advance the Division’s obgethves/“

« Develop and maintain relationships with key mtern)fan(extema stakeholders\mf
order to advance the Division’s objectives COAL YU ’*,,,\,3

 Ensure that the Ministry’s network of key st stééfo TSt igned.ca
regularly reviewed and refreshed in hght ofdev%}opments in strateg :pmer;tles

Organisational Alignment

« Demonstrate organisation’s values,
e Understand and apply-the. stratéglc contex
including priorities andy erspectxves o/f:fa e genﬁes and externa! stakeho[ders

» Ensure Commepc@ St%;revgaes apqu ind
and high- Ievel outc:‘omés//framewof
« Contrib tes o~ thé prep rét
acconn/abmtyfdﬂcuments
} s re}aﬁo/n ths across the Ministry

d Treaty of Waitangi principles, ensuring staff also have a good
r‘\é/are able to apply the Ministry Maon dsmensuon in a way that is

\ Implement strategies to create and capture Intellectual property within the systems
to protect the Ministry’s rights to reuse, distribute and exploit those rights
Contribute to the continuous development of the Ministry’s knowledge base by
using the Ministry’s internal systems, sharing information and data with relevant
internal stakeholders, including contributing to/presenting at internal fearning and
development opportunities

Supplier Panel Management
» Set up MFAT supplier panels where justified.

« Manage, develop and assess the performance of AoG and MFAT supplier panel
members.

All other duties as requested by the employer

Health and Safety

The Ministry is committed to providing a safe and healthy working environment for all
staff, including contractors and other workers, both on and offshore.

You are responsible for:
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o taking reasonable care of your own and other's health and safety and being mindful
of the effect of your actions (or lack of action) on the health and safety of others
0 complying with reasonable Ministry instructions to ensure the Ministry is able to

comply with the Health and Safety at Work Act 2015

0 cooperating with health and safety policies and procedures
o} identifying and reporting hazards, injuries, illness and incidents (including near
misses) that arise from your work or in the workplace

s identifying and eliminating or mitigating health and safety risks so far as reasonably
practicable and consulting with others in doing so

° raising health and safety matters with your manager or health and s;f
representative (or contact as appropriate)

. ensuring that all health and safety incidents, injuries, near rrri’/ es ‘are lmmed(ateiy{i A

o ensuring that significant hazards and risks or cntxcal?gji
immediate attention of your Manager.

Qualifications, Skills, knowledge & expg/nen)ce 1
The posntlon requires a senior manager with at Ieasﬁ;Sz

international devela@menv/nationak

L

will be an adva@f;ge e

G:I; will work with the Ministry’'s management team and influence the behavioural
(N hanges required to use the Ministry’s resources wisely along with ensuring the day to day
; Wydeltvery of commercial services to the Ministry and its international development partners.

The job holder must demonstrate the following competencies:
» Strategic Capability
o Highly developed category management and commercial strategy skills in
leading a commercial function
o Approaches issues in a strategic and pragmatic way; sees the big picture and

can both develop strategy and investment structures and translate these to
practice.

» People & Organisational Management Expertise
o Proactively develops staff and provides effective feedback
o Ability to engage people through change.
o Resilient; able to make difficult decisions and stand firm in the face of pressure;
comfortably handle ambiguity, risk and change; manage multiple priorities.
» Good business acumen, planning and budgeting skills; and effective resource
management,
o Experience of financial structuring used within capital projects
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o Well-developed analysis, negotiation, and problem solving skills

o Broad knowledge and perspective; makes connections amongst previously’
unrelated notions, grasps the complexities underlying an issue and directs
effective action.

Demonstrate sound judgement with the ability to balance competing drivers.

o Broad business knowledge and process analysis, understanding the relationship
between Commercial and other Business Imperatives.

o In-depth experience of {eading strategic commercial and procurement issues in
a medium to large organisation

Experience in the public sector and knowledge of the legisiative framework and

other guidelines that apply to government procurement '

o Experience in the provision of procurement and commercial se
o]
o Outstanding communication skills; conveys mforp:tatron and xdeas accuratet

and ciearly in all medta and |n a way that me ts”theﬁeeds of the a’“udnenc/é&/




™
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Relationships

The position is required to build and maintain the following relationships:
Internal

= Audit and Risk Division

« Corporate Legal Unit

+ Finance Division

e Commercial Managers across the Ministry
» Activity, Programme, Project and Contract Managers
» Group Business Managers

» Administration Managers at Posts
» Commercial Operations Unit

« Commercial Excellence Advisers

External

+ [Key suppliers and service providers in assigned ca

+ Panel members )
o Wide variety of senior stakeholders across p’Ubhc ]
» Counterparts across other Governmen}ag
» Foreign Services counterparts (State D

e

Private sect&

Delegations

Additional Comménts“»/. ’ e
« You musf. be a?bLe\td’obtazn -m
} 3‘/
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NEW ZEALAND

FOREIGH AFFAIRS LTRADE

Position Description

Position Title
Senior Commercial Excellence Advisor e

Division
Commercial Division

Group
Services Group

Location
Wellington

Reports To

Our work:

Leadership
« amplifies New Zealand’s influence and standing in the world;

Prosperity
» delivers improved prosperity for New Zealand and our region;

Kaitiakitanga
» delivers solutions to global challenges, for the benefit of present and future
generations;

Stability
+ delivers security and resilience to our country, our pecple, and our region.



N
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Our values are professionalism, leadership, respect, collaboration and innovation.

About the Division

The Division consists of three functions: a Commercial Pool, a Commercial Operations Unit
and a Commercial Excellence function. The Division is responsible for ensuring that the
Ministry develops and applies an appropriate, flexible Commercial Framework to all
commercial activities, The Division will continuously improve commercial policy, processes
and practices to achieve value for money within the Ministry globally, whether the
commercial activities are carried out with the support of the Division’s Commercxal
Managers or elsewhere. It will ensure that commercial related learning aud”dé//elopment ///
allows Ministry managers and staff undertaking procurement, grant cprf‘tra{fct: f/:/dntrac?“a
management, and commercialisation to demonstrate an appropriate level ‘o c"'oommerc a{,,‘li .
acumen. ) ‘

About the Position

: deveiopment in the areas of commercial, procurement, contract and
I/or;shxp management. They will be responsible for defining and implementing systems
Strategtes for the Division’s and Ministry’s commercial transactions, reporting and analysis,

= /supported by the Commercial Operations Team,

Key Accountabilities
The following key accountabilities of this role assist in delivering the Ministry’s purpose.

Commercial Excellence

» Implement a Ministry commercial framework and commercial gate process. Ensure
that this is communicated and used consistently across the Commercial Division so
that the Division can coach and enable the remainder of the Ministry to apply it
correctly to achieve successful delivery of the specified outcomes.

* Lead on the Division’s use of Lean Process Improvement Techniques within the
Division to continuously improve processes, guidance and tools.

e Reduce duplication in, and maintain a simplified suite of policies, processes,
guidance, tools, analyses and reports designed to ensure that the ministry’s
commercial practices are economic, efficient and effective, in line with good
practice in the New Zealand public sector.
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» Maintain the commercial, procurement, contracting, contract management and
supplier management areas of the Business Process Portal, including the
implementation of a change management process and reporting system.

» Ensure that the Ministry’s systems used in cormmercial processes are fit for
purpose, including the development of business cases for new systems and their
implementation.

« Manage the Procurement Capability Index assessment and design improvement
initiatives to build the Ministry’s commercial capability, whether internal or
outsourced.

« Record and process supplier complaints, OIAs, PQs, briefing requests for the
Division.

Analysis, Monitoring and Reporting

» Track compliance of the Ministry to the Commercial F@égork - J)

» Workin cof!aborat!on wrth Finance, Audit and Risk, Gorporatezl.egal Ur;ut andj:hexw/
‘ nd fore””a“’ts

Develop, measure and report on a suite ,‘ A y ce
division’s volumes, performance sawﬁg 2 g tomerfse‘r‘v
ing.with szmc”

» Report on the Division and Mlmst“ /'S va atue for amon, n
eﬁectlveness, mctudmg séﬁhgs cost’and efﬁc&ency %enchmarks and other

» Implement and mjpﬁ )
value for money anal fxs.

. Report on ﬁha peffﬁrman

// /’“ 7 o

Learycr"an Devekipmen g

/ﬁppo t‘“(e Learning andzDevetopment programme for staff in the Commercial

irision in ’f’Cey skgl[s such as consultancy, category management, legal, negotiation,

Hinfluenci poachmg and mentoring.

amamtaln a culture of learning, sharing experiences and constructively

ggthmkmg across the Commercial Division.

and deliver communications, and iearning and development programmes to

AJift and sustain commercial acumen across the Ministry in defined commercial

“competencies, linked to identified job roles.

Support the Commercial Operations Manager in providing Learning and

Development aimed at staff at Post, including the organisation of hub training.

» Periodically refresh the Learning and Development based on customer feedback and
delivered to meet the needs of the Ministry’s staff rotation practices and global
footprint.

« Provide Senior Commercial specialists with outcome-focused coaching materials to
enable the Commercial Framework to be applied at a strategic and transactional
level to achieve commercial excellence across the Think, Plan, Do, Review cycle,
including procurement, contracting, contract, supplier and relationship
management, private sector funding/PPPs/PFI, IP and commercialisation.

f%}u\ggﬁ MFAT suppher panel members.

g
iw g

‘\ \w*fg

Communications

» Ensure effective flow of information occurs both vertically and horizontally, within
the division and group, including post/s, and across the Ministry

« Co-ordinate external facing communications, including the maintenance of the
Ministry’s website aimed at suppliers and commercial partners, LinkedIn Groups
and other social media.

» Provide a high level of customer service.
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» Communicate the strategic direction of the Commercial function that enables the
Ministry to achieve its Vision and its Long Term Investment Plan.

Business and Programme Management

e Work with the Change Manager to plan and implement a programme to deliver the
outcomes of the Commercial Review in the first year of implementation and
manage the programme after the first year.

» Report on the Division's programmes of work to ensure that time and effort is
appropriately distributed in line with agreed priorities and managed within budget

/A/y{“:i\/ .

Relationship Management O

( o Implement and maintain of a clear map of relatlonshu;s” vfﬁh

. policy-makers and thinkers that advance the Division ;ebgectives‘
« Maintain and report on the Strategic Supplier Relatzgnshgg*Management”Sysg

Strategic Service Contract Framework for the Mm sfiv;

Organisational Alignment

= Demonstrate organisation’s values,
° Understand and apply the strateg;g

and high-level og}:cemesfframework
» Contribute to ftﬁ“emprepa’rationk an
accountabil f{y documents
. Fostevstrpng ‘working relaﬂ
Contnbu o t@M:nlstry? A

, of Waxtangx principles, ensuring staff also have a good
“d are able to apply the Ministry Maorl dlmenslon in a way that is

C

n
‘%development partners.
Implement and maintain a commercial body of knowledge and community of
practice, supported by the Business Support Administrator.
 Implement strategies and systems to create and capture Intellectual property
created within Ministry activities, including the systems to protect the Ministry’s
rights to reuse, distribute and exploit those rights

All other duties as requested by the employer

Health and Safety

The Ministry is committed to providing a safe, healthy and secure working environment for
all staff, contractors and other workers, both on and offshore.

As a manager you are required to demonstrate leadership of all health and safety matters
for your area of responsibility. This means ensuring that the Ministry complies with its
obligations under the Health and Safety at Work Act 2015 (Act) and that workers are
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operating in an environment where health and safety hazards and risks are appropriately
identified, eliminated and mitigated, so far as is reasonably practicable.

You are responsibie for:

+ ensuring that health and safety resources and processes are in place and are being
appropriately used
» engaging with staff, and contractors to enable proactive participation in matters
related to health and safety
« ensuring that health and safety hazards are identified (in consultation with staff),
that controls are in place, that associated risks are being assessed and/regularly
reviewed, and an action plan determined to eliminate or mitigate tbe’/@sks so far as /;;
reasonably practicable RS 3 "’; / Y
« implementing the agreed actions to eliminate or mitigate yqé S es§eg -risks andf”v\} N
monitoring and reviewing progress N > f;m h ,;
¢ ensuring that the group or event hazard and risk regjstgr~documents are reg‘ulaﬁ)]/
updated and controls are regularly reviewed S
ensurmg that all health and safety |nc1d%Dts;;ﬂ

least 5 years’ exgerrericain dé’ve!/pmg ar

and reports. Exper/enéé/of lean >

o

systems/and d ”hvery/ :
7

changes required to use the Ministry’s resources wisely along with ensuring the day to day
— delivery of commercial services to the Ministry and its international development partners.

The job holder must demonstrate the following competencies:

¢ Analytical Capability
o Highly developed financial and reporting skills in a commercial function
o Approaches issues in a strategic and pragmatic way; sees the big picture and
can both develop strategy and investment structures and translate these to
practice.
» People & Organisational Management Expertise
o Proactively develops staff and provides effective feedback
o Ability to engage people through change.
o Resilient; able to make difficult decisions and stand firm in the face of pressure;
comfortably handle ambiguity, risk and change; manage multiple priorities.
» Good business acumen, planning and budgeting skills; and effective resource
management.
o Well-developed analysis and problem solving skills
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o Broad knowledge and perspective; makes connections amongst previously
unrelated notions, grasps the complexities underlying an issue and directs
effective action.

Demonstrate sound judgement with the ability to balance competing drivers.

o Broad business knowledge and process analysis, understanding the relationship
between Commercial and other Business Imperatives.

o In-depth experience of leading strategic commercial and procurement issues in
a medium to large organisation

Experience in the public sector and knowledge of the legislative framework and

other guidelines that apply to government procurement

o Experience in the provision of procurement and commercial servig@g}

o A good understanding of the legal and financial aspects of procur ment,
outsourcing and PPPs AN

o Outstanding communication skills; conveys information-and eé ccuratel
and clearly in all media and in a way that meets tb.eﬁeﬁedé@f the audien"’ge{
Proven ability to build and maintain relationshipsiwith ;gariﬁe oj;\tﬁi& holder's,
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Relationships
The position is required to build and maintain the following relationships:
Internal

e Audit and Risk Division
e Corporate Legal Unit

» Finance Division

« Commercial Specialists across the Ministry

e Activity, Programme, Project and Contract Managers
» Group Business Managers

« Human Resources Group

« Commercial Operations Unit
« Commercial Pool

External

Key suppliers and service providers

Additional Comments ¢ /
*  You must be able-to ei;Lz/am/and mai
Securlty clea nce/\ 7
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Position Description
Position Title
Commercial Manager

Reports to
Divisional Manager, Commercial Division
Division

Services Group

Location
Wellington

Date Created/ Updated
August 2017

About the Ministry

e
Kaitiakitanga
» delivers solutions to global challenges, for the benefit of present and future
generations;

Stability
» delivers security and resilience to our country, our people, and our region.

Our values are professionalism, leadership, respect, collaboration and innovation.

