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Vote Women: Updated Plan for 2017

We have reviewed the Ministry for Women’s 2016 Four Year Plan and consider that the
majority of the plan still stands as our core strategic planning document.

We have therefore updated the 2016 Plan as appropriate and attached a copy for
submission.

The approach we have taken for the 2017 Plan is to:

o confirm our strategic direction with the Minister for Women

o revise the Ministry’s 2016 Plan with new dates and financial tables to reflect the fourth
year of the Plan

s include additional information regarding the Ministry’s workforce to meet the new
requirements in this year’s guidance.

This letter sets out the next steps for our Four Year Plan, outlines our progress against the
2016 Plan and identifies areas we are continuing to focus on.

The appointment of the new Chief Executive will provide an opporiunity, in consultation with
the Minister for Women, to review and refresh the Ministry’s strategy and how best we can
deliver on the Government's priorities for New Zealand women.

| expect that this work will take place in the first half of 2017, depending on the timing of the
appointment.

In April 2013 we were given a clear picture of our four-year excellence horizon through the

Ministry’s follow-up Performance Improvement Framework Review. It is anticipated that a

new Chief Executive will want to refresh the Ministry’s four-year excellence horizon, as well
as the Ministry’s strategic intentions document, due within the next 12 months.

The Ministry is making good progress on the strategic areas outlined in its 2016 Four Year
Plan, and is working closely with government agencies, the private sector and
non-government agencies in order to achieve the Government’s priorities for women.



We were successful in obtaining additional funding to cover cost pressures in the 2016
Budget and this enables us to maintain the Ministry's policy capability in order to deliver on
our agreed work programme.

Our workforce strategy relies on the ability of our people to be results and impact focused by
being influential, agile, and responsive. The four areas of our workforce strategy remain
relevant: a ‘one Ministry’ approach; stakeholder engagement; agility and leadership
capability. A summary of our progress is set out in Appendix One.

We will continue to have a focus on continual improvement. As Acting Chief Executive |
have taken steps to maintain staff engagement and the quality of our outputs, such as
appointing a new Director with specific responsibility for Ministerial Servicing, ensuring that
the Ministry is well positioned for the incoming Chief Executive.

Sincerely
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Acting Chief Executive
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Section 1: Overview

The purpose of the Vote Women Four Year Plan (the Plan) is to present an integrated view
of the Ministry for Women’s medium-term strategy, demonstrate how our work contributes to
Government priorities and provide confidence in how our finances and people will be
managed over the medium term.

The Plan outlines what we intend to achieve and how we will deliver on our strategy and the
risks, opportunities and trade-offs that will need to be managed.

We are the Government'’s principal advisor on improving the lives of New Zealand women.
This is not only important for women but as an investment in New Zealand’s future prosperity
and well-being.

We have worked closely with the Minister for Women, Hon Louise Upston, as she developed
her priorities for the Women'’s portfolio.

Our strategy is one of focused influence. We cannot make gains for women on our own.
Our work both directly, and with other government agencies, non-government agencies and
the private sector, seeks to bring about positive change for New Zealand women.

In April 2013 we were given a clear picture of our four-year excellence horizon through the
Ministry’s follow-up Performance Improvement Framework (PIF) Review. We are almost at
our 2017 horizon.

The Ministry’s former Chief Executive, Dr Jo Cribb, commissioned a progress report in
December 2014 to test the Ministry’s progress since the 2013 PIF follow-up review. The
report concluded that the Ministry is increasingly impactful and influential and continues to
make good progress, but there is still work to be done.

As a small agency our key challenge will continue to be how to maximise our impact.
Our strategy is to:

) focus on a small number of priority issues that potentially have the greatest impact for
women and New Zealand

. create effective partnerships and opportunities for collaboration in order to generate
results

. invest in our staff — our best return on investment will come from a highly capable and
engaged workforce.

We will need to be selective about who we work with, on what topics, and choose carefully
those opportunities that will provide the maximum impact. This will require continual
monitoring of impacts and reinforces the need for agility in deploying resources.




Section 2: Strategic direction

Our role and purpose

o

We are the Government’s principal advisor on improving the lives of New Zealand
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This is important for women, their families and communities, and as an investment in
New Zealand’s future prosperity and well-being.

We provide evidence and advice to influence decision-makers in government and leaders in
the private and non-government sectors so that they can achieve better outcomes for
women.

We do this by:

) providing effective advice and solutions to government agencies, non-government
agencies and the private sector so that they take action

. supporting the Government’s process to nominate suitable women for state sector
boards and committees

. providing support services to the Minister for Women so she can meet her legislative,
ministerial and accountability requirements

) managing the Government’s international reporting obligations in relation to the status
of women

. providing administrative support for the National Advisory Council on the Employment
of Women.

Our strategic direction
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Our work, both directly and with others, seeks positive change for New Zealand

Our strategy is one of focused influence. We cannot make gains for women on our own.

We need to collaborate closely with our partners, to understand issues, and influence them
to develop solutions and encourage others to take appropriate action. We support this by
providing advice, research and resources, and connecting those with common interests.

By focusing on selected issues, where we can make a contribution to achieve Government
priorities, we work with other organisations in a targeted and purposeful way to achieve the
greatest level of influence and impact.



Our success depends on being clear about the results we seek and how to achieve them.
We must understand how and where we can best contribute.

We must continually monitor progress for women, particularly across our priority outcome
areas. While these indicators guide our work, achieving them requires work from
government and non-government agencies, communities and businesses.

New Zealand women are diverse: their experiences, needs and priorities are not all the
same. There are significant differences in outcomes among women, as well as between
women and men. Some groups of women, particularly Maori and Pacific women, continue to
have poorer outcomes relative to other groups. We seek to recognise this inequality in
developing our advice and identifying solutions.

We have been successful in building evidence and influencing others, and continue to make
progress increasing our impact.

For example, our 2014 progress review' highlighted that:

o We had used our research to influence employers and trainers to successfully increase
women'’s participation in the construction industry, particularly as part of the Canterbury
rebuild.

o We had worked with Ministry of Business, Innovation and Employment and the Tertiary
Education Commission and Industry Training Providers to increase trade training
opportunities for Maori and Pacific women learners with low or no qualifications.

In particular, we worked on initiatives to encourage Maori and Pacific women into the
Maori and Pacific Trades Training programme.

. A number of large operational departments had reported receiving practical and valued
assistance from us to address unconscious bias in recruitment strategies used for
senior appointments.

. We had provided expertise to public and private sector groups, including SSC, the
Treasury and the Institute of Directors, to support efforts to increase the number of
women on boards and in senior leadership roles.

. We are the ‘go to’ source on sexual violence, preventing violence against women and
preventing re-victimisation. We are recognised by government agencies for our
research, training and assistance in dealing with adult sexual assault.

. We had assisted key enforcement and security agencies in Australia and New Zealand
with research and training on prevention and responding to sexual assault.

In December 2014 the Ministry commissioned a Progress report to test its progress since the 2013 PIF
follow-up review.



Our 2014/15 and 2015/16 stakeholder surveys? showed that stakeholders we worked with
were generally satisfied with the Ministry and the services provided to them. Specifically:

. most government stakeholders and all non-government organisations noted that the
Ministry’s policy advice either met or exceeded requirements

. most stakeholders agreed that they incorporated the Ministry’s evidence, analysis and
advice into their work

. stakeholders commented that the Ministry contributed potential solutions and positively
influenced their behaviour.

In terms of opportunities to improve, stakeholders were looking for more in-depth
relationships with the Ministry and for the Ministry to communicate more regularly and
consistently with them. However, stakeholders acknowledged that this may not always be
possible due to resource constraints.

We will remain relevant and impactful by:
. continuing to provide practical results and solutions for partners
. building better strategic partnerships and leveraging them

) developing our culture and the necessary behaviours for us to successfully operate as
‘one team’

o clarifying our leadership expectations as an organisation.

Many of the Ministry’s goals are long-term, requiring complex and enduring solutions.
We are focused on these goals, while remaining agile to respond to new challenges and
emerging issues.

Our focus and contribution for the next four years
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Our work currently focuses on four priority areas that contribute towards the Government’s
priorities:

. supporting more women and girls in education and training
. utilising women’s skills and growing our economy

. encouraging and developing women leaders

. ensuring women and girls are free from violence.

We also manage the Government’s international reporting obligations in relation to the status
of women.

2 Each year the Ministry commissions a survey of stakeholders to provide feedback on the Ministry’s

performance. Research First completed the 2014/15 report in July 2015 and the 2015/16 report in July 2016.



Supporting more women and girls in education and training

Why it is important

There is potential for New Zealand’s female labour force to address current and projected
skill shortages and for women to achieve greater economic success, thereby also increasing
the well-being of their families. Women are gaining qualifications at a greater rate than men
but their skills are not being translated into greater career opportunities and development in
the workplace. Currently many women are educated and trained in areas that do not match
where employment is growing.

Despite an increase in qualifications, women are over-represented in minimum wage jobs.
More women than men are currently not in education, employment or training (NEET) and
Maori women, Pacific women, young mothers and former prisoners are vulnerable to low
wage employment and poorer outcomes for themselves and their families. We consider
these to be priority groups of women for our work.

Women and girls can be encouraged to train and work in occupations where high growth is
projected and where women are currently under-represented (in particular, STEM and
construction and trades) and priority groups of women can be encouraged into training.

How it contributes to Government prioritie

Supporting priority groups of women in education and training and more women in STEM
and trades training contributes to achieving the Better Public Services goals of increasing the
proportion of 18-year-olds with NCEA Level 2 or equivalent qualification (BPS 5) and
increasing the proportion of 25 to 34-year-olds with advanced trade qualifications, diplomas
and degrees, at Level 4 or above (BPS 6).

What ourrole is

The Ministry will provide evidence of what works to attract and retain priority groups of
women in STEM and trades training.

We will use this evidence to influence tertiary education providers to improve their practices
and increase the numbers of women engaged in their courses. We will also work out with
industry employers how to encourage women into their industry.