About the Division

The Division consists of three functions: a Commercial Pool, a Commercial Operations Unit
and a Commercial excellence function. The Division is responsible for ensuring that the
Ministry develops and applies an appropriate, flexible Commercial Framework to all
commercial activities. The Division will continuously improve commercial policy, processes
and practices to achieve value for money within the Ministry globally, whether the
commercial activities are carried out with the support of the Division’s Managers or
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elsewhere. It will ensure that commercial related learning and development allows
Ministry managers and staff undertaking procurement, grant contracting, contract
management, and commercialisation to demonstrate an appropriate level of commercial
acumen.

About the Position

The Commercial Manager will be a member of the Commercial Pool and will provide

professional advice, coaching, support, learning and development acros/the Ministry’s

commercial activities. All Managers within the Commercial Pool will be req‘urted to obtam/j

wide breath of knowledge in one or more categories of expendnt/r ¥ ,gﬂa’ced byftl}/ga

Dnvxstonal Manager Commercial. The staff in the Commerc;al Poo! ) '«mob used;m am) %
€omme(;aarMapagers ;va»be

o

| framework to Departmental and
non-Departmental act/Lt} sfg, b ;’ o hrough external parties such as
suppliers, NZ agenC!QSA }-@s, é ‘ other government or international
orgamsatlonskandxat aﬁgtages of hé/thmkf p!an, do and review cycle.

./

'I,,,\and relationship management strategies, processes and systems.

i cemomic efficient and effective acquisition or funding of goods,
\“/ofks andi) lg: S, mcludmg the delivery of projects envisaged in the Long Term
Inv,estm t Péan/and the New Zeaiand Aid Programme’s Strateglc Plan; and optimise value

Kéy Accountabilities

= The following key accountabilities of this role assist in delivering the Ministry’s purpose.

Category Management

s Support customers in applying the Ministry commercial framework to Departmentai
and non-Departmental activities globally delivered by or through external parties at
all stages of the think, plan, do and review cycle.

» For designated expenditure categories, undertake research, benchmarking and
engagement to understand the supply markets and value chains

s Produce, implement and communicate commercial strategies, tools and templates
for each designated category. These strategies must easily understood and cover
the Ministry’s procurement, contracting, private sector funding, supplier
relationship management, contract management, commercialisation and external
provider performance management.

« Perform category management including oversight and aggregation of relevant
demand and reporting on the category.

» FEstablishment and management of Ministry or AoG Supplier Panels and
development of panel members to support commercial strategies, as required.



Page 57 of 78

e Work closely with the Operations Team and customers to deliver transactional
procurement and grant funding to successfully deliver the outcomes required by
customers or beneficiaries and to achieve value for money for taxpayers.

¢ Assist customers and the Operations Team in applying or adjusting these strategies
to meet the outcomes required for individual transactions. They will work closely
with the members of the Commercial Operations Team to ensure successful
delivery of outcomes to achieve value for money for taxpayers.

« Implementing commercial initiatives that increase the Ministry’s capability to
capture external innovation to successfully deliver required cutcomes for the
Ministry’s customers and partners.

e Supporting the Procurement Capability Index process and any related lmprovement
lmtlatxves to establish and buzld the Ministry’s commerCIal capabm W

practice standards. .

e Building the commercial acumen of staff in the Mlnistxyvra coachmg

+ Continucus improvement and simplification of end/tQ-*end ’processes wntﬁ'
Commercial Framework. “‘ /”‘ N~

o Effective management of Ministry demand ir
money using open international compet«fts’

= Design and implementation of cost av

¢ Supporting management and reportmg o hfsurgfthe e}ffectlve Implementatxon of
the Ministry’s Strategic Suppher Re}atw’nshlp Ma en:ﬁen%‘and Significant Service
Contract Frameworks

+ Supporting the Mgus‘t/gp vc ieve :ts V|s§pn ndxrts Long Term Investment Plan.

» Implementing rqea;sures/m ensure/cam i‘a(nce and probity by the Ministry’s staff
and Contractors within ‘the agyée ommercial Framework.

. Ensure/eﬁf‘ecé:s\?e\jow of mx yation-oécurs both vertically and horizontally, within
thgf‘,divf @/apd group“ Juding>post/s, and across the Ministry

. zWork co ;abﬁratlvely it ms-to build strong team spirit and level of engagement,

- a”%;noj?vrédgmg feam contribution and achievement as appropriate.

¢ ~-Other staff team members by fosterlng hlgh standards in the

‘Support the division’s delivery of its planned activity stream to realise its strategic
priorities and high level outcomes

Work in agile and flexible manner to acheive the division’s programme of work to
ensure that resources are appropriately distributed and managed within budget

» Forecast, manage and monitor the division’s budget and report against variances

+ Lead the preparation and implementation of the division’s strategic and business
planning processes

Relationship Management
o Develop and influence a clear map of relationships with decision-makers, policy-
makers and thinkers that advance the division’s objectives

» Develop and maintain relationships with key internal and external stakeholders in
order to advance the division’s objectives

= Ensure that the division’s network is regularly reviewed and refreshed in light of
developments in strategic priotities

Organisational Responsibilities

« Demonstrate and lead alignment with the organisation’s values, goals, policies and
procedures
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» Understand and apply the strategic context in which the Ministry operates,
including priorities and perspectives of the Ministers, partner agencies and external
stakeholders

« Actively input into and support the Ministry’s strategic priorities and high-level
outcomes framework

s Contribute to the preparation and reporting requirements of the Ministry’s
accountability documents

» Foster strong working relationships across the Ministry

» Contribute to Ministry-wide projects and emergency response situations

« Apply tikanga and Treaty of Waitangi principles, ensuring staff also have a good
understanding and are able to apply the Ministry Maori dlmenSIon/n//a way that is
relevant to the context of our business and underpinned by Mlmstry a{ﬁes P

» All other duties as requested by the employer

Knowledge Management
. Contribute to the continuous devetopment of/’

tth re!evant
Iearmng and
development opportunities

Health and Safety

The Ministry is commntted/tQ//i
all staff, contractors an/daoth‘y 2

2/,‘%\\ ey
As a manage r you are-réquired to

for your area oFres{nsubri}y’Ih

;appropriately used

engaging with staff, and contractors to enable proactive participation in matters

related to health and safety

ensuring that health and safety hazards are identified (in consultation with staff),

that controls are in place, that associated risks are being assessed and regularly

reviewed, and an action plan determined to eliminate or mitigate the risks so far as

reasonably practicable

* Iimplementing the agreed actions to eliminate or mitigate the assessed risks and
monitoring and reviewing progress

» ensuring that the group or event hazard and risk register documents are regularly
updated and controls are regularly reviewed

» ensuring that all health and safety incidents, ilinesses, injuries, near misses are
immediately reported through the HR Kiosk and followed-up

» ensuring that significant hazards and risks or critical incidents are drawn to the

immediate attention of your manager,

Qualifications, Skills, knowledge & experience
The position requires a senior specialist with at least 5 years’ experience in developing and
implementing Commercial strategies and policies internationally including procurement,
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grant contracting, commercialisation and capital structuring, e.g. PPPs, PFI, Ideally, this
commercial experience will have been gained both within the public and private sectors.

The role holder should hold a graduate degree in a commercial discipline. A relevant
professional qualification such as MCIPS/FCIPS or CA/CPA would also be an advantage.

This role will work with the Ministry’s executive team and influence the behavioural
changes required to use the Ministry’s resources wisely along with ensuring the day to day
delivery of commercial services to the Ministry and its international devel lop m/nt partners,

The job holder must demonstrate the following competencies:
» Commercial Leadership Capability
o Highly developed commercial skills S N
o Approaches issues in a strategic and pragmatl/e’wayffsees the bgg ,p‘ ,tur ‘
can both develop strategy and mvestme/t/str' ct e
practice. A \

) Abmty to lead and engage pemp g S >
o Resilient; able to makef”ﬁ'fﬂcult\ c’zsxonS/aDd tand fifm in the face of pressure;

comfortably handle%mbxguxty, risk and “cha it e /ri’\anage muttlp!e priorities,
« Excellent busmess»@cu bl d

/!i

o Expenence off‘nancxal §3:r6€t’u 7h@bs d within large capital projects
| ~develpped‘ﬁe otiat T

I\”/flcal conceptual, interpretative and problem

£ ;Qus’iness knowledge and process analysis, understandmg the relatlonshlp
\\be" yeen Commercial and other Business Imperatives,
Eé(perience and understanding of Procurement and Funding strategies processes
and procedures, including international agreements, grant funding and
investment management
In-depth experience of leading strategic commercial and procurement issues in
a medium to large organisation
= Experience in the public sector and knowledge of the legislative framework and
other guidelines that apply to government procurement
o A good understanding of the legal and financial aspects of procurement,
outsourcing and PPPs
o Outstanding communication skills; conveys information and ideas accurately
and clearly in all media and in a way that meets the needs of the audience;

o Proven ability to build and maintain relationships with a range of stakeho!ders
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Relationships
The position is required to build and maintain the following relataonshlpS'
Internal

« CEO and Deputy Secretaries

« Divisional Managers across the Ministry

« Heads of Mission, Heads of Post across the Ministry
« Group Business Managers

« Administration Managers at Posts

External

Key suppliers and service providers .
» Wide variety of senior stakeholders across public and pnvatesect
. Counterparts across other Government agencies mciudmg

Department of Internal Affairs
Ministry of Social Development
Treasury

New Zealand Trade and Enterpri
New Zea!and Defence Force

O 0 00
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NEW ZEALAND

FOREIGN AFFAIRS & TRADS

K\?

Position Description

Position Title
Commercial Specialist

Division
Commercial Division

Group
Services Group

Location
Wellington

Reports To

| jﬁew} Zealanders to thrive.
S

Our work:

Leadership
e amplifies New Zealand's influence and standing in the world;

Prosperity
« delivers improved prosperity for New Zealand and our region;

Kaitiakitanga

» delivers solutions to global challenges, for the benefit of present and future
generations;
Stability

« delivers security and resilience to our country, our people, and our region.
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Our values are professionalism, leadership, respect, collaboration and innovation.

About the Division
The Division consists of three functions: a Commercial Pool, a Commercial Operations Unit
and a Commercial Excellence function. The Division is responsible for ensuring that the
Ministry develops and applies an appropriate, flexihle Commercial Framework to all
commercial activities, The Division will continuously improve commercial policy, processes
and practices to achieve value for money within the Ministry globally, whether the
commercial activities are carried out with the support of the Division’s Commerqal
Managers or elsewhere. It will ensure that commercial related learning anﬁ e/yelopment /)
allows Ministry managers and staff undertaking procurement, grant @tra ;ﬂcontrae‘;/
Cia

acumen.

About the Position
The Commercxal Spec;ahst will work w1rth

relationship management J’he/&qmmeraaj{Spé
Commerc;al Manager tQ imp rjent Cat g&?
V‘,@e coac%g,\i

assigned prcueets%ag »\.€§ecfors and' w~ evejép\ outcome based commerc;al and contract
management str’ategles to enab

~ommercial Specialist will provide advice on commercial structures and external
iability across the Think, Plan, Do, Review project and Activity cycle. This may include
procurement, contracting, supplier relationship management, contract management, and
external provider performance management. They will support the application of an
agreed commercial framework to Departmental and non-Departmental activities globally
delivered by or through external parties.

The Commercial Specialist will identify, develop and deliver commercial, procurement,
contract and relationship management strategies, processes and systems. These will
enable the economic, efficient and effective acquisition or funding of goods, works and
services, including the delivery of projects envisaged in the Long Term Investment Plan
and the New Zealand Aid Programme’s Strategic Plan; and optimise value for money in the
contractual and funding arrangements the Ministry enters into.

Key Accountabilities
The following key accountabilities of this role assist in delivering the Ministry’s purpose,
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Role Specific

« [For assigned categories or sectors, undertake supplier engagement, supply market
and value chain research to understand market capabilities, segments and
development needs.

= For assigned categories or sectors, capture demand, co-develop and deliver sound
commercial strategies including considerations of the opportunities for
procurement, grant contracting, private sector funding, supplier relationship and
performance management, contract management and IP commercialisation.

= Assist customers in Think or Plan stage of their programmes, projects and activities
on the application of 2 Commercial Gate filter to determine the level OF/C/ommerc:aI
Pool or Commercial Operations involvement. Vo

« For projects or transactions, consult with internal customers)e”“ thet'
category strategles to achxeve the desired outcomes and caﬁtext )

options that could achieve the outcomes.

= Implement initiatives that increase the Mini
innovation to successfully deliver outcome 1
development partners.

improvement initiatives to build ta lj; ' , ! cxaf cépebdlty, whether

mternai or outsourced, tc»e‘”“ure it.r3 Vams NZ Government good

+ Develop negotiatjon:: strateg;es”and Jleac upport commercial negotiations.
s Support con:c/tact Fﬁanegers ang/sup‘”?r 4 ejatfonshrp managers to achieve
successful dehvery oﬁoutcomesjf@j owmg the award of contracts, including
assnstanee»with/contractme age”meﬁt plans for depa rtmental contracts.

‘ te/to‘»«reporttrfé )
- e0r @raafeffectwene M nc udlng savings, cost and efficiency benchmarks and
otﬁerfp/ rfomance igdxcators

e gn and/irﬁplement demand aggregatton cost avoidance or savings initiatives,

S’Z’efmanagement of external demand including the achievement of value for

money using open international competition where possible

upport Strategic Supplier Relationship Management activities and reporting on

Significant Service Contract Frameworks for the Ministry,

Implementing the strategic direction of the Commercial function globally to enable

the Ministry to achieve its Vision and its Long Term Investment Plan.

« Implement measures to ensure compliance and probity by the Ministry’s staff and
Contractors within the agreed Commercial Framework,

Learning and Development
< Enable a lift in Ministry commercial acumen via coaching and mentoring staff in
Wellington.
¢ Coach and mentor Commercial Pool team members by fostering high standards in

the quality of outputs and ensuring a culture of learning, sharing experiences and
constructively challenging thinking.

Communications

« Ensure effective flow of information occurs both vertically and horizontally, within
the division and group, including post/s, and across the Ministry
» Provide a high level of customer service.
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Business and Programme Management

» Deliver on planned activity streams to realise the Ministry’s strategic priorities and
high level outcomes

» Manage the allocated programmes of work to ensure that time and effort is
appropriately distributed in line with agreed priorities and managed within budget

Relationship Management

» Support the maintenance of a clear map of relationships with decision-makers,
policy-makers and thinkers that advance the Division’s objectives
« Develop and maintain relationships with key internal and external stakeholders in
: order to advance the Division’s objectives A /f
+ Ensure that the Ministry’s network of key stakeholders in asslgned c/at/egone%

regularly reviewed and refreshed in light of developments m St teg V}pri”orxtles f”‘\/f .