We will analyse tertiary education policies to identify opportunities to improve outcomes for
women. We will work with relevant government agencies to improve access and encourage
priority groups of women into training opportunities.

Utilising women’s skills and growing our nomy

When New Zealand businesses grow, they create good jobs and improve New Zealand’s
standard of living. To grow, businesses need to draw from a skilled workforce. They need to
attract and retain talented staff.

Women as a workforce are currently under-employed, unemployed or under-utilised at a
higher rate than men. One in three employed women work part-time, and of those part-time
working women, one in five is under-employed. Barriers to fully utilising women'’s skills
include the need for flexible work, part-time work, and managing childcare demands.



Over 95 percent of businesses in New Zealand are small to medium enterprises (SMEs) with
fewer than 50 employees. Providing flexible work opportunities can be a challenge.
However, for SMEs to be sustainable and grow they need to attract and retain talented staff,
who may need flexible work arrangements.

Ensuring women’s skills are fully utilised, particularly in high demand areas, contributes to a
more productive and innovative workforce and a more responsive labour market. This
supports the Government’s Business Growth Agenda: Safe and Skilled Workplaces
workstream.

Sl ek i s B B
What ourrole is

The Ministry will actively contribute to the Government’s pay equity, gender pay gap and
labour market policy work programme.

We will work with key government agencies and industry bodies to ensure that their
communication and engagement strategies encourage the take-up of flexible work
arrangements.

7 i Feor FEvspvanphos et
VIS HNpOoriant

Evidence indicates that gender balance in governance and leadership correlates with better
decision-making, organisational resilience and performance, and economic and productivity
gains. Women, their families and communities prosper when the full range of their skills and
talent is well utilised.

Women are currently under-represented in leadership roles in New Zealand and a significant
number of women with potential drop out of the workforce, or stall below senior management
and top leadership positions.

There are many forms of leadership that women participate in that are not always
recognised, such as community and voluntary roles. The Ministry has profiled women who
lead in these areas on its website. We want to continue to change the way leadership is
defined and talked about.
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Encouraging and developing women leaders contributes to Government’s aspirational target
of 45 percent of state sector board roles being held by women.

The Ministry will investigate initiatives in the private sector to increase the number of women
on boards, based on recent actions in the UK and other countries, in particular whether there
is an opportunity to increase women’s participation in leadership roles.

We will work with leaders in the community, business and government sectors to support
them in their initiatives to grow the pipeline of women leaders.



We will provide emerging women leaders (specifically those between the ages of 25 and 45)
access to support and information, to develop their skills and talents and realise their
potential across their careers and in leadership.

We will monitor progress in the public service and directly assist Government appointing
agencies with the recruitment of suitable women for vacancies on state sector boards and
committees.

We will also work with appointing agencies to implement Cabinet decisions to expand the
Future Directors programme in the public sector.
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Ensuring women and girls are free from violence

One in four women experience violence in their lifetime. It is costly to victims, communities
and the country as a whole, and is a major barrier to gender equality.

While violence against women crosses social and cultural divides, some groups of women
are at higher risk than others, including young women and Maori women. Evidence
demonstrates that girls who are victims of violence are far more likely to be re-victimised later
in their lives.

Violence against women is able to be prevented.

Preventing the first incident of violence can go a long way to addressing the costs of violence
against women to individuals and society. Preventing violence against girls will be an
effective way of ensuring that women are free from violence throughout their lives.
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How it contributes fo

Ensuring women and girls are free from violence contributes to achieving the Better Public
Services goals of reducing the rates of violent crime (BPS 7) and reducing re-offending
(BPS 8), as more than 50 percent of violent crime is related to family violence.

%

What our role i
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The Ministry will work to ensure that women’s perspectives and the impact of family violence
and sexual violence on women remain a central focus of policy and service development by
contributing to the cross-Government Family Violence and Sexual Violence work
programme.

We will support the Minister for Women'’s attendance at the Ministerial Group on Family
Violence and Sexual Violence meetings.

The Ministry will also work with other agencies to identify options for the prevention of online
violence against women and young girls.
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reporting obligations relating to the status of women

The Ministry contributes to New Zealand's role as a good international citizen and
New Zealand’s foreign policy goals. Our work retains our leadership role on gender equality
within the international community and enhances key relationships more generally.



International organisations and countries continue to seek New Zealand’s advice on gender
equality.

We fulfil our international treaty reporting obligations and support New Zealand’s
accountability to the international community for our domestic performance under the
Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW) and
other conventions.

Our international engagement also allows us to share our domestic learnings with other
countries, and in the exchange of ideas, to learn from the experiences of other countries.

The Ministry will coordinate progress reports, attend international fora and ensure that the
New Zealand Government is compliant with its international reporting obligations to improve
the status of women.

We will collaborate with government agencies and non-government organisations in New
Zealand, and with representatives from other jurisdictions.

Operating environment and strategic challenges ahead

We recognise that the current environment requires all agencies to lift productivity, make
better use of their people resources, demonstrate value for money and find innovative ways
of delivering public services. Fiscal restraint will continue over the next four years.

There is a risk that our impact could be limited by spreading our attention too thinly across
the range of issues that affect women. In response, our operating model focuses on specific
areas, within the wider Government targets where we can contribute and work with and
through key decision-makers to generate impacts.®

We will need to continually review our structure and staffing model to manage ongoing cost
pressures.

® This strategy was endorsed by the Ministry’s follow-up Performance Improvement Framework (PIF) review

completed in April 2013 and reinforced in the Progress report commissioned in December 2014 to test our
progress since the 2013 PIF follow-up review.
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ection 3: Strategic delivery

Our four year excellence horizon

that improves

To have achieved this, we will have successfully embedded our operating model and be
recognised by decision-makers as having the ability to improve the outcomes for women by
providing valuable advice and solutions. ’

Our focus has been ensuring we are:

. influential, relevant and sustainable — known for the quality of our external
relationships, our thought leadership, our ability to partner with others to get things
done, and our solid track record of delivery against well-articulated priorities

) widely respected and able to enlist stakeholders in addressing issues of importance to
women

. invited to contribute to strategic policy initiatives, in recognition of the calibre of our
contribution, to the successful implementation of operational policy in areas such as
prevention of violence, the Christchurch rebuild, education and training, and women in
leadership positions

. able to attract, utilise, develop and retain talent to build a reputation as a great place to
work and partner with

. successful in meeting our stewardship role and be well placed to advise future
governments.

We are, in effect, operating as an ‘expert consultant’ to key decision-makers, working with
them to improve the outcomes sought by Government for women.

Operating model

We focus on carefully selected priorities, collaborate with influential stakeholders and deliver
high-quality evidence-based advice.

Our recent progress report® confirmed that significant operational and organisational progress
has been made since the 2013 PIF follow-up review.

*  Based on our PIF follow-up review completed in 2013 and reinforced in the Progress report in 2014,

Progress report commissioned in December 2014 to test the Ministry's progress since its 2013 PIF follow-up
review.
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We continue to embed our operating model. We have identified four key areas of
performance improvement to focus on in the medium-term. We have summarised our
intentions, the type of action required, and measures of our success in the table below.

:SO]UtIOﬂS for partners

Providing evidence,
advice and solutions
relevant to influential
stakeholders is core
to our operating
model.

Undertake detailed
planning to identify
the results sought and
opportunities to
influence.

Regularly review and
test the value we
provide to
stakeholders.

Improve our
performance reporting
processes.

Key decision-makers
act to improve
outcomes for

New Zealand women.

Decision-makers
value our advice.

e
engagement

,Bu(ld stronger .
"strateglc partnershlps
and !everage them

Stakeholder
engagement is core to
how we operate.

Continue to clarify
who we want to
influence and how we
can best do it.

Continue to develop
Ministry-wide
stakeholder maps and
plans.

Embed Ministry-wide
systems to capture
stakeholder
intelligence.

Continue to build
influencing
capabilities
throughout the
organisation.

Key decision-makers
act to improve
outcomes for

New Zealand women.

Decision-makers
value our advice.
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A high-trust
high-performing, _
‘one team’ culture that
is focused on results
will enable us to
maximise our impact.

Implement our People
Plan that sets out
what we need from
our workforce to
deliver results.

We operate as

‘one team’ and
desired behaviours
are modelled and
reinforced by all staff.

For the Ministry to
maximise its impact,
staff need to be
externally focused,
influential and
confident to lead.

leadership capability
cross he Minitry

Continue to embed
leadership
expectations.

Focus our learning
and development
programme on
building leadership
capability at all levels
of the Ministry.

Our people have a
clear understanding of
what results are
expected from them
and how they
contribute to our
purpose and strategic
priorities.

We work effectively
with and influence
stakeholders.

Significant changes to the Ministry’s core business and priority outcome areas are unlikely in

the next four years, reflecting the long-term nature of the change needed.

We are committed to continuous improvement in order to implement smarter and more
productive ways of working. This includes continuing to:

. invest in our knowledge management processes and systems, in particular systems to

better capture stakeholder knowledge

. streamline and strengthen Ministerial servicing systems and processes

. strengthen our communication channels and raise the Ministry’s profile (such as our
electronic newsletter and social media strategy)

) implement our strategy to increase the Ministry’s responsiveness to Maori and Pacific

women.
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Even though the Ministry is a relatively small agency, we contribute to the Government’s
revised ICT Strategy, in particular:

. services are digital by default — we will continue to enhance our on-line presence where
possible

) information is managed as an asset — we will continue to make the information and
knowledge we hold available to others

. investment and capability are shared — we will continue to work with other agencies to
take up opportunities for shared capability as they become available and invest in
all-of-government procurement initiatives where it makes fiscal sense to do so.

Key decisions and trade-offs in the next four years

The Ministry has had recent internal and external reviews® to ensure we have the right
strategy, structure and business model to suit the current and future environment.

The results of these reviews indicated there is only limited opportunity for savings in the
future.

To manage resource and cost pressures, we continue to be strategic in our decision-making
and focus on a few critical areas where we can make the best contribution to Government
priorities. Staff must be experts in a range of issues on which they can make the most
impact.