Organisational Alignment
3 profédures

« Demonstrate organisation’s values, goals, p/ghcf and pr
. Understand and apply the strateglc gonté)%t _//jfwh[ch th’e*\

/f, ¢ em gency response situations
Apply tlkanﬁa\andfTreaty of/gt\l” tanglsprmuples ensurmg staff also have a good

nt lbﬂte»to the continuous development of the Ministry’s knowledge base by -3
} the Ministry’s mternal systems, sharmg mformat:on and data with relevant bt

S Supplier Panel Management
« Set up and maintain MFAT supplier panels.
« Manage, develop and assess the performance of AoG and MFAT supplier panel
members.

All other duties as requested by the employer

Health and Safety
The Ministry is committed to providing a safe, healthy and secure working environment for
all staff, contractors and other workers, both on and offshore.

As a manager you are required to demonstrate leadership of all health and safety matters
for your area of responsibility. This means ensuring that the Ministry complies with its
obligations under the Health and Safety at Work Act 2015 (Act) and that workers are
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operating in an environment where health and safety hazards and risks are appropriately
identified, eliminated and mitigated, so far as is reasonably practicable.

You are responsible for:

+ ensuring that health and safety resources and processes are in place and are bein
appropriately used

« engaging with staff, and contractors to enable proactive participation in matters
related to health and safety

» ensuring that health and safety hazards are identified (in consultation with staff),
that controls are in place, that associated risks are being assessed an/}egularly
reviewed, and an action plan determined to eliminate or mitigate t!; iS s so far as//

reasonably practicable A NN O
» implementing the agreed actions to eliminate or mitigate tb/e/s%}ess”q :
monitoring and reviewing progress P

s ensuring that the group or event hazard and risk regi ste; éocuments are, regular[y””
updated and controls are regularly reviewed . /j/ R <

¢ ensuring that all health and safety modents,f[fﬁe es;i
immediately reported through the HR KLOS can

V_;as\f 3 years’ experience in developing and
'fdjp!ans for complex projects. Experience of
onstruction contracting, international development,

Strategic Capability
o Highly developed category management and commercial strategy skills in
leading a commercial function
o Approaches issues in a strategic and pragmatic way; sees the big picture and
can both develop strategy and investment structures and translate these to
practice.
+ People & Organisational Management Expertise
o Proactively develops staff and provides effective feedback
o Ability to engage people through change.
o Resilient; able to make difficult decisions and stand firm in the face of pressure;
comfortably handle ambiguity, risk and change; manage multiple priorities.
* Good business acumen, planning and budgeting skills: and effective resource
management.
o Experience of financial structuring and management used within high value
capital and construction projects financed by contracts and grants
o Well-developed analysis, negotiation, and problem solving skills

r
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o Broad knowledge and perspective; makes connections amongst previously
unrelated notions, grasps the complexities underlying an issue and directs
effective action.

Demonstrate sound judgement with the ability to balance competing drivers.

o Broad business knowledge and process analysis, understanding the relationship
between Commercial and other Business Imperatives.

o In-depth experience of leading strategic commercial and procurement issues in
a medium to large organisation

Experience in the public sector and knowledge of the legislative framework and

other guidelines that apply to government procurement

o Experience in the provision of procurement and commercial servi/cyeé

o A good understanding of the legal and financial aspects of pro«;u‘rem;nt, and
outsourcing P ;pj;;

€as accurat

o Outstanding communication skills; conveys informatiogg; ately (
and clearly in all media and in a way that meets;bejn&ée“d of'the audieﬁgfgg o
o Proven ability to build and maintain relationsﬁj«gsw@ﬂ‘f;a range of stakeholders.
i > .
O w U )

L’
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Relationships

The position is required to build and maintain the following relationships:
Internal

* Audit and Risk Division

+» Corporate Legal Unit and PDG Legal Advisers

« Finance Division

» Commercial Managers across the Ministry

= Activity, Programme, Project and Contract Managers
« Group Business Managers

» Administration Managers at Posts

s Commercial Operations Unit

« Commercial Excellence Advisers

External
SN
= Key suppliers and service providers in assigned categor] S
« Panel members TNV

Wide variety of senior stakeholders acrossﬁpubk\ '
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NEW ZEALAND

FOREIGH AFFAIRS % TRADE

Position Description

Position Title
Commercial Adviser

Division
Commercial Division

Group
Services Group

Location
Wellington

Reports To

Qur work:

teadership
« amplifies New Zealand's influence and standing in the world;

Prosperity
» delivers improved prosperity for New Zealand and our region;

Kaitiakitanga
« delivers solutions to global challenges, for the benefit of present and future
generations;

Stability
« delivers security and resilience to our country, our people, and our region.
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Our values are professionalism, leadership, respect, collaboration and innovation.

About the Division
The Commercial Division consists of three functions: a Commercial Pool, a Commercial
Operations Unit and a Commercial Excellence function. The Division will apply an
appropriate, flexible Commercial Framework to all commercial activities. The Division will
continuously improve commercial policy, processes and practices to achieve value for
money within the Ministry globalily, whether the commercial activities are carried out with
the support of the Division’s Commercial Managers or elsewhere. It will ensure. that
commercial related learning and development allows Ministry managers. apd 1;5?
undertaking procurement, grant contracting, contract management, a;}nd com ‘je/fé}alisatf:im};
to demonstrate an appropriate level of commercial acumen. ' (C

About the Position
The Commercial Adviser will work Wltth/
Administrator, dei;vermg procurement co

DT : >
O curement, P e‘ & sector investment and grant contracting

[oc \
when transactmg transact;gns estn 3 ‘«:;eg at,$100k or above for ODA Crown and $50k or

, in operational commercial activity, including managmg GETS,
{ ;epartmental ma;lboxes, producing analysis and reports, publishing contract awards,
%"“»i:’fxcfapturing savings, and maintaining MFAT's Supplier Panels, Departmental and Enquire
Contracts Databases.

The Adviser will produce procurement plans, draft RfX and template contracts using
requirements and outcomes agreed with customers. They will support the evaluation and
due diligence processes during selection including documenting the evaluation outcome
and meeting for the relevant Commercial Manager.

Key Accountabilities
The following key accountabilities of this role assist in delivering the Ministry’s purpose.

Role Specific

= Working with Commercial Managers to transact agreed outcome-focused
commercial strategies for procurement, grant contracting and commercial
investment projects,
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» Delivering medium to high value or risk commercial transactions for customer
within the Ministry with a high degree of accuracy and attention to detail.

= Supporting internal customers in drafting contracts using the Ministry’s templates
or working with legal advisors to prepare more complex agreements.

e Supporting improvement initiatives to build the Ministry’s commercial capability
ensuring it reaches and maintains NZ Government good practice standards.

= Providing high quality and consistent commercial and process advice to staff
outside the Division undertaking low value and low risk transactions.

« Compliance with all relevant policies, practices and standards, including producing
reports on savings, cost benchmarks and transactions.

» Supporting the Commercial Excellence function in the continuous imgafyement and
simplification of end-to-end processes within the Commercial Frarpgwcfife

where possible

orn

» Achieving value for money using open international competitiop
« Supporting selection and evaluation processes, including the sé
panels, distributing materials for evaluation, collating %@lUé
minutes during meetings and preparing selection fﬁepg‘izt‘s@ o
. . . e S Ty o
« Implementation of cost avoidance or savings initidtives ‘where possi
the provision of analysis, benchmarking an ligerice to supp
negotiations. ~N\V Y N Y
» Supporting the production of reports rel .to Strategic Sup lierRelationship
Management and reporting on Signrﬁqarﬁ S&vi/cg qfi;t@ ;Frah“ueworks.
+ Supporting the estab!ishgpeﬂgar‘i‘qu:ginte?nce linistry Supplier Panels.
« Implementing measg;es@té“ép;ure\“éomgli ]
mmercial

,"njéchg Ministry’s €q 1

}:)mﬁobity by the Ministry’s staff

and Contractors with 5 s Commercial Framework.

« Drafting contractm V@a@f‘ént@p;qﬁs;’fég Departmental contracts.

» Advising 0r§r'"\an§}<;dgafﬁi“n/g cor;}t{égg vxarta;ti‘ehs where required.

« Ensuring th; ga]gﬁe’cisioﬂr\}s? g;éﬁ?aﬁ’and other records relating to commercial
tf@nsﬁa@éﬁfa}r@ﬁfare stored | rdance with Ministry policy and can be easily

_~retrieved'for the purp f-internal and external audit.

ﬁ/ﬂsgﬁﬁg that alf contracts’ awarded are stored on the appropriate database with

“gecurate st 1 ry-information and that contract award notices are loaded onto

gets-within 30-days of contract award.

. ,Enéﬁﬁ?jg\%tﬁa?t procurement exemptions have been achieved for all procurement

hijﬁﬁt using open international competition or an established MFAT or AoG

Deliver a programme of commercial work in accordance with business priorities.
« Report regularly on workload and against business requests for services.

Relationship Management

»  Work with customers to provide a high level of customer service, focusing on
solutions which will achieve the customer’s stated outcomes.

» Work collaboratively and flexibly with other members of the Commercial Operations
team to ensure that the team responds to changing priorities and international
disasters in an agile manner.

« Develop and maintain relationships with key internal and external stakeholders in
order to advance the division’s objectives,

e Support the Division’s management and reporting for Supplier Strategic
Relationship Management and Significant Service Contract Frameworks and report
on supplier performance or issues as required.,

Crganisational Responsibilities
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Knowledge Management

Health and Safety
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Demonstrate alignment with the organisation’s values, goals, policies and
procedures,
Understand the context in which the Ministry operates, including priorities and
perspectives of the Ministers, partner agencies and external stakeholders.
Contribute to the preparation and reporting requirements of the Ministry’s
accountability documents.
Foster strong working relationships across the Ministry.
Contribute to Ministry-wide projects and emergency response situations.
Apply tikanga and Treaty of Waitangi principles, ensuring staff also have a good
understanding and are able to apply the Ministry M&ori dimension in a way that is
relevant to the context of our business and underpinned by Ministry vaMes

All other duties as requested by the employer.

Contribute to the continuous deveiopment of tW
using the Ministry’s internal systems, shawg:t

internal stakeholders, including contrlbutmg to/p; sénhn
development opportunities,

€ ;m@ that health and safety resources and processes are in place and are being
appropriately used

éngaglng with staff, and contractors to enable proactive participation in matters
related to health and safety

ensuring that health and safety hazards are identified (in consultation with staff),
that controls are in place, that associated risks are being assessed and regularly
reviewed, and an action plan determined to eliminate or mitigate the risks so far as
reasonably practicable

implementing the agreed actions to eliminate or mitigate the assessed risks and
monitoring and reviewing progress

ensuring that the group or event hazard and risk register documents are regularly
updated and controls are regularly reviewed

ensuring that all health and safety incidents, illnesses, injuries, near misses are
immediately reported through the HR Kiosk and followed-up

ensuring that significant hazards and risks or critical incidents are drawn to the
immediate attention of your manager.

Qualifications, Skills, knowledge & experience
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The position requires a commercial or procurement specialist with at least 3 years’
experience in managing high value, international commercial transactions including
procurement and tendering, grants and contract management. The role holder should be
proactive and be able to evidence a strong record of customer service and the ability to
find mutually acceptable resolutions to issues with suppliers. Demonstrated experience in
procurement and/or grant processing for international development, construction and
disaster response will be an advantage.

The role holder should hold a relevant degree in a commercial disaplmat and/or be
studying towards an equivalent qualification for a professional procurenleﬂrﬁ\ &rontractlng@
institute such as MCIPS or IACCM. \

mternatlonal development partners.

Skills

« Ability to convey complex mfor ‘
oral forms.

« Ability to research andfan W/see xssuesg@dd

« Strong oral and mﬁ“tte 'fgmmumcatton sﬁ{ﬂs >

« Strong interpersgna! skms A

« Ability wo?g urf@gr* press

. Abmt tpmerl(’”ag’partﬁf \

lgtton/si(llis and sound judgement,
vSenSlt!Vé.\tO ‘andapﬁrecyatuve of EEQ issues.
Abmﬁ/}o ork wrth people from other cu!tures

nmercial Skills

o Ability to proactively advise customers to support their compliance with
commercial process

o Demonstrated use of negotiation, analytical, and problem solving skills to solve
husiness issues and make savings

o Business knowledge, understands the relationship between commercial and
other business imperatives.

o Experience and understanding of Public Procurement and Grant Funding
processes and procedures

o Experience in drafting contracts and variations

o A good understanding of the legal and financial aspects of procurement,
outsourcing and grant contracting

o Proven ability te build and maintain relationships with a range of stakeholder’s.

Relationships
The position is required to build and maintain the following relationships:
Internal

« Managers across the Ministry



Page 73 of 78

o Staff at Post across the Ministry
» Group Business Managers

= Administration Managers at Posts
¢« Administrators

External

o Suppliers and service providers

Delegations
¢ None

Additional Comments
* You must be able to cobtain and maintain an appropria
Security clearance.
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NEW ZEALAND

£

DREJGM AFFAIRS & TRADE
Position Description

Position Title
Business Support Administrator P

Division
Commercial Division

Group
Services Group

Location
Wellington

Reports To

Our work:

Leadership
« amplifies New Zealand'’s influence and standing in the world;

Prosperity
« delivers improved prosperity for New Zealand and our region;

Kaitiakitanga
+ delivers solutions to global challenges, for the benefit of present and future
generations;

Stability
« delivers security and resilience to our country, our people, and our region.
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Our values are professionalism, leadership, respect, collaboration and innovation.

About the Division
The Commercial Division consists of three functions: a Commercial Pool, a Commercial
Operations Unit and a Commercial excellence function. The Division will apply an
appropriate, flexible Commercial Framework to all commercial activities. The Division will
continuously improve commercial policy, processes and practices to achieve value for
money within the Ministry globally, whether the commercial activities are carned out with
the support of the Drvrsron s Commercial Managers or elsewhere It will enstfre”that

About the Position
The Business Support Administrator is a key
is required to provide high quality, eFerrjen
combined with a high degree o? rofessronaﬂsm aﬁd
internal and external stakeh ) A

C

i

are not-an xha& e lrst A high degree of flexibility and agility is requrred as there may
;eveT’s of demand in addition to seasonal peaks and troughs., Other support

o
“_Procurement Administration and Support

» Provide administrative support to tender and request for quotation processes.

o GETS administration, e.g. loading notices, co-ordinating guestions and answers from
suppliers, posting content of award notices within timescales as required by the
Government Rules of Sourcing.

* Providing excellent customer service/support, e.g. answering phones, dealing
promptly with procurement and grant related queries.

e Arranging supplier briefings and feedback sessions.

e Coordinate and support selection panel processes.

» Contract checking and filing of hardcopies.

» Contract database maintenance, including progressing and reporting on outstanding
unsigned contracts.

* Monitor, track and report on supplier spend, work in progress, contracts/grants
progress, exemptions, letters of variations and other relevant data, recording
information within Ministry databases.

= Consolidate, monitor and report on supplier performance frameworks.

» Manage email inboxes.



Page 76 of 78

= Track OlAs, PQs, MQs and complaints.

Team Support

s Provide customer-focused administrative services to the procurement team including
effective co-ordination of travel arrangements, meetings/events and special projects as
required,

e Provide financial management administration such as invoice processing, checking

spend against commitments, preparation and monitoring of budgets, and assistance

with purchase order processes as required.

Meeting administration, room bookings, preparing papers for attendees.

Take minutes of team meetings/planning sessions and procurement evgyahons

Assist with the creation of presentation documents training/H&S etc. . »»j} . e

General administration. AN f—;;“’

Stationery purchasing. i LA

Manage any ‘Heat’ Service Portal gueries. : ’ ~/

Recruitment and staff related administration, nclud/ngiforv;ontracfors and consdft*ants

Other tasks as directed by the Unit Manager Comm"e eré} @per/‘cio/ns \ \

L] L] L] L] L] -] o o

Quahty/Process Improvement

commercial processe,?,a ﬁsocxateq/womfi
« Implement wep«updaf "»i;e/fhe M/AT
1

portal. | (S

. Track proc;u men“tf and
rocess Portal> W
gpk co Kratlve

terms:

“.~.“0Organisational Responsibilities

« Demonstrate alignment with the organisation’s values, goals, policies and
procedures.

e Understand the context in which the Ministry operates, including priorities and
perspectives of the Ministers, partner agencies and external stakeholders.

e Contribute to the preparation and reporting requirements of the Ministry's
accountability documents.

e Foster strong working relationships across the Ministry.

e« Contribute to Ministry-wide projects and emergency response situations.

e« Apply tikanga and Treaty of Waitangi principles, ensuring staff also have a good
understanding and are able to apply the Ministry Maori dimension in a way that is
relevant to the context of our business and underpinned by Ministry values.

» All other duties as requested by the employer.

Knowledge Management
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« Contribute to the continuous development of the Ministry’s knowledge base by
using the Ministry’s internal systems, sharing information and data with relevant
internal stakeholders, including contributing to/presenting at internal learning and
development opportunities.

Health and Safety
The Ministry is committed to providing a safe, healthy and secure working environment for
all staff, contractors and other workers, both on and offshore.

As a manager you are required to demonstrate leadership of all health and §§f/ty maftters
for your area of responsibility. This means ensuring that the Ministry comp’hesf&zth its 4)
obligations under the Health and Safety at Work Act 2015 (Act) and,tb‘ \ﬁo e);«s/are {«x

operating in an environment where health and safety hazards and TlSkS arg appropnateiy ;

SE\.

}
S

identified, eliminated and mitigated, so far as is reasonabl,yf réEtrcab!e/

You are responsible for:

« ensuring that health and safety resol
appropriately used -

» engaging with staff, and contractqrs !
related to health and safety— =

» ensuring that health arid safety hazards/a/ﬁ:é'
that controls are inplace, h,at/assocaated“ fis
reviewed, and an ;ggﬁon  plan detefrhin
reasonably practicable

. lmp!emegtwgfheagreeéﬁa\

; re being assessed and regularlv
to &liminate or mitigate the risks so far as

LY i
A
S J

1S to ) eliminate or mitigate the assessed risks and

10R ormﬁfaﬂd reviewin x@ggéss
/g,’E) gthat the group_er event hazard and risk register documents are regularly

updated and»e:ont"o!s are regularly reviewed
aen/sfurmgfthaﬁ”‘a” hé/éiifh and safety incidents, illnesses, injuries, near misses are
i xmmé”éﬁatelys réported through the HR Kiosk and foHowed -up

en: ng“”that significant hazards and risks or critical incidents are drawn to the
V edzate attention of your manager.

“—Qualifications, Skills, knowledge & experience
A tertiary qualification is required. Commitment to studying towards qualifications in
procurement or contracting institute such as MCIPS or IACCM would also be an advantage.

Skills and experience

» Solid administrative background with a minimum of 2-3 years in an administrative role
in a professional environment.

» Effective communication and customer service skills.

= Proficient computer skills using Microsoft Office packages including Word, Excel and
PowerPoint.

» Sound numeracy skills,
» Good organisational skills.
= Strong interpersonal and communication skills.

¢ Ability to work under pressure.
« Proven ability to work as part of a team.
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» Ability to facilitate and coordinate tasks.

e Good policy formulation skills and sound Judgement

« Sensitive to and appreciative of EEO issues.

» Ability to work with people from other cultures.

« The ability to facilitate complex tasks in a multi-disciplinary environment.
s Good skills in the use of Microsoft Office products such as Word and Excel

Relationships
The position is required to build and maintain the following relationships:
Internal

o Staff at Post across the Ministry
+ Administration Managers at Posts
¢ Other Administrators

External

« Suppliers and service providers

Delegations
« None

Additional Comments
+ You must be able-to;
Security c!efér«anef
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Introduction

Thank you for your feedback on the HRG Operating Mcdel Review Consultation
Document. I am confident that this final decision document will position HRG well to
support the Ministry achieve its strategic objectives. Once implemented, these changes:

o will enhance the strategic capacity of the team

a strengthen the area of career management

2 facilitate the integration of work across the Group, and
» address the need for additional administrative support.

This document outlines the final operating model and structure fong'i?f“ Y
consideration of your submissions. 7
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1. Executive Summary

After considering the feedback received, the following changes can now be confirmed.
Attached as Appendix A is the revised Operating Model and organisation structure.
Appendix B contains the position descriptions for the new roles.

New roles

The following roles will be established:

s Manager, Strategy and Coordination

s Principal Adviser, Career Management

]

teams

Formalised roles

PayroU»Aamlmstrator will haye
rep Tt o the” fanage

::;“/Te Ch nology

The exploration of introducing new HR-related technologies into the Ministry is intended
to be part of the HR Work Programme in the next 6-18 months.
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3. Impacts
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Outlined below is the impact of these changes on current roles:

Career Advisors

The reporting line of the two Career
Advisor roles will be changed to the
Manager, Strategy and Coordination,

This is not considered to

be a significant change.

Team The reporting line for this role will his i «no‘f% nsxd’red to/
Administrator, change from the Services Business s“gnlflcaﬁf/lwapge, {
HRBP Group to the HRBP Manager in HRG. . :

/’5}

Payroll
Administrator

| to.

_cor sopdatron of the administrative work
,be””OC team pravides better role
danty and coherence but does not
change the nature of the tasks
undertaken by this role,

' he change ?s n

\;' a tl:\e,/tzme of

;’uff:ant

rmplementat[on.

The previous Payroll Administrator
worked 30% on Payroll Administration
and the remainder 70% working across
HRG completing administration work,
but reported to the Payroll Manager.

This change will have the role reporting
to Divisional Manager, OC.

This is not considered to
be a significant change.

Manager, PC

The reporting line of the two Career
Advisor roles will be changed to the
Manager, Strategy and Coordination.

This is not considered to
be a significant change.
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4. Implementation date / Next Steps

The new roles of Manager Strategy and Coordination, and Team Administrator (x 2 FTE,
1 open tenure, 1 fixed term) will be advertised internally and externally in October 2017.
The role of Principal Adviser, Career Management, will be advertised internally in October
2017,

The implementation date for these changes will be early December 2017.

5. Employee Assistance Programme

Employee Assistance Programme support is available to you 24
normal business hours Monday to Friday the contact number/i;
the contact number is . S
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Appendix B — Position descriptions for new roles
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Position Description

Position Title Manager, Strategy and Coordination
Reports to Deputy Secretary, Human Resources
Group Human Resources Group

Location Wellington

Job Category Corporate Specialist

About the Ministry

The Ministry of Foreign Affairs and Trade works to mak;%yfgj land
overseas and contributes directly to the security ag/@ﬁe b k
e

‘fgjyev@ Zealand

i

and New Zealanders to thrive.
Our work:

Leadership

s

Our values are professionalism, leadership, respect, coliaboration and innovation.

Nature and Scope

The role of the Human Resources Group (RRG) is to ensure that the Ministry has the
people and culture to deliver on the Government’s priorities. HR provides high-level
strategic and operational advice and support to the Chief Executive Officer, the Senior
Leadership Team, and Level 3 and 4 managers to ensure that effective HR strategies are
developed and integrated into all business strategies and plans. This will help to build a
high performing Ministry.

HR is also responsible for the design and delivery of a range of Ministry-wide HR policies,
operational HR processes, and systems aimed at providing managers with access to the
best possible advice, support, and systems to motivate, develop and manage their
people,
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Job Purpose

The purpose of this role is to support the Deputy Secretary HR to build a high performing
Ministry. The Manager, Strategy and Coordination is responsible for facilitating the
alignment, coordination and monitoring of the People Strategy and Strategic Objective 7
(People) and the corresponding reporting.

They will coordinate and facilitate Thought Leadership across HRG, picking up on trends,
future thinking, and develop an appropriate organisational response. They will enable

the cohesive and integrated development of a strategic talent forecasting plan and talent
acquisition strategy applying enhanced data analytics to both.

They will lead the Ministry’s Career Management Strategy with partf;gl referey(’ to
the Foreign Policy resourcing cycle, ensuring that the expanded Talent Manag’ément/‘
process, organisation-wide career management process and the cnttcabwork of, the o
Career Advisors are all aligned so the Ministry has the caﬁa/”bﬁ t “t;equ:re /for “th P!

immediate and longer term future. ’

Delegations
Staffing

Five staff members. Principal-
role shares responsxbzltt?/f

CEQ, Principal Capability Adviser and SLT members (Level 2 Ministry Managers)

a HR Divisional Managers - Organisational Capabilities, Business Partners and People
Capabilities
s HR staff

® Level 3 and Level 4 Ministry Managers

> Other MFAT staff, both onshore and offshore

External (outside MFAT)

s State Services Commission
s Group Managers and other HR managers both in the public and private sector
@ Consutting Companies

s Suppliers
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Key Accountabilities

The following key accountabilities of this role assist in delivering the Ministry’s vision and
mission:

Human Resource Group Strategy and Coordination

s Provide high gquality and trusted business advice and support to the DS HRG in the
development and execution of Ministry People Strategy, and delivery of HRG
operational outputs and priorities,

3 Facilitate the alignment and coordination of the HRG reporting on the/Pet)p
Strategy and Strategic Objective 7 (People)

- Management of key issues impacting on HRG’szSe of

- Development of HRG strategic planning” “~

- A!lgnment between strategy and FES0)

ace to mtt@a(a Tisk

2 Align the Ministry’s FP Resgurcm anﬁf’Career Ma a_qvément thh Mlmstry -wide
horizon scanning, maign ure ; shorter~;erm ’
this longer term stf’atég&f ﬁpv{zr{oach,»m <

.
s Align Taient’f@cqtnsiﬁio
7

employejc;offerthh opetat

" Career Management

° Lead and provide oversight of career management, agreeing requirements and
priorities with the HR BP Team, the wider HR Group and the business.

B Oversee the work of the Principal Adviser, in conjunction with the HR BPs, to
review, co-design, develop and implement frameworks (policies, practices, and
procedures), tools, and systems for all aspects of FP Resourcing programme
ensuring the alignment and integration of the Ministry’s Talent Management,
Succession Planning and Career Management functions.

a Take into consideration opportunities for innovation including automation and self-
service.
Leadership

s Support the implementation of the HR vision and strategy
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Actively participate as an effective member of the HR Leadership Team role
modelling a collaborative culture, building a shared commitment to the direction of
the HR Group, and achievement of outcomes

Ensure reqular and effective performance management and active development of
the team

Encourage and support individuals to expand their capability and achieve their
career aspirations

Create a high performance and development culture in the team

Ensure staff are able to plan for and access learning and developmer;,t«o{pﬁ@rtumtles P

Actively coach and support team members

Manage and report on allocated budgets

Actively build the HR brand and proﬁle 6ﬁse
members to spend approprtate txme V\.‘ t

o

VS

~'sectors Contribute to the alignment of programmes

: ang/a, mﬁtles,across the Mimstry and other government agencies and between

axtérnal sta ke?\olders«" promote and foster cooperation and collaboration.

Eétablish a strong working relationship with Manager HR Business Partners,

" Manager Organisational Capabilities and the Manager People Capabilities to ensure

integrated design and delivery,

Enhance key relationships with SLT including the Principal Capability Adviser and
on DS HRG behalf, group input into SLT committees,

On behalf of the DS HR, provide oversight of OIAs/PQs and FADTC questions.

Actively participate as an effective member of the HR Group and “virtual teams”
ensuring a collaborative culture, commitment to the direction of HR, and
achievement of agreed outcomes.

Reporting

2

Monitoring and report on the achievement of the People Strategy and Strategic
Objective 7 (People)

Monitor effectiveness of standard processes and procedures, identifying systemic
issues and reporting to the Deputy Secretary, Human Resources
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> Monitor, measure and report on achievement of the Strategy and Coordination
team
2 Provide organisational-wide reporting for SLT, HR Leadership Team or external

organisations, e.g. SSC as required.

? Provide quality reporting on Strategy and Coordination initiatives.

Managing Projects

® Facilitate key Strategy and Coordination activities/projects as required. These
projects may, from time to time, requ1re specialist support or more caﬁ/glty which
may be contracted in.

s Manage relevant service providers.

Contract Management

2

ﬁppreaatxon of Te Reo Maori to be able to apply the Ministry Maori dimension,
underpinned by Ministry values, in a way that is relevant to the context of our
o business.

3 Be aware of and adhere to the Ministry’s Health and Safety policies and
procedures.
2 Share in the responsibility for health and safety in the work environment by

carrying out work-related activities in accordance with safe operating procedures
and by accurately reporting all hazards, accidents, and incidents.

a All other duties as requested by the employer.

Knowledge Management

° Contribute to the continuous development of the Ministry’s knowledge base by
using the Ministry’s internal systems, sharing information and data with relevant
internal stakeholders, including contributing to/presenting at internal learning and
development opportunities.



g
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Skills, Knowledge, and Experience

To be successful in this role will require significant technical expertise in the areas of
talent management, organisational development, HR Thought leadership, culture and
diversity and inclusion. The incumbent will be required to provide professional leadership
demonstrating the depth and breadth of knowledge and skill required to act as a highly
credible internal resource. They will also have:

S The ability to use project management methodologies and approaches as a
normal/daily part of work.

° Proficient in Microsoft Office suite,

external representative).

Leading strategically: Articulate a clear and ¢
over the next 3 years; chailengejhelr areas‘ !
strateg:c ob]ectxves and trapsiat 3

)Eve

d/‘ms re across the agency; and demonstrate

¢

Enﬁa ,cm@ system‘j:er_ormance Provide cross- orgamsatxonal leadership (i.e.
contrfgute o th

orga)/sghon a’ﬁdfprowde sector leadershlp (l.e. leverage strong refationships with a
nag/ers across the public and/or private sector to deliver organisational

Managmg Work priorities: Use sound work management systems and practices to

’manage their work priorities, so that they deliver on work commitments and avoid over-

committing themselves; and spend time on the activities where they can make the
greatest contribution to achieving short and longer-term objectives.

Enhancing organisational performance: Strengthen group performance (i.e. lead
improvements to processes and systems in their area to achieve gains in effectiveness
and efficiency); foster a continuous improvement culture and lead innovation across
their area; and demonstrate business acumen in managing finances, procurement,
projects, and HR responsibilities

Engaging others: Swiftly establish personal connections and develop an in-depth
understanding of others’ perspectives.