Trade-offs need to be continually made between priorities and opportunities to influence.

We continue to be selective around who we work with, on what topics, and seek to identify
those opportunities that provide maximum impact. This requires continual monitoring of
impacts and reinforces the need for agility in deploying resources.

We have a clear focus on prioritising resources on key outcome areas and continually
reviewing our systems and processes for further improvements. We are committed to
on-going business improvement looking for efficiency savings across our procurement,
taking advantage of shared services where these are available, and identifying smarter and
more productive ways of working.

We will also continually invest in developing our people to increase effectiveness. This must
be balanced with maintaining the flexibility to access specialised skills, as and when needed.

® APIF review (2011); a follow up PIF review (2013); an external review of our business administration and

support services (2011); and a progress report (2014).

14



Key assumptions and risks to sustainability and delivery

The information presented in our plan is based on a number of assumptions

yustainability and res

lience

(e.g. assumptions on wage growth, Government priorities, staff capability etc.).

To help form a view on our sustainability and risks that could compromise the delivery of our
plan, we have outlined the key assumptions that underpin our plan along with the

consequences and likelihood of possible changes to these assumptions.

We have also identified the key risks and the mitigation plans we have in place to eliminate
or minimise these risks.

' lmpaﬁé“tk'on‘ the

emerging issues
as they arise.

The impact of our
work is limited by
spreading our
attention too
thinly across a
range of issues.

We are unable to
manage
changing
expectations of
stakeholders.

Major — loss of
reputation and
non-delivery of
services.

Possible

Regular prioritisation
discussions internally
and with the Minister.

Focus on priority
issues that potentially
have the greatest
impact for women
and New Zealand.

Prioritise requests
based on
Government
priorities.

Leverage
opportunities for
collective action to
influence
decision-makers.

Develop a deeper
understanding of who
our key stakeholders
are and what they
want.

Manage stakeholder
expectations.

Build and maintain
staff capacity and
capability.
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develop our

internal capability

capability does
not match that
required to
sustain outcome
achievements.

Options for
productivity gains
become harder

| over time.

Staff turnover
causes loss of
institutional
knowledge and
expertise.

pressures cause
decline in our
ability to achieve
desired outcomes
and maintain
current level of
service delivery.

People Plan.

Embrace
Government

leadership and talent

management
initiatives.

Develop learning and

development
initiatives and
practices that
continuously grow
staff capability.

Enlist external
support as needed.

e o e 7 *?%V . -
- _ _ - . .
Financial Baseline Unlikely Continually review
pressures impact | pressures cause our systems and
on our ability to decline in our processes for smarter
deliver outputs ability to achieve and more productive
and impacts, and | desired outcomes ways of working.
ma'?t_amb? level and ma:lntalln ¢ Continue upskilling
s?s ainable :-\;/'f currc'ant devlfa o] staff to build
of core capability. | service delivery. productivity.
Of?tlpns for ) Operate accurate
E lClency;]sa(;/mgs budgeting and
ecome ar' er forecasting systems.
over time with
only limited Continue to look for
opportunity for savings through
significant all-of-Government
savings in the procurement
future. arrangements.
Ensure we are
strategic in our
decision-making.
Review back office
functions.
‘We continue to | Our staff Baseline Possible Implement our

16



In determining likelihood, the following definitions are used:

Almost certain: more than 80% chance of occurrence over the 4 year period
Likely: 50-80% chance of occurrence over the 4 year period
Possible: 30-50% chance of occurrence over the 4 year period
Unlikely: 5 to 30% chance of occurrence over the 4 year period

Rare: less than 5% chance of occurrence over the 4 year period
Long-term: chance of occurrence beyond the 4 year period

17
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rganisational capability
and workforce

Our People Plan

To deliver on our strategic priorities, we need a highly capable and engaged workforce.
Our people are core to the current and future delivery of results and the ongoing
development of the Ministry. The Ministry has a People Plan that outlines how we will align
our workforce with our strategic priorities to deliver results.

Our People Plan sets out what we need from our workforce, addresses gaps that we have
between our current and future workforce and identifies specific actions to achieve our
desired workforce. The following represents a high level summary of our People Plan.
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What do we need from our workforce?
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Organisational capability

We have identified seven critical capabilities (the mix of skills, knowledge and behaviours) that
are needed to enable us to continue to embed our operating model and deliver on our
strategic direction:

leadership at all levels of the Ministry

strategic thinking

critical thinking and judgement

ability to influence key stakeholders at all levels

solutions focused for practical results

ability to incorporate a Maori and Pacific perspective into work

data and analytical skills.

These capabilities are integrated into our learning and development activities. Our learning
and development is aligned with our needs and will focus on growing our critical capabilities.

Refer to Annex 1 for more detailed information on our workforce capability and capacity.
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Section 6: Financial summary

Operating expenditure — Departmental

The Women'’s portfolio is potentially broad and the Ministry is a lean organisation. Fixed costs
will continue to increase, including salary and operating costs.

Remuneration is the single largest cost facing the Ministry, with personnel costs comprising
over 75 percent of our total funding. Other fixed operating costs comprise almost 20 percent of
our total funding.