Resilience: Demonstrate resilience and composure under pressure. Demonstrate
honesty and courage by making the hard and unpopular decisions; clearly stating their
views on issues that are potentially sensitive, Demonstrate the highest levels of integrity
and conduct and hold others to the same ethical standards.
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Self-Awareness and Agility: Accurately gauge own capability and performance; adapt
approach to different situations and people; and take action on specific devejopment
objectives which will assist to achieve career aspirations.

Heaith and Safety

The Ministry is committed to providing a safe, healthy and secure working environment
for all staff, contractors and other workers, both on and offshore.

As a manager, you are required to demonstrate leadership of all health and safety

matters for your area of responsibility. This means ensuring that the Mlmst):yj/:gmphes
with its obligations under the Health and Safety at Work Act 2015 (Ac) ap"’ th/tworke S
are operatmg ln an envsronment where health and safety hazards affd risks" ,_e/ ji»;}

You are responsible for:

s ensuring that health and safety resources_a
appropriately used

: n/tg y/hazards-are

haf/ assocratad;ms
reviewed, and- an&eﬁxewﬁlan dgs Qined
reasonai;[y practrcabfé

o

nsuring that significant hazards and risks or critical incidents are drawn to the
immediate attention of your manager.

Additional comments

Staff of MFAT must also:

= Have an understanding of bicuitural and EEO issues.
@ Hold New Zealand citizenship.
® Be able to obtain (and maintain) a New Zealand Government security clearance to

the required level,
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Position Description

Position Title Principal HR Adviser — Career Management
Reports to Manager Strategy and Coordination

Group Human Resources Group

Location Wellington

Job Category Foreign Policy

About the Ministry

w
The Ministry of Foreign Affairs and Trade works to make New/Ze*aian s, voice heard

overseas and contributes directly to the security and we),pe’r ‘gy,o‘ﬁall New Ze T nde r/. ~

o / ‘a,‘

and New Zealanders to thrive.

Our work:

Leadership

@

~-—0ur values are professionalism, leadership, respect, collaboration and innovation.

Nature and Scope

The role of Human Resources (HR) is to ensure that the Ministry has the people and
culture to deliver on the Government’s priorities. HR provides high-level strategic and
operational advice and support to the Chief Executive Officer, the Senior Leadership
Team, and Level 3 and 4 managers to ensure that effective HR strategies are developed
and integrated into all business strategies and plans. This will help to build a high
performing Ministry.

HR is also responsible for the design and delivery of a range of Ministry-wide HR policies,
operational HR processes, and systems aimed at ensuring that managers have access to
the best possible advice, support, and systems to motivate, develop and manage their
people.
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Job Purpose

The purpose of the role is to develop, co-design and implement the Ministry’'s Career
Management Strategy with particular reference to the Foreign Policy resourcing cycle.
Representing the business, the role will work closely with the HR Business Partners,
facilitating and coordinating these processes enabling the Ministry to have oversight of
the organisation wide talent.

They will also be responsible for ensuring that the expanded Talent Management
process, organisation-wide career management process and the critical work of the
Career Advisors are all aligned. Develop a plan to integrate and align theseﬂgfocesses to

ensure the Ministry has the capability it requires for the immediate an/d lo‘
AR

Key Areas of Decision Making

Ministry to achieve its Vision.

Functional Relationships

N
aff, both onshore and offshore

State Services Commission and other public-sector count parts

Suppliers
s HR practitioners
. OD specialists

Key Accountabilities

The following key accountabilities of this role assist in delivering the Ministry’s vision and
mission:

Career Management Strategy and Implementation

e Working closely with the business, the HRBP team and the Career Advisors,
develop a Career Management Strategy that enables the Ministry to achieve its
longer-term goals, aligned with individuals.

» Provide technical, factual, and strategically-based advice on career management
issues to the Strategy and Coordination Manager, the Deputy Secretary, Human
Resources, Managers, and SLT.
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e Facilitate enhanced understanding and business acumen within the wider HRG by
using professional background and expertise to coach and provide support.

FP Resourcing

2 Working the with HR Business Partners, review, co-design, and implement
frameworks (policies, practices, and procedures), tools, and systems for all aspects
of FP Resourcing programme including facilitating the alignment and integration of
the Ministry’s Talent Management, Success Planning and Career Management
functions. This includes acting as the Business Lead, coordinating and facilitating:

- Rotations

—  Promotions
—  Postings

optimised.

Technical Leadership and Advice

5 Assume responsibility for mmattve ' i;th ght leqd Rip for areas of expertise
and responsnblhty, applymﬁé‘admg edge th:rrkm ;
s wll 2 qun nnovatve

s effectiveness and efficiency of systems and services in sustaining delivery
/W}thm the HR Group.

f
Monitor effectiveness of standard processes and procedures, identifying systemic
issues and reporting to the Manager Strategy and Coordination

Relationship Management

< Initiate, develop, and maintain a range of strategic relationships and networks
across the Public and Private sectors. Contribute to the alignment of programmes
and activities across the Ministry and other government agencies and between
external stakeholders; promote and foster cooperation and collabaration.

> Proactively identify opportunities for sharing information and learning.

Q

Actively seek external input and advice.

s Establish a strong working relationship with Managers HR Business Partners,
Manager Organisational Capabilities and the Manager People Capabilities to ensure
integrated design and delivery.

@ Enhance key relationships with SLT and SSC.
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5 Draft responses to OlIAs/PQs and FADTC,

° Actively participate as an effective member of the HR Group and “virtual teams”
ensuring a collaborative culture, commitment to the direction of HR, and
achievement of agreed outcomes.

Reporting

» Monitor effectiveness of standard processes and procedures, identifying systemic
issues and reporting to the Manager Strategy and Coordination

Generate key reports/papers to the Manager, Strategy and Coordination;, the
Deputy Secretary, Human Resources and SLT as required. :

organisations, e.g. SSC as required.

Managing Projects
2 Facilitate key organisational development

» Manage relevant service providers

'df’c“cvm xt in which the Ministry operates,
vf/the Ministers, partner agencies, and

Share in the responsibility for health and safety in the work environment by
carrying out work-related activities in accordance with safe operating procedures
and by accurately reporting all hazards, accidents, and incidents.

s All other duties as requested by the employer.

Knowledge Management

o Contribute to the continuous development of the Ministry’s knowledge base by
using the Ministry’s internal systems, sharing information and data with relevant
internal stakeholders, including contributing to/presenting at internal learning and
development opportunities.

Qualifications, Skills, Knowledge, and Experience

To be successful in this role will require significant experience within the Ministry in a
Foreign Policy or business role. The incumbent will be regulired to provide professional
leadership demonstrating the depth and breadth of knowledge and skill required to act
as a highly credible internal resource. They will also have:



o
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The ability to use project management methodologies and approaches as a
normal/daily part of work.

Proficient in Microsoft Office suite.

A sound understanding of tikanga and Treaty of Waitangi principles.

In addition, the following capabilities are key to the role:

%

(&}

Curiosity: Integrate wide ranging information, generate innovative ideas and fresh
thinking, and make strategic decisions within their technical area.

Leading strategically: See Ministry issues through a range of !enses@rfd
stakeholder perspectives; progress strategic thinking across their roUp' engage
Ministry staff and managers in robust strategy development whrch ‘aﬁgn, ‘wrfh
Ministry strategic ob]ectwes and translate strategy mt/g[oup

/,{!DFOJE S ar;d fol:
workload to deliver outcomes and mvest in mpm:tant’longer terrmp

1t§}/‘exr ,@m [of peers], and create opportumttes for collaboratlon
gcrosgjh ) a;ﬂsatucm), and provide sector leadership (i.e. leverage strong
i ‘ships»ﬁrth a range of managers and other senior people across the public

Engagmg others: Swiftly establish personal connections and develop an in-depth

» understanding of athers’ perspectives.

Honesty and Courage: Make the hard and unpopular decisions: clearly state their
views on issues that are potentially sensitive; demonstrate the highest levels of
integrity and conduct; and hold others to the same ethical standards.

Health and Safety

The Ministry is committed to providing a safe and healthy working environment for all
staff, including contractors and other workers, both on and offshore.

You are responsible for:

142

taking reasonable care of your own and other’s health and safety and being mindful
of the effect of your actions (or lack of action) on the health and safety of others.

complying with reasonable Ministry instructions to ensure the Ministry is abie to
comply with the Health and Safety at Work Act 2015.

cooperating with health and safety policies and procedures.



Additional comments

Staff of MFAT must also:

4
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identifying and reporting hazards, injuries, iliness and incidents (including near
misses) that arise from your work or in the workplace.

identifying and eliminating or mitigating health and safety risks so far as
reasonably practicable and consulting with others in doing so.

raising health and safety matters with your manager or health and safety
representative (or contact as appropriate).

ensuring that all health and safety incidents, injuries, near misses are immediately
reported through the HR Kiosk.

ensuring that significant hazards and risks or critical incidents are draw(@o the
immediate attention of your Manager.

Be able to obtain (and maintain)
the required level. =N
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Position Description

Position Title Team Administrator

Reports to Manager, Organisational Capability
Group Services Group

Location Wellington

About the Ministry

: The Ministry of Foreign Affairs and Trade works to make New Zealanygis”\@g
( overseas and contributes directly to the security and well-being of-allNe (Zealanders.

Our purpose is to create the international conditions and/(;eﬁg ctio
. & fj//ﬁ
and New Zealanders to thrive.

Our work:
Leadership
s amplifies New Zealand’ilnﬂﬁ%bg an
Prosperity /;:}
ey x“"/-\
s delivers impreved prosp
PRI

x’f/

. SN NN " .
Gg'/g\(e};s ecurity and resilience to our country, our people, and our region.

“““Nature and Scope

The role of the Human Resources Group (HRG) is to ensure that the Ministry has the
people and culture to deliver on the Government’s priorities. HR provides high-level
strategic and operational advice and support to the Chief Executive Officer, the Senior
Leadership Team, and Level 3 and 4 managers to ensure that effective HR strategies are
developed and integrated into all business strategies and plans. This will help to build a
high performing Ministry.

HR is also responsible for the design and delivery of a range of Ministry-wide HR policies,
operational HR processes, and systems aimed at providing managers with access to the

best possible advice, support, and systems to motivate, develop and manage their
people,
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Job Purpose

Team Administrators provide a variety of general and specialised administrative support
services to the Organisational Capability team including Payroll administration support.
This role will on occasion be required to undertake work for other teams depending on
workload demands.

Relationships

The position is required to build and maintain the following relationships:

Internal (within MFAT)
2 Divisional Managers within the Services and HR Group
s Ministry staff within Groups

= Executive Assistants and other Team AdminisEgg\t’
<a
External (outside MFAT) ‘

s Government departments/agengj St
o MFAT travel provider

Business sector

“office systems, resources and equipment and supports the Group work
programmes

s Support to the HR Group includes but is not limited to:

—~ scheduling appointments

~  timesheet records

—~  internal mail

— clearing joint mail boxes.

Coordinate the collation and dissemination of management reports.

o

¢ Arrange and organise functions, meetings, presentations and workshops including
room set up, catering and associated documents as appropriate.

Support official MFAT publications, particularly in relation to HR.
s Support the intranet for HR Group.
o Develop and maintain effective team administration networks across the Ministry.

= Provide back up and assistance across the Ministry Groups as required.
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s Take minutes and ensure the allocation of action points for governance
committees.

Travel Coordination

e Liaise with the Ministry’s travel provider to arrange all domestic and international
flights and accommodation within Ministry travel policies and procedures.

s Arrange passport issue and visas as appropriate,

) Support travel reconciliation processes.

Payroll Administration . /5/”

s Prepare and process data related to payment of salaries, al!owaaffe5f :

-~
deductions for new, permanent, temporary, and casual staff/n,‘ h E
including processing final pays; payroll changes and mar)ua] payrpents ensu“
necessary documentation is maintained to provide~ e :

ood usmg approved procurement channels and providers and as specified
nd approved by managers.

Coordinate equipment dispatch as needed

Check and deliver receipted goods as needed, and reconcile with invoices.

s Assist with forecasting and budgeting processes.
s Maintain the Procurement contracts database for all contracts.
s Assist with the management and reconciliation of credit and taxi cards.

&

Liaise with suppliers to provide advertising services.

Group Responsibilities

s Participate in continual service improvement initiatives across the group.
Drive process improvement as it relates to administrative process.
2 Support and assist Managers to meet all their organisational/group responsibilities

that relate to administration.
= Coordinate response to key external compliance processes.

& Manage small projects from time to time as required.



Organisational Responsibilities

2

“_~~/You are responsible for:

o

W

Knowledge M
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Maintain key documents including staff contact details, security clearances.

Assist in the recruitment and induction processes for both staff and contractors
within the Groups and across the Ministry.

Monitor the Ministry recruitment systems to ensure that it is being managed
appropriately.

Co-ordination of policy review processes.

Coordinate all responses to OIA, Parliamentary Questions {PQs) and Ministerial
requests for the team and ensure that the Group meets their deadlmes

Using the Ministry’s ga/abxist‘;z;nd Lead
in opportunities ffor*i“ ar@sn§§nd de/eo me
and mentormg

<

ag gem ent

taking reasonable care of your own and other’s health and safety and being mindful
of the effect of your actions (or lack of action) on the health and safety of others

complying with reasonable Ministry instructions to ensure the Ministry is able to
comply with the Health and Safety at Work Act 2015

cooperating with health and safety policies and procedures

identifying and reporting hazards, injuries, iliness and incidents (including near
misses) that arise from your work or in the workplace

identifying and eliminating or mitigating health and safety risks so far as
reasonably practicable and consuiting with others in doing so

raising health and safety matters with your manager or health and safety
representative (or contact as appropriate)

ensuring that all health and safety incidents, injuries, near misses are immediately
reported through the HR Kiosk

2

L
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ensuring that significant hazards and risks or critical incidents are drawn to the
immediate attention of your Manager.

Qualifications, Skills, Knowledge and Experience

<

&

w

(3

L3

You must have the following qualifications, skills and experience:

A good understanding of financial management and good numeracy skills
Ability to contribute to and work within a team

Ability to build and maintain effective relationships with a range of people

Well-developed planning and organisational skills, including abmty to-~

prf/i’tlse
tasks effectively and work under pressure o

Minimum of two to three years’ experience in an admmlstnattve
qualification < ‘

Commitment to céntmu /rr}'xproxe’r;fé ,,

problems;n athinkmyreatlv

aigillty to improve own capability. Includes self-
men't focus

{j\fbu must also:

Hold New Zealand citizenship

Be able to obtain and maintain an appropriate New Zealand Government Security
clearance
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Position Description

Position Title Team Administrator

Reports to The Team Administrator role will report to one of the
following Divisional Managers:

Manager, HR Business Partners
Manager, People Capability

Manager, Strategy and Coordination

Group Services Group

Location Wellington

About the Ministry

delivers solutions to global challenges, for the benefit of present and future
generations;

Stability

s delivers security and resilience to our country, our people, and our region.

Our values are professionalism, leadership, respect, collaboration and innovation.

Nature and Scope

The role of the Human Resources Group (HRG) is to ensure that the Ministry has the
people and culture to deliver on the Government'’s priorities. HR provides high-ifevel
strategic and operational advice and support to the Chief Executive Officer, the Senior
Leadership Team, and Level 3 and 4 managers to ensure that effective HR strategies are
developed and integrated into all business strategies and plans. This will help to build a
high performing Ministry.
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HR is also responsible for the design and delivery of a range of Ministry-wide HR policies,
operational HR processes, and systems aimed at providing managers with access to the
best possible advice, support, and systems to motivate, develop and manage their
people.

Jab Purpose

Team Administrators provide a variety of general and specialised administrative support
services to their allocated team(s) within HR Group and will on occasion be required to
undertake work for other teams depending on workload demands.

Relationships
The position is required to build and maintain the foliowing relatiorishi
P
Internal (within MFAT) ’
Divisional Managers within the Services and HR Gr :
s Ministry staff within Groups

= Executive Assistants and other Team

s
Busir}esfs&é/éﬁfc

S

/M?:” ' gS/ fthe Diplom

%“\v,\:jAdministrative support

¢ Provide administrative support to enable the smooth operation and maintenance of
office systems, resources and equipment and supports the Group work
programmes

W

Support to the HR Group includes but is not limited to:

- scheduling appointments

- timesheet records

- internal mail

— clearing joint mail boxes

- Coordinate the collation and dissemination of management reports,

= Arrange and organise functions, meetings, presentations and workshops including
room set up, catering and associated documents as appropriate

) Support official MFAT publications, particularly in relation to HR.
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s Support the intranet for HR Group

° Develop and maintain effective team administration networks across the Ministry
> Provide back up and assistance across the Ministry Groups as required
0 Take minutes and ensure the allocation of action points for governance committees

Travel Coordination

2 Liaise with the Ministry’'s travel provider to arrange all domestic and international
flights and accommodation within Ministry travel policies and procedures

o

Arrange passport issue and visas as appropriate

o Support travel reconciliation processes

Financial and Procurement Administration

@

Ril

t/ﬁ/p chfjas need

o

Check and dehverjé‘j;g‘tga goods’/ﬁ; ne‘eded, and reconcile with invoices

$)
Drive process improvement as it relates to administrative process

Support and assist Managers to meet all their organisational/group responsibilities
that relate to administration

@

Coordinate response to key external compliance processes

@

Manage smal! projects from time to time as required

o

Maintain key documents including staff contact details, security clearances

Assist in the recruitment and induction processes for both staff and contractors
within the Groups and across the Ministry

@

Monitor the Ministry recruitment systems to ensure that it is being managed
appropriately

o

Coordination of policy review processes

o

Coordinate all responses to OIA, Parliamentary Questions (PQs) and Ministerial
requests for the team and ensure that the Group meets their deadlines
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Organisational Responsibilities

a Understand the Ministry’s strategic priorities and high-level outcomes framework
and how this role contributes to the framework

s Understand tikanga and Treaty of Waitangi principles, and have sufficient
appreciation of Te Reo Maori to be able to apply the Ministry M&ori dimension,
underpinned by Ministry values, in a way that is relevant to the context of our
business

o Contribute to Ministry-wide projects, consular and emergency response situations

° Using the Ministry’s Capability and Leadership Frameworks, identify. andyart;c:pate
in opportunities for learning and development, including through reg/” €0
and mentoring

Knowledge Management

7
» Contrnbute to the contmuous development of theMmyst

internal stakeholders

Health and safety
r»v—-»\ Jf o,
The Ministry is committed to p}vrdlngga safe apéﬁea{‘ch
staff, including contractors/) the”?workers"" ot

You are responsib!(fb ,/»», A

, 2N
a taking reé/cnabfe carey(“o wn and other’s health and safety and being mindful
ﬁﬂ:f ﬁ‘ec tof your act'f' //orxfack of actlon) on the health and safety of others

g [dentn‘ymg and eliminating or mitigating health and safety risks so far as
reasonably practicable and consulting with others in doing so

5 raising health and safety matters with your manager or health and safety
representative (or contact as appropriate)

(=]

ensuring that all health and safety incidents, injuries, near misses are immediately
reported through the HR Kiosk

2 ensuring that significant hazards and risks or critical incidents are drawn to the
immediate attention of your Manager.

Qualifications, Skills, Knowledge and Experience

You must have the following qualifications, skills and experience:
® A good understanding of financial management and good numeracy skills
» Ability to contribute to and work within a team

s Ability to build and maintain effective relationships with a range of people
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Well-developed planning and organisational skills, including ability to prioritise
tasks effectively and work under pressure

Minimum of two to three years’ experience in an administrative role or relevant
qualification

Expert in Microsoft Office suite, including Outlook, Word and Excel
Sound written and oral communication skills
Strong customer focus

Strong focus on quality and attention to detail

Sound judgement and decision making skills

problems and think of creatwe solutions

Demonstrates the drive and ability to improve gv(/
awareness and self-improvement focus

1ty Inclu

/PE/‘

Demonstrates integrity, discretion an




Meeting paper

AGENDA ITEM @

Resources Committee

Title of paper: Corporate Accounting Unit Review

Meeting date

Status

Action required
Submitted by

Meeting attendee/s

Summary of issue and
purpose of paper

Resource implications
(including cost of proposat)

Consultation
undertaken

Consultation mandatory if
any implications exist for
FIN, AMD, IMD and HRG.

Other relevant internal units
and external stakeholders

POLP-10-103

22 September 2017

New proposal

For noting
Phil Goulin

Tom Roach

has been undertaken to ensuxfé thatxﬂ\e Umt is well placed to
prowde’the Mmlstrfthhfstf églg\ﬁnancraf management and

The affected staff member may not accept reassignment and
therefore the standard surplus staffing process would be
followed.

= Corporate Accounting Unit

Nil

= Consultation has been undertaken with HRG and they advised
the proposed change approach.

= Ni



Page 2 of 7

Recommendations

It is recommended that SLT:

1. Note the findings of Finance Division’s Corporate Accounting Unit YES / NO
review;
2. Note that the proposed new structure is neutral in both FTE and YES / NO

financial terms;

s

3. Note the intended change process including obligation to offer ~ YES/ NO
reassignment -

4. Note that Deputy Secretary Services has delegated vhorrty:to !
implement the changes, including establishment o esntnoﬂs,
disestablishment of positions {vacant and oc/gpxe )ﬁanf\., h
reassignment. <

Agree that FIN report back on the au

PEOP-191-24

CLASSIFICATION
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Report

Introduction

A review of the Corporate Accounting Unit (CAU) within Finance Division has been
undertaken to ensure that the Unit is well placed to provide the Ministry with strategic
financial management and investment advice now and in the future, and continue to
support the Ministry meet its public sector financial management accountability
requirements.

M/
2 The review, undertaken by Ernst and Young (EY), considered the xmpact o”/functxogs\
no longer carried out by the Unit; process improvement opportumtie” 'aﬂ’ﬁ“ th capabi(f{r A
required to meet increasing demands for strategic Fnanc;al memagémentfénd investmentJ/
information and advice. A . AL

3 This paper focuses on the proposed chan/ggs 0|

Current State Assessment: Capability

x*"“\

4 EY reported that ther rdenpﬁed stjgngf:héx it
also key improvement .o fp/porﬁu’ ’rtles invo vmgw;ct;tst mers policy and processes and
capability. With respecttﬂ"ﬁewtfer/foﬁsewed that FIN needed to:

> / ¢ /y —
. Addr/s” the C’ha!lenge\ . ‘g/};eased expectation of changing to partnering and
‘(owd}ﬁgfstrateglc -

port; ] fo[es, with business partnering and strategic advice role requiring
mj%rabte prlor:ty,

~—Future State: Capability

5 The current state assessment identified that a new operating model was required for
CAU and that it should take the opportunity to create a centre of expertise with specialist
skills applied to areas such as capital management and strategic financial management,
and integrated investment advice, specifically increase capability for capital and
investment advice, analysis and support for long term strategy; and to operate as a
strategic business adviser.

6 EY further advised that the lift in capability could be achieved within the existing
establishment of the Unit.

PEQP-191-24
CLASSIFICATION
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Proposed New Structure

7 The current structure and proposed new structure of the CAU is summarised in the
following table:

Unit Manager
Corporate Financial Accountant
Corporate Accountant - Financial
Corporate Management Accountant
Corporate Capital and Asset Accountant

Corporate Strategic Management
Accountant

Corporate Accountant - Management

Roles Impacted {,K {

5 Q & ’
.-y . o 1] o
Two posrtyansij}?’i I be
2N " j/}f

o

8. Col of}:atfe/Ca(rgit;aE?Qd Asset Accountant - the key change is moving the function from
ééapﬁégabéuntgag td;;nvkegtﬁ*ient information and advice. The day-to-day capital budgeting

and>reporting-su ort Wil be picked up by the Group Business Accountants in the Group {“’“
Busig/e} Cand Financial Support Unit (the Positions Descriptions already provide for this) so Sas
that' posts. d divisions have a one-stop shop for all budgeting and financial reporting

ﬁgort,» The capital accounting and fixed asset reporting will be undertaken by the new

;Cg)‘rzﬁorate Accountant position. This position is presently filled by a full time open tenure
~—staff member.

)/»’""’“““

9 Corporate Management Accountant — the role will change significantly as several
responsibilities have been moved to PPPM and other parts of Finance Division. Residual
responsibilities will revert to an accounting support role rather than having lead
responsibilities hence smaller size. This position is presently filled by a full time fixed
term staff member.

Two Roles will be established
10 Corporate Strategic Management Accountant - responsible for providing medium and

long-term investment and financial information to support decision makers and to produce
the Long Term Investment Plan and the financial component of the Four Year Plan;

PEOP-191-24
CLASSIFICATION
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analysis and advice for investment and divestment decisions; capital asset planning; vote
and appropriation management; maintaining output costing and pricing strategies.

11  Corporate Accountant - Management - the role will continue to perform tasks
associated with vote and baseline management, agency services costings, maintaining
financial forecasts etc. but in a support role not lead role. The position will also pick up
responsibilities for capital accounting, reconciliations and fixed asset reporting.

Staff Affected

/3

12 Only the staff member presently in the role of Corporate{C ital /}d Asst
Accountant will be affected as the other position is filled by a f:xedgtérf sk fmember { f’”’} A

Y
S Y

meet the requirements of a new role in a reasonabte\ nb of tlmexhentt/ere is an
obligation to appoint i.e. offer reassignment. bBject t
is that the affected staff member may be abfe*

reasonable amount of tratmrj,é%&
mc{udmg strategic thmkfﬁgﬁ‘
P

are required to offer reassignment to the affected staff member

andfasfthe r/le is smfg?grwfhan their current position provide for their remuneration to be
grand pa;enteﬁjﬁar two years.

Meet with the union and consult on the proposal and outline approach for the
affected staff member.

° Meet with the affected staff member and consult on the proposal.
. If unions and staff member have no concerns then offer reassignment to the
affected staff member.
. If any concerns are raised, address those as appropriate.
PEOP-191-24

CLASSIFICATION
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Annex 1

Corporate Accounting Unit, Services (Existing)

Unit Manager

Corporate Accountant

C
Management orporate Accountant

Unit Manager

Corporate Strategic
Management
Accountant

orporate Accountant Corporate Accountant Corporate Accountant
- Financial - Management Financial

PEOP-191-24
CLASSIFICATION
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Annex 2

Proposed Change Process far CAU

Develop:
1. Proposed changes and structure
2. Proposzl cover note for SLT RC

SLT RC: 19 September 2017
SLT OMC: 21 September 2017

TL w

g S ) Yes Re-assess proposal and
( Lhanges to proposal after consultation prop

approach to change

No i
DS SRV oral update to SLT

Offer Reassignment

.
\/
,
Update Staff on Outcome of Review
.,
PEOP-191-24

CLASSIFICATION
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Introduction

1. The purpose of this document is to set out the decisions made on the proposed
restructuring of the Asia Pacific Regional Integration Division (APD).

2. The feedback received has been highly constructive and has contributed to ensuring
we have confidence in the structure to be implemented and the way in which position
responsibilities are defined.

3. The feedback will also be helpful in ensuring, as the Ministry moves to to implement
a refreshed strategic framework from 1 July 2018, that achievement agi{sg the

strategic goal to "Embed New Zealand as an active and integral partner
Asia-Pacific regional stability and economic integration” is able to be ma

T N A
4. We would llike to thank everyone for their contribution to/thig Teview;.both in relation— /

*,
3

building A
/;, “f;““ o e

H
A

to the discussions that took place before a formal restructdring proposal was put~ >

forward and for the feedback on the specific proposals
been of high quality, thoughtful and valuable. /;f

Background

5. Following discussions intem@H@ighih\’Ehe"APEG%J{E?;@Q‘

RPN

Pacific Regional Integration’ Division) and wit

and Asia Group in the-lat{ef-part-o|
APEC and non-APEC aspect

'0se ‘eontributic

ve

SN
mme (primarily the Asia

& Deputy Secretary for the Americas

art-of 20;/7\§~p£§ﬁgw“best to ensure that both the
s-of APD!s clrrent'work load are able to be led and

A . 1 o V}V
progressed gffe?:{;ijfew:y:;ajsfprepgga%t@ékToﬁ/New Zealand’s hosting of APEC in 2021
ramp up,@ formal proposal to restrictiré APD into two Divisions was communicated

to impactec

R

4

% :»i@ﬁg}mé
\"z V):réfA k a

s

riary 2018.

§fajf3in the AREC21*Programme and the Americas and Asia Group on 16
ruary 2018, S

tfoq»ﬁ\tb“pyf‘“tt}g;pfbposal under consultation was communicated to all staff via
p;if;ZQ‘*Féw}

Y eédback was received from five individuals and one group of staff. The following
.7/ table summarises the key themes contained in the feedback and the response to that
feedback.

8. Insummary all the feedback is supportive of restructuring APD, with a number of
suggestions about the role, vision, structure and quantum of resource for the Asia
Regional Division and a request that the restructuring occur earlier than 1 July 2018.

Split APD into
two teams

» All feedback was supportive of the
split.

Timing

* Restructure needs to occur as
soon as possible, rather than on,
even if that means temporary
acting arrangements for

Agree. Restructure will be
implemented on xx April.




leadership positions while
recruitment is undertaken.

Spread of level of
policy staff in the
APEC Policy
Division

APD has always had a PO1
position for APEC which is useful
way of ensuring a pipeline of
talent into APEC work at various
policy officer levels. This should
continue for the APEC Policy
Division.

Agree that talent pipeline into APEC
work is very important.