From 1 July 2016 the Ministry’s core baseline of $4.616 million increased by $370,000 in
2016/17, $460,000 in 2017/18 and $500,000 in 2018/19 and out-years. The additional funding
enables us to maintain our current level of policy capability in the medium-term.

Section 9 (2) (J)

Capital expenditure — Departmental

We are not a capital intensive agency. Capital expenditure is primarily for the routine
replacement and upgrade of our information technology and office equipment, to maintain the
effective and efficient delivery of services.

Opening balance of funding 0.585 0.655 0.725 0.795 0.865
available

Add depreciation funding received 0.110 0.110 0.110 0.110 0.110
Add receipts from sale of assets 0.000 0.000 0.000 0.000 0.000
Equals total baseline funding 0.695 0.765 0.835 0.905 0.975
available

Subtract capital investments funded 0.040 0.040 0.040 0.040 0.040
from baselines and balance sheet
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lorkforce ca

capacity information

Our capability

Priority workforce groups

Our workforce is currently comprised of four broad segments that are critical to the
achievement of our goals:

Leadership Team
Policy and advisory workgroup
Nomination Services workgroup

Business Support workgroup.

The Leadership Team provides strategic
leadership and relationship management
that focuses and influences the delivery of
our strategic direction.

Individuals in this workgroup are
responsible for building a culture that
fosters highly engaged, capable and
high-performing employees, who are
committed to our strategic direction.

The Leadership Team consists of four
members — the Chief Executive and

-gectors.

Section 9 (2) (J)

The Policy and Advisory workgroup
provides trusted, impartial and expert
advice to government agencies,
non-government agencies and the private
sector.

Individuals in this workgroup are
responsible for providing the research and
information that influences and shapes
policy and programmes across our priority
outcomes areas.

The Policy and Advisory workgroup
consists of — Principal
Policy Analyst, Senior Policy Analyst,
Policy Analyst and advisory roles.

Section 9 (2) (J)
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The Nomination Services workgroup The Nomination Services workgroup

provides services supporting the consists of—
Government'’s process to nominate suitable

women nominees for state sector boards \Section 9(2) (J)‘
and committees

Individuals in this workgroup contribute to
the achievement of Government goals to
increase the participation of women on
state sector boards to 45 percent by 2015.

The Business Support workgroup The Business Support workgroup
provides the breadth of business support consists of ; covering
functions across our organisation. administration, exécutive support,
communications/ finance, human
resources, infoymation management
and planning and reporting.

Individuals in this workgroup are
responsible for our operational
effectiveness and enabling us to deliver on
our strategic direction. Section 9 (2) (J)

Recruitment and retention

We are able to attract employees across all roles and do not foresee any significant difficulty in
filling future roles.

We are a small Ministry, with limited internal progression opportunities, which can result in a
high rate of turnover. We are clear about what our ‘employee value proposition’ is when it
comes to attracting and retaining talent.

As a small agency, the development opportunities we can offer include working closely with a
Leadership Team, leading work streams and access to the Minister. When our people are
ready, we can act as a catalyst for further career development opportunities in bigger agencies
through inter-agency work programmes, projects and secondments.

Maintaining our workforce

e

%

We implement a variety of strategies to maintain our workforce. We invest in building
employee capabilities through development programmes (see capability building section),
inter-agency work opportunities (such as project or secondment arrangements), and
opportunities to gain wider exposure, experience and visibility across different sectors and
work directly with our Minister.

As a small agency, we involve our whole workforce in Ministry-wide planning sessions and
developing strategies and initiatives to achieve our strategic goals. Employees are involved in
our workplace engagement action groups, in which they develop initiatives contributing to our
workplace culture and values. Collectively this enables us to build a ‘one-Ministry’ culture, with
transparent and open communication and shared understanding of Ministry wide purpose and
priorities. Our employee involvement fosters a greater sense of ownership and commitment to
the Ministry and their colleagues.
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We provide staff with a range of leadership development opportunities to maintain
engagement and motivation. These include the Leadership Development Centre, representing
the Ministry at external forums (nationally and internationally) and inter-agency
collaboration/secondment opportunities.

We also employ fair employment terms and conditions, policies and frameworks supporting
and maintaining the attraction, retention and building of a capable workforce.

Building capability

These are the key areas of people capability (i.e. the mix of skills, knowledge and behaviours)
we are building over the next four years so we can continue to deliver results. Each of these
capabilities are being integrated into our job descriptions, performance management and
recruitment processes. Our learning and development plans focus on building these critical
capabilities.

Leadership at all f: Strengthen the behaviours Embed our model of

levels of the ‘L needed to support our leadership and expectations

Ministry leadership framework and reinforce these
including setting clear expectations with all staff.

direction, expectations,
delegation and empowering
staff.

Continue to build our
leadership capability through:

- internal leadership
development
opportunities

- targeted individual
development plans

- leveraging from external
secondments and
‘on-the-job’ opportunities.