APD’s formal establishment is 3 SPOs,
4 PO2s, 1 PO1, although it has tended
to have one of the PO2 roles filled by
a PO1 —there are two PO] staff in the
Division currently. A& /:/
APEC Policy Dmsm/ﬁe,, K
establlshmgfﬂ/yﬁl

Role of Asia
Regional Division

Should have a clear purpose and
vision. Suggestions of coverage of
that vision included:
- Being a centre of excellence
on Asia Pacific régiona} Ssges
- ImplementmgNZ’sg@Bctwes
Fe

are 2
A~ @aymg,ﬂ?ey role mfstr‘E ategic
S fasﬁfessmen}sarfd/f O
15 ” :

elatlonshlp with Asia;

Leading Asia-wide regional

issues;

Focusing fully on the

challenges and opportunities

presented by the region and
driving for action.

- Driving (and being a client of)
reporting from psts on
regional issues, including
bringing greater structure into
that.

Division needs to be involved in

regional economic architecture

and integration issues, including
those aspects of the ASEAN

Mission’s work (proposal implies

division will do regional political

and security only).

/’ w:th D /A{G sﬂexpectatnons ofthe

z}as:dh -t as”needs to be%onssstent

(ncludmg across AAG more broadly)
on these points.

Agree that Asia Regional Division has
a role in respect of regional trade and
economic issues {other than APEC).
The description of the split of APD in
the consultation document did give
the impression that this would not be
the case, so the wording has been
changed in the final decisions.
(Whether the Division’s role is
different from what is currently
undertaking by APD is a matter for
discussion with DS AAG as part of the
setting of the Division’s purpose and
vision.)

e/‘re:ynewed by thel”_,

Asia Regional

The Division is not staffed with

The proposed restructuring

@?
.




Division
Resourcing

sufficient desk policy officers to
discharge its likely responsibilities
effectively, particularly in light of
the new Asia Pacific strategic goal.
The division requires a dedicated
Team Adminstratar,

represents a 25% increase in policy
resource applied to Asia regional
issues, deliberately targeted at a Lead
Adviser level to provide the necessary
strategic thinking and policy
leadership, including in light of the
new Asia Pacific strategic goal. DS
AAG {in his role sas SRO for the
strategic goal} is consxde/yg ona
Ministry-wide basis wit at/g@sourcmg
required to ach@/e/t i

Work distribution
in Asia Regional
Division

The addition of FEALAC an «
ASEAN responsubxht:es tc the Agia
Regional Divi
need t a§§

=,

{s to/t{}e*c:urr /r)t,
iesof A B’ desk/pohcy

¢ po!icy@\ffjgefs responsnblhtles

gna ok ). _consequence of this restructuring will
to ’(@L&dk{i\n@’& wdtﬂsél' <™]>~" be minor. (That this was not

thaugh changes that are a direct

specifically referenced in the
consultation document was an
inadvertent oversight, for which we
apologise.)

Any changes in duties will be
considered by the Divisional Manager
in consutation with staff.

«Aﬂa»Regaona%
“st’ sion”

b1

Concern about the ability of a .

Divisional Manager/Lead Adviser

combination to lead the division | =

appropriately, given:

- the amount of Divisional
Manager travel;

- the possible need for both to
travel at the same time;

- the Lead Adviser’s focus on ®
policy and strategic
leadership;

- desk policy staff reporting to
the Divisional Manager;

- desk policy staff, especially at
PO1 level, requiring
appropriate guidance and o
support.

Consequential suggestion of

The thoughtful feedback is
acknowledged and appreciated.

On balance, however, it remains the
view that a Divisional Manager and
Lead Adviser combination is
appropriate at this time, given the
particular need for strategic and
policy leadership in the Division.
The Divisional Manager will have 5
direct reports in total which is a
manageable fevel and, together with
policy leadership support from the
Lead Adviser, should be able to
ensure appropriate guidance and
support, including to the PO1.

The Lead Adviser will be Acting
Divisional Manager when the
Divisional Manager is travelling. if




having a Unit Manager.

both are absent, DS AAG will appoint
an appropriate alternative Acting DM
{which may on occasion come from
within the wider AAG team).

ASEAN Mission -
APEC Policy
Division
Relationship

@ An effective Asia Regional Division

~ APEC Policy Division relationship
needs to extend to an effective
relationship between APEC Policy
Division and the ASEAN Mission in
Jakarta.

Agree. DS AAG and DS APEC21 will
pick this up as part of agreeing
processes for managing inter-
relationships.

ASEAN Mission
Jakarta

» The ASEAN Mission should have

an identity that allows it to be
more clearly distinguished from

the Jakarta bilateral mission (eg

their own identifier acronym
rather than also using JA}; s

FIN proposalt erg

and JAK’s dget mto a smg
centre. {§ ince avertake}y
eve t&~}~ f”/

These nssue§/re out/de/tﬁz scope ¢ ofp A
thus cef cturmg% Tﬁey can be pick%d

a‘:;gdmgéf'rss Given PECCis an

" APEC, having the APEC Senior

\ dmportant track 2 partner for

%f

Official as the NZ representative
would provide a closer connection
hetween the two areas of work.

This is outside the scope of this
restructuring. It is, however, an idea
worth exploring further, particularly
in the context of considering the
respective roles of the APEC21
Programme and the Trade and
Economic Group.

%AS Senior
Official - level

s Should our EAS Senior Official be a

more senior role, given other
countries’ are tier 1 or 2 and the
EAS events provide opportunities
for straiegic engagement with
those officials on a wide range of
issues.

The thoughtful feedback is
acknowledged and appreciated.

On balance, however, it is the view
that having our EAS Senior Official at
tier 3, with attendance by DS AAG or
the CEQ where there is value in that,
has served us weil.

Final Decision

9. The final decisions are to:

(a) Split the Asia Pacific Regional Division (APD) into two teams.




(b) Create an Asia Regional Division to handle the non-APEC aspects of APD’s current
work (e.g. ASEAN, East Asia Summit, South China Sea).

(c) Locate the Asia Regional Division (including ASEAN Mission Jakarta) in the
Americas and Asia Group (AAG).

(d) Create an APEC Policy Division (within the APEC21 Programme) to handle the
APEC aspects of APD’s current work,

(e) Disestablish:
i, Divisional Manager, Asia Pacific Regional Integration Division (band 22)
ii. Unit Manager, Asia Pacific Regional Integration Division (band/‘!/

(f) Estabhsh
ii.  Unit Manager, APEC Policy Division (band 20)/“;

fii.  Divisional Manager, Asia Regional Dmston@andﬁ?é
iv.  Lead Adviser, Asia Regional Division (p,and 193

(i) Move those aspegrsiqf S s work programme that relate to
the ASEAN coll ecj:@é to'the Asgaﬁewaifbnv151on

/’ | “
10. Attached as(A/p ﬁx A is the appro,ed organisation chart as a result of these final
dEClSIOhS o ~
/“’”

11 Th,ef”lmsmﬁalb"rﬁanager APD is formally affected by this restructuring and will be
/re_g;ew ,‘med’ into the role of Divisional Manager, Asia Regional Division. The Unit
/Ma{agE? APD is formally affected by this restructuring and will be reconfirmed into
Cthe-role of Unit Manager, APEC Policy Division. Both staff have been provided wth
formal letters advising them of this in conjunction with the release of this decision
document,

12. Nine staff (current APD policy staff and the HOM ASEAN) have changes in reporting
line as a result of these decisions. The reconfirmation of these staff in their current
roles will be formally confirmed in writing to them.

13. 5everal staff have minor changes in their job responsibilities or team within which it
sits is moving into the Americas and Asia Group. These staff will receive a copy of
this decision document. Changes in their responsibilities will be reflected as
appropriate in their Performance and Development Plans - this will be discussed with
them by their manager.

Implementation Date and Next Steps

14.The structural changes that resuit from these final decisions will be implemented on
30 April 2018,




15. The recruitment process for the vacant leadership roles will commence immediately.
If those proceses are not completed by 30 April, appraopriate acting arrangements
will be put in place.

16.The change in responsibilities for ASEM will tke palce on 29 Octaber 2018. Any
change to this will be determined by DS AAG.

Employee Assistance Programme Support

17.Employee Assistance Programme support is available to you 24 hours ad/ay; During
normal business hours Monday to Friday the contact number is o After /
hours, the contact number is <




Annex A

Future State APEC21

Deputy Secretary
APEC21

i 1

Divisional Manzger fRext of
APEC APEC21
Policy Divisinn ]

R

{Unit Manager APEC
Palicy Divisicn

[

Semar Polity
Gfficar

Palicy Officer 2

Policy Officer 2

LT [ 1
A :Diviconal N IDivisional Manager Drvizional Manager Print:pal Advisar Group 3usinpss
,,%' ?r\‘m ) " AMER Regicnat Division KManager
Poas
e I
LA I ] I 1
J 7 nsern Lead Advisar Sersar Pohoy Officer Senior Palicy Officer Pobry Officer 1
HOM
JAK ASEAN Team
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Introduction

1.

5,

Jonathan Kings

Background (. "/
PO

.,‘i y

The purpose of this document is to set out the decisions made on the proposed
merger of DSE, DBI and PAM following feedback from staff.

The feedback received has been highly constructive and has contributed to
ensuring we have confidence in the confirmed structure to be implemented and
the way in which position responsibilities are defined.

We would like to take this opportunity to thank everyone for their contribution to
this review which was of a high quality, thoughtful and valuable feedbacic»/o
<%

-on the
proposal as set out in the consultation document. AN\

exception of some name changes, and the repor‘cing/ﬁggﬁf@j the};eéﬁ Adyiser 1,

The proposai outlined in the Decision Document has been ¢ y{if{%eggw}tﬁ the/\ Y

Results & Planning which will now report to the Dw@ﬁa Manager DCL. |
TN Y s -

e 1 / ~> -
The pgppjga!éwas seeki

ki continue the work that started with the Capability
’ /j}e\n@»ﬁw 2015 when DS

, )V S Waﬁ%a/DBI were created. These business units were
i:jg?f‘at’éd by{b{i’ﬁgéigg/tpg“e%her support and policy functions, project activities and
~oversight éziriif{:gf};}gg@AM), and as a vehicle to support the upcoming Business
e-approach.

To position ourselves to meet future needs using the four functions

b. Improve role clarity within teams and provide clear hand-off points by
creating centres of excellence

c. Strengthen the capability and capacity of teams to deliver value in the new
way of working

d. Ensure an appropriate span of control for managers

e. Enable workforce flexibility to engage the right people, on the right

priorities, at the right time

The proposal for the merger of DSE, DBI and PAM was communicated to impacted

groups on the 20" of March 2018. This was followed by wider communication to
all staff via Te Aka for consideration within their Groups.
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Feedback

8. A number of staff and groups took the opportunity to provide feedback on the
proposals. The following table summarises the key themes contained in the
feedback and the response to that feedback,

9. In summary, the majority of feedback was supportive of the direction and
substance of the proposals. The summarised feedback is below:

Strategy and
Planning
function

S /prqpéed structure

The current Strategy and Planning
role no longer exists in the new

Insights team, and there is concern
about who will carry out these
functions in the new structure:’

An option was ralsed to ave

move to twﬁevekopment Policy "
and Effe;@ye@eés team, S

S Y agi
NN ;/ /{;}xvf}}

> t;::?f

SA qt;bst&anfwas raise

[ c«fUre seeks to
stfrengtheg/@t 4YP level and Activity

Jeye} re_fstrategy, planmng,
b

strategy and plaﬂmng funetion <
0.

The pfaﬁnmgro el o
rerpo’ve, ﬁ:em the curpent: structurre e
wwth res /poﬁsabshtn&sfor ‘fsggfformmg
¢ gs}fupe ion spiit across multiple

04 S ln the-fie¢

0 rurz/ture The
Id\be performed by:

-,fT mmﬁemor Data &
epoa‘tmij Analyst, providing
neﬁodxng and data analytics to
”’Support programme staff
undertake bilateral, regional,
mulitilateral, and humanitarian
planning
* The new Business Practice roles,
maintaining the planning
architecture and framework,
and facilitating managers to
regularly refresh content within
their strategies and plans

s The existing Lead Adviser
Planning & Results, supporting
PDG to engage with the
Ministry’s broader pianning and
reporting cycle, and working
with FIN to support the
Ministry’s budget bid and
estimates reporting.

Naming

conventions

The proposed name of the new
division and units within it do not
reffect their purpose.

Agreed. Change the Division and
Unit names as suggested to better
align with the functions:

» Development Capability &
Insights Division (DCI)

« Insights, Monitoring &
Evaluation Unit (IME)

o Business Practice & Capability
Unit (BPC)
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e Development Systems &
Projects Unit (DSP)

Reporting
lines

A suggestion has been made to
change the reporting line of the
Lead Advisor P&R and having them
report directly to the Division
Manager.

% assx Jned to the UM n:

Agreed,

The wider Ministry has adopted
reporting lines where Lead Advisers
report directly to Division
Managers.

This provides the opportumt for
the DM to have accessﬁ@
resource which canbe argete” at
specific proble afan5CFO the (|
breadth o e new y'formed te{m
This mray. asé‘aﬂevfate the”i‘s ue
 the nﬁfmber‘/jof‘fdlrect ref \rtg \, j}/
'ghts\/
Tl Eva(uattpw

or‘m
) wﬂ!/cha/na,,

‘ R
“lthe e Lead. Adv%sgr P&R to report
p dnrect

‘Ihe*sstatﬁs of this role, currently

Iy, to-the DM.

rxed Term, will become permanent

}'as at 30 June and advertised

accordingly.

g
Busmess

x_a/ages to business processes.
/ Currentiy there is a DO role

fulfilling this function.

Noted,

There is an expectation that this
function will be funded through
projects in the future as required
{(i.e. will be the responsibility of
future projects to account for this
in their budgets as required).

The Business Practice & Capability
Adviser role within the Business
Practice & Capability unit will play a
role in managing business process
changes.

Insights,
Monitoring
and
Evaluation
Unit

There is concern that the
combination of Planning & Results
and Evaluation & Research will
reduce the independence of the
Evaluation team. This is likely to
be raised as an issue with the DAC
review planned for May.

Noted, however this can be
managed through following good
procedure.

Concern has been raised that not
enough thinking has been done
about how a combined ER and DFR
team will function in the future.

Noted.

There are sufficient indicators that
this is the correct direction of
travel, and the expectation is that
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how all units within the division
function effectively in the future is
an ongoing BAU activity.

There is a suggestion that the
current level of ER resourcing is
insufficient to meet current demand
for ER services and with the
expected increase to fulfil the
objectives of the BCA, and the
“Evaluation Expansion” signalled by
the CE, the ER team will need to
increase by at least 2 FTE.

This is aligned to the suggestion
that the DM Pacific Research be
role be re-aligned back into the
team.

Once the new unit is establishe A
there will need to be work: dc to.-
ensure an appropriate career )
progression pathffi?n place’”

Noted.

Increasing the FTE count within the
overall divisions is outside the
scope of this review.