Strategic thinking Strengthen our ability to be Continue to embed the work
impact focused and see the undertaken to develop a

‘big picture’ link between our shared understanding of our
work and achieving results. purpose, strategic direction

Build shared understanding and work programme plans.

and ownership of our strategic | Build greater understanding
direction, work programme and | of our possible impacts,
desired impacts. opportunities / risks these
present and strategies to
maximise / minimise.
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Strategic thinking
(continued)

Strengthen our performance
management system to give
greater accountability to the
link between individual
performance and our strategic
purpose.

Critical thinking
and judgement

i

Strengthen our ability to
undertake critical analysis and
use evidence based research
to inform and generate
practical solutions.

Continue to progress our
capability development
programmes; targeting gaps
as identified through capability
assessments.

Continue staff development
programmes.

Participate in wider state
sector initiatives aimed at
building critical thinking
capability.

Ability to influence
key stakeholders
at all levels

ii f*f%}

st

Strengthen our ability to:

e identify target
stakeholders with shared
outcomes for maximum
impact

e understand our key
audiences and adapt our
approach to gain
maximum influence

¢ continually identify and
incorporate new channels
of communication that will
improve our sphere of
influence.

Continue to embed
stakeholder engagement work
and crystallise our
understanding of who our
customers are and how we
influence.

Buy specialist skills as
required.

Solutions focused
for practical results

(v)
S

Continue to build our ability to
generate ideas and
alternatives in response to
issues.

Continue to build our ability to
think ‘outside the box’ to
identify practical solutions.

Continue to build our
knowledge of what practical
solutions will work through
research and evidence.

Continue to build partnerships
with front line agencies to
develop our exposure to
practical solutions.
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Maori and Pacific
understanding

Continue to strengthen our
ability to incorporate Maori and
Pacific perspectives into our
work programmes.

Continue to implement our
strategy for accelerating
effectiveness for Maori and
Pacific women and grow
employee capabilities.

Buy specialist skills as
required.

Data and analytical v | Build our data and analytical
capability to effectively use
data in our work programme.

skills *

Develop internal capability
through coaching.

Buy specialist skills as
required.

Our workforce capacity

Resourcing is critical to building our workforce capacity. We are small, with limited resources,
and the ability to respond to change and deploy resources is key to our success. We must use
our resources where they will have the greatest impact. We take a strategic view of our

resourcing and utilise regular workforce planning to ensure we can respond to our long term

capacity needs. \Section 9(2) (J)\

To manage cost pressures, we will need to constantly monitor our work programme and the

available resources and be agile enough to re-allocate resources, as required.

7

Excluding the Chief Executive.
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Our workforce costs Section 9 (2) (J)

In order to attract and retain high performing staff, need to continue to offer appropriate
remuneration. We expect our workforce costs to steadily.increase over the next four vears in
order to meet market labour rates.

Our direct workforce costs include all people-related cost drivers, such as remuneration costs
employer contributions to superannuation schemes and ACC levies. No allowance has been
made for any vacancy-related savings.

3

Other workforce costs include the use of contractors for specialist skills, staff training and
development costs and recruitment expenditure.

These costs are based on current knowledge. No allowance has been made for possible
changes to superannuation contribution rates or ACC levies.

Workforce diversity and inclusion

Our workforce has some unique features within the Public Service. The Ministry is the
smallest agency in the Public Service. We have a higher than average representation of
women and 100 percent of our leadership team are women. We are one of only two Public
Service agencies with a gender pay gap in favour of women, and we have a high take up of
flexible work options. As such our diversity challenges are very different from those facing
much of the rest of the Public Service, and our diversity and inclusion plan reflects these
special features. Refer to Annex 3 for a copy of our workplace diversity and inclusion plan.
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Gender pay gap

-37% -3%
Percentage of female senior leaders 100% 100%
Organisation diversity
- Female 93% 88%
- Maori 12% 13%
- Asian 4% 9%
- Pacific 12% 0%

ICT people capability

Our focus is on developing our capability to support sharing of data and evidence based

decision making. To progress this we have created a new specialist role of Principal Advisor,

Data and Evidence. The purpose of this role is to support our strategic priorities and work
programme through the development of data driven research evidence on women in

New Zealand. This new position will have a particular role to play in coaching and developing

staff to improve our internal capability to use data and research evidence more strategically.

Our other efforts in this area include a continuing focus on managing information in line with a

renewed knowledge management strategy and enhancing our digital presence by exploiting
our web and social media channels.

9

Based on the State Services Commission’s 2015 Human Resource Capability report.

Based on the State Services Commission’s 2016 Human Resource Capability report.
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Annex 2: Supporting financial
information

Cost pressures

Our key challenge is how to maximise our impact when we are a small agency. Baseline
pressures may cause a decline in our ability to achieve our desired outcomes over the medium
to long term.

Remuneration is the single largest cost facing the Ministry, with personnel costs comprising
over 75 percent of our total funding. Other fixed operating costs comprise almost 20 percent of

our total funding. \Sectlon 9(2) (J)\

In recent years, prior to receiving additional funding, we managed costs pressures by
systematically reducing staff numbers, changing the mix of staff capability and using fixed term
contracts to provide greater flexibility.

Cost pressure mployment costs

@

arising from direct e

ﬁ

We must maintain and develop a highly skilled workforce that is expert, agile and credible
across all outcome streams. .
Section 9 (2) (J)

To attract and retain high performing staff we need to continue to offer a
remuneration.

Costs attributable to employees progressing through pay scales are relatively small for us. We
assumed any future progression pressures would be covered by annual remuneration
changes.

These pressures are indicative only and are based on what is known now. No allowance was
made for possible vacancies or possible changes to superannuation contribution rates in the
future.

£% AL % < 7, A~ RPN
Other cost pressures

The other most significant cost pressure for the Ministry will be the impact of inflation on our
procurement of goods and services and the impact of our rent review in late 2017.

Section 9 (2) (J)
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Annex 3: Workplace diversity and
inclusion plan

Background

The state sector is committed to a shared vision for diversity and inclusion of ‘state services
that reflect, understand and value the communities they serve’. Our Workforce Diversity and
Inclusion Plan is a commitment by the Ministry to contribute to this at both an agency and
system level.

Qur vision

A diverse workforce, reflective of New Zealand'’s population and the communities we serve,
and who contribute diverse perspectives that strengthen the quality of our advice to
government and our decision making.

Our priorities
Our priorities for achieving our vision are:

1. Adiverse workforce - attract and recruit from diverse backgrounds to create a
workforce reflective of all segments of New Zealand’s population.

2. Aninclusive organisational culture - develop an inclusive organisational culture that
encourages collaboration, respect for diverse views, flexibility and fairness.

3. An expert advisor and influencer - use our evidence and knowledge of gender issues
to influence stakeholders in the public, private and community sectors.

4. Monitoring and accountability - demonstrate leadership accountability to actively
champion diversity and inclusion, and monitor and evaluate our progress and results.

Our actions to achieve our priorities

To attract and maintain a diverse workforce we:

. Regularly monitor our workforce demographics and turnover. As a result we have
specific goals to broaden our ethnic diversity, particularly increasing the number of Asian
and Pacific staff, and to increase the number of men on our staff.

o Continue to build the capability of our leaders to create and manage a diverse and
flexible workforce.

. Integrate diversity and inclusion strategies into our human resource practices, such as
specific expectations around people and culture in our leadership and performance
management framework and HR policies that aim to reduce bias and ensure fair process
is applied to areas such as performance and career progression.
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Will continue to strengthen our recruitment and selection processes to help us achieve
the diversity recruitment goals above. For example, reviewing our job descriptions and
adverts to use language that promotes the Ministry as a diverse employer and
advertising outside our traditional recruitment channels. Other interview strategies will
include using mixed gender and ethnic recruitment panels and training in screening and
interviewing skills to ensure a fair and consistent approach is applied to all candidates.

To build an inclusive organisational culture we:

Have mainstreamed flexible work for both male and female staff and have both male and
female staff who work in a range of flexible ways: part-time, flexi hours and remotely.
We proactively promote flexible working options when recruiting.

Support staff that are experiencing family violence in line with our domestic violence
policy which offers both confidential support, options to ensure staff safety at work and
access to leave.

Offer attractive parental leave provisions including a lump sum payment on
commencement of leave and payment of annual leave at the normal rate on return to
work.

Ensure the full inclusion of staff with disabilities, supporting physical access, setting up
individual emergency plans and modifying work setups as necessary. Support for
temporary or invisible disabilities, such as mental health issues, include flexible working
and special leave arrangements, access to our employee assistance programme and
tailored training and development opportunities.

Will develop our induction programme to include a focus on diversity and inclusion to
ensure our staff understand and can contribute to our diversity vision and plan.

Will develop education and training opportunities to equip our people with the skills and
knowledge they need to support the implementation of our diversity plan, in particular
unconscious bias training.

To maintain and continue to strengthen our role as government’s expert advisor and
influencer we:

Use detailed analysis of data on the Public Service workforce highlighting the scale of
women’s under-representation in leadership and gender pay gaps to influence Public
Service leaders directly and through the State Services Commission to take action on
both issues. This has included being instrumental in the decision to request agencies to
report on their gender pay gaps and women'’s leadership representation in their Four
Year Plans.

Have commissioned new research into the drivers of the national gender pay gap which
will strengthen our ability to advise on actions to reduce it. The Ministry has also joined
the new Champions of Change group which will be working to influence private and
public sector organisations to increase organisational diversity and inclusion.
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Continue to leverage our expertise on gender-based violence and use this expertise to
ensure that the particular dynamics and impacts of gender-based violence are reflected
in violence related policies and legislation. The Ministry has built its expertise and
reputation by undertaking world leading research into sexual violence, sexual
revictimisation, and the primary prevention of violence against women within Maori
communities and within Samoan communities.

Continue to support the New Zealand Government to be an international leader in
gender equality.

To monitor our progress and accountability we:

Review our diversity and inclusion data annually in conjunction with the Human
Resources Capability survey.

Will publicly report on our work programmes and release our research data.

Will leverage opportunities to improve our messaging around diversity and inclusion, in
particular in our web and social media presence.

Will develop key measures of success on diversity and monitor and report on these at
executive team level.
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