This should be managed asia BAU
activity once the char}ge/arﬁ
imbedded. S

It is highly hk/l“yx

have accessito Crown-funding to \

augﬁgﬂt ER‘work/i’n the fﬁ‘cures }

currerftlyfcar\ri{d/b
DPR" cogrt/:pe ransf

Some t;:ansacﬁﬁana j{mct
d

€E

‘Increasmg the scope of work

carried out by teams outside PDG is
not part of the scope of this review.
This should be managed as a BAU
activity once the change is
imbedded.

e O

\ preposed outcome suggested
tﬁﬁﬁ the Legal team report directly
‘into the office of the PDG DS.

This suggestion can be considered
as and when the subject of the
legal team’s location is determined
as part of the ongoing PDG
functional design,

It was noted we received numerous
comments for customer groups
stating the service they receive
from, and access they have to, the
Legal team is of a very high calibre.

Policy Unit

Recommendation to transfer to
Development Policy and
Effectiveness Unit in to the Office of
the PDG DS.

This suggestion can be considered
as and when the subject of the
legal team’s location is determined
as part of the ongoing PDG
functional design.

Recommendation to retain the
Development Policy and
Effectiveness unit in the new DCI
division,

The Development Policy function is
intended to move into the strategic
policy space and away from
business practice, frameworks and
operational policy, which will be the
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responsibility of the Busmess
Practice & Capability Unit.

This is a central design principle. It
distinguishes between the why and
what questions which are typically
(strategic) policy and programming
functions, and the how, who and
when questions which are
operational functions (operational
policy, process design, aﬁjd/
business practice). . “A

It also enabl esxﬁé \\;yw

strengthe erFarmanje in both”of

thesr/d as which is critic ’to>
ileand

engagét@ encure»%hat strategic
pehcy pr?m\p}és are understood

C xcxés and business practice.

J:iowever process and business
“'practice design decisions would

reside with the Business Practice
and Capability Unit.

The future proposal should provide
the unit with additional capacity to
address these issues.

jestion has been raised about
whether this unit would take on
responsibility for other NZ Aid
systems, in particular the
scholarships system (SAM),

Noted.

The new Development Systems &
Projects unit would have
responsibility for enhancing and
malntaining PDG's technology
investments and ensuring the SAAS
benefits of Enquire are realised by
the business. The ongoing Enquire
support function is not dissimilar to
the ongoing support functions
needed to maintain SAM.

It would make sense from an
accountability and resource
efficiency perspective to have the
support function for all NZ Aid
systems, and any future system
development work, located in one
business unit. This will be
developed into a design principle as
we move forward.
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A question was raised about the
split of functional responsibilities
for managing PDG’s business
intelligence and reporting toois.

~|Evalu

The technical, system administrator
support, and database
management support, is the
responsibility of the Development
Systems & Projects Unit.

Assessing, manipulating and
validating that data to support
business practice is the
responsibility of the Data Analysts
in the Insights, Monltgfﬁ@;&
Evaluation Unit, A
Specifying an(d/tfésignmgj
system-g r‘ated rep;arts is the ™
respoas’ {lity-of the Data A‘nalysf:s“
in tfhg;lfgs;gﬁtyMomton

Business
Practice (ex-
Quality
Assurance)

Concern has been raised aboﬁ/
whether the team is suﬁf{cient
resourced to manage the\ ) “
governance pro;esaWIth\tbe/ﬁYP -
Boards, and take ‘onthe additionaty
responsﬁfnlrtx e;cf\tﬁe Stra;egy\amiﬁ
Piymsﬁél\r V2 N

)gpv%jmt
%, j} -
th”ed :/;x )
The Busj ness ractice function is
cr;fgfcaktgmg success of the
Busmesg Case Approach and our
;gxg)wéy of working, There is
-overwhelming support for the

“function as designed, with

guestions raised regarding the
ability to support across PDG, at
[east initially while the practitioners
in other teams are coming up to
speed.

ti:ucture does not allow for a

ﬂiChange Manager to manage change

across PDG (the new structure has
a Change Manager (FT) for system
changes only). This is seen as
critical in a division with a mandate
for continuous improvement.

A suggestion has been made to
include this as a function of the
BPC unit however that will apply
further pressure on this team (as
discussed previously).

It is agreed this function is a critical
part of the new division’s mandate,
and the expectation is that the
division collectively will take
ownership of that function (i.e. the
role of the organisational change
manager will be assigned to
existing resources depending on
the situation. This can be

reassessed after a period of time.
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Other Feedback

10. In addition to providing feedback on the actual proposal outlined in the
consultation document, some staff also provided views on other improvements that
could be made moving forward. Primarily these were related to additional
functions that could be added to the proposed new division, or functions that could
be moved to other areas within MFAT. Increasing overall FTE within the division or
impacting other business units outside of PDG was out of scope of this review,
however the information and views provided will be extremely useful, and will be
considered as we move forward.

( Final Decnsnons
11,

12.
decisions.

13. Attached as Annex B a
the Lead Adviser Plann
gfx/’

é } S
Post lmpleptenta\tien rey:, W
14, In/}me w’f g-;st pract;c"n ,ntahded that the new Divi s:onal Manager will assess

Next Steps
16. The following positions will be disestablished:

a. Divisional Manager, Development Business Improvement
Divisional Manager, Development Strategy & Effectiveness (vacant)
Unit Manager, Planning & Resuits (vacant)
Planning and Strategies Adviser, Planning & Results Unit (vacant)
Development Manager Development Practice (vacant)

oD a0 o

17.  The Unit Manager Evaluation & Research will transfer into the role of Unit Manager,
Insights, Monitoring and Evaluation.
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18. The following changes in reporting lines will be confirmed.
a. Reporting to the Divisional Manager DCI:
i. The Unit Manager Development & Effectiveness
ii. The Senior Lawyer
iii. The Lead Adviser Planning & Resuits
iv. The Unit Manager, Development Systems & Projects
b. Reporting to the Unit Manager Insights, Monitoring & Evaluation:
i. The Senior Adviser Evaluation & Research
ii. The Adviser Evaluation & Research
jii. The Knowledge Adviser
iv. The Adviser Planning & Resuits
v. The Data & Analytics Adviser !
Cc. Reporting to the Unit Manager Busmess Practice & Cap/"

19.
Recruitment of the follownjgﬁqewg‘posvhonsgwm co”xfi v
a. Divisional Manfa;é’r;’”Development/Cap b%ﬁ '
b. Unit Mana e{ inegs Practice & C gabtwfy
c. Senior Bfmessﬁ’factlce/Ad?T;eF“

d. usﬁess ?rai:f ice Agvisg:» w}f -

20,

pe r; ,efé’the new Divisional Manager role will be advertised immediately, and
\ Hér'new roles will be advertised by the 7'" of May. Position Descriptions will
aﬁ?allable as part of the recruitment process.

22. We recognise that this is a challenging time for people potentially impacted by
change and for their colleagues. The Ministry is committed to supporting staff
through the change process. Employee Assistance Programme (EAP) support is
available to you 24 hours a day. During normal business hours Monday to Friday
the contact number is . After hours, the contact number is
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ANNEX A: APPROVED ORGANISATION CHART

Um 5 L)
Cevelopment

Systems &

Projects

Capability &
Buslness
Practice Senlar
Advizer

o Adviser -
nclusiveness

P
:??0! Data &k
Aaslytics
Adviset

DO Business

't Business
Protess

7 Anelyst

Analylkes
Advlser

5 Change

Adviser L&D Manzper [FT)

Senior
Applkation
Suppert

; [planned
transition o
IMD after po
fve)

Administrator
Online Tools p



ANNEX B: FUNCTIONAL DESCRIPTIONS

Development Policy & Effectiveness Unit

Frameworks, policy and reporting
» Development policy architecture
» Development Policy including Policy coherence for development
» Policy framework for Sustainable Development and 2030 Agenda
+ Strategic Framework (20 year strategies)
« Development cooperation quality and standards
Capability
= Improve capability in core development cooperation policy and N
= Provide briefings and ministerials on Development policy
Key Relationships
PDLT and SPC
NZ Ministers and Government agencies
OECD-DAC
DEVNET
« NZADDs
Trusted Adviser ¢ T
» Sector Leadership in development effectiveness an
cutting issues, gender and hufnan, rights~”
« Represent NZ's develo Q0p¢
« Inclusiveness,

Framey \policy and reg
P jain Hin-contract templates”
' ¢ “Maintain a Legal.fr mework and engagement structure
Pfocurement.préeess to obtain external legal advice

.,

/{f-/ fﬂdﬁg;ab'éygiiity in the preparation and negotiation of legal contracts, risk mitigation,
5 "~ and commercial acumen
» Enhance people and capability through training sessions and education
/ « Review business practices and procedures to identify improvements
Key Relationships
« SED
¢ PAC Branch
» PHM

GLO
CcLu

Trusted Adviser

« Provides legal, commercial and policy advice on a wide range of issues relevant to
PDG, which includes an appraisal function to support developing designs and options

» Provides a risk management function to assist PDG with assessing the appropriate
scale of risk and impact to MFAT and partners, and suitable mitigants

« Takes a lead role in partnering with PDG programme teams on drafting and finalising
complex and bespoke legal agreements and managing issues that arise during the
course of the contract

¢ Provision of post-contract advice
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» Transactional shaping of the deal in consultation with sector leads
» Provide early advice on appropriate grant or contracting approaches
» Provide a professional and independent sounding board to PDG teams

Business Practice and Capability Unit

Frameworks, policy and reporting
* Programme and Activity Governance Systems and Advisory support

PDG Capability model

L&D framework programme

L&D course content, delivery and evaluations

Business process management

Business process change framework

~
5

Management of Intranet channel content
Capability
« Train the trainer activities
o L&D training materials
Key Relationships
PDLT
Governance Boards
SED
PAC Branch
PHM )
- GDS / o f’if-:
Trusted Adviser >~ _~— /Qi 3

o
« Provide ggﬂéte}aﬁatrﬁwe%/per; sﬁﬁgb’g/f}%g@%verning Board discussion
Provide coltsteral and expert support for 4YP Board discussion
Support f@gﬁﬁﬁﬁcept Pitch anel discussion
W{Ff@iziﬁih fﬁargeted”tgainingsupport and supporting other units in DCI to provide

2 en . >
ecialised trainin

id L] -

%
Iew: ‘kféz;’f;:)olicy and reporting
:f;PE)G Systems strategic planning and benefits management
PBG systems change management framework and approach
”;; « Vendor Relationship and Contract Management
« Budgeting, licences and escrow management
» Management of ongoing PDG systems and integrations maintenance and
enhancements (Patches, Releases, Upgrades, Service Level Agreements)
« System Incident Management
+ Systems configuration and template change management
= Database management and system support for PDG business intelligence and
reporting tools
« Management of ongoing PDG systems enhancements
Capability
» Enabling effective and efficient aid management through programme and activity
lifecycle
= Providing global access to and visibility of data and information to support sound
decision making
Key Relationships
« PDLT
« DCS

INTD-187-624
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SED
PAC Branch
PHM
GDS
IMD
FIN
« External Vendors
Trusted Adviser
* Leadership on PDG system strategic planning and implementation
= Enqguire and other system design, analysis and support
* Enquire and other system business process updates

Insights, Monitoring and Evaluation Unit

Frameworks, policy and reporting

* Manage and deliver the strategic ER programme
* Maintain activity evaluation programme
» Evaluation panel and MER pool, and procurement:

providers

e Advice and support for NZIPR
Frameworks < \
« Evaluation and Research sysgeﬂ%@rchsﬁeegﬁre
* Maintain AMA/ACA master database
« Maintain evaluation & resear ]
« Maintain Transpare%@‘ '1%;);

Policy N o {
I??

« Lead the yel‘phnﬁaﬁbo? PDGmu y?aéiff;f’rategic ER programme based on PDG

Yy tandards, guidance material and templates on AMAs
iijﬁ(s, act;«:zityqu ,L@tibns, and research projects

) eportsand ad hoc report

« OECD evalugtion reporting

,/f—‘,é?? a\ﬁ;éé results insights and commentary on PDG performance to wider MFAT

{,/://““ FOAN . . . M
<+~ Report-against agency level reporting obligations

/ -fjﬁi‘séessing, manipulating and validating data to support business
L} v Specifying and designing new system-generated reports
. Capability
+ Provide ER advice, coaching, feedback and support for program & activity evaluation
& research

« Provide advice, coaching and feedback to staff on problem analysis, intervention
logic, evaluative thinking, monitoring & evaluation frameworks, for 4YPs and
Activity(business case), including approaches to support adaptive management,
evaluation types and approaches, AMAs, ACAs

+ Develop and deliver resources and training modules specific to Insights: problem
analysis, intervention logic, evaluative thinking, monitoring & evaluation for 4YPs
and Activity (business case), Activity Monitoring Assessments (AMAs) and Activity
Completion Assessments (ACAs), activity evaluation and research

+ Develop and deliver resources for strategic evaluation & research

e Develop and deliver resources for external evaluation providers and QA roles, such
as IEAs
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Provide In-Depth Results Support to programme teams (covers Activity design,
monitoring and evaluation support to staff including visit to Post to provide in-person
training & guidance)

Develop & maintain ER QA processes and procedures

Key Relationships

Trusted Adviser

PDLT

SED

PAC Branch

PHM

GDS

Finance; ’ A
MFAT (in particular ER function) R
NZ Ministers and Government agencies S\
External evaluation, research and monitoring providers /j}‘ N
Monitoring, evaluation and research practitioners in panner&vernmeng and N \/
agencies (in NZ and overseas) ¢ (q 1N R S
Partner governments and key stakeholders (in relatnonft/gstrateglc evaluatlo ) and f’/
research work) '

OECD-DAC: EvalNet/Results/Comm
Professional evaluation and research agencies
- AN
Build a trusted evidence base that gr@wd , nalysisﬁﬂslgﬁs/k ;sons that stimulate
critical thinking and reﬂectsoni{che what/ the so v{hat and tfhefnow what)

Knowledge Broker to fill aﬁs n DUI‘ knowledge;. probf;eg}s)and solutions and
enhance our underﬁgndlﬁg”pf 'contexts we ‘operate in

Lead on internatiofiah-and afional evaluation(practice and standards

Manage mterrxéﬁo\na{ reporting stajdardsz ~

Lead an/e a E»PDG/rﬁ emb nﬁftht;eél and evaluative thinking, including

‘i

app/ylng this'tg ﬁogramm/aﬂ\ Jusiness case development
. %F/A %Iegg i Valuatlon esearch
» (Sector V
o ) Statistics -

ﬁ AN

y

.

,/
\Baeﬁresent“’NZgap éﬁe«nal and international fora

L2 Dtss.ermnate eva uation, research findings/lessons/ insights and results to internal

&terrfaiaud iences for improved decision-making, programme and activity
Eg“emént and investment opportunities, policy development and Accountability

Responsible;

Performance System architecture

PDG strategic architecture and planning cycle

FAP structure and allocations

Support for macro funding allocations

Budget and programme allocations

PDG Annual report

NZ Government compliance reporting (Treasury, Minister, etc)

Supporting:

Performance results insights and commentary on PDG perfcrmance to wider MFAT
Report against agency level reporting obligations
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