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5 October 2023

Téna koe

| refer to your email dated 7 September 2023, requesting the following under the Official
Information Act 1982 (the Act):

[“Please release all Consultation- and Decision Documents that were generated and
circulated between 1st July 2016 and 30th June 2021 as part of any restructure,
reorganisation, or (dis)establishment of a team, business unit or directorate within the
Ministry of Transport. Please include any instances in which a restructure was
planned and consulted on, but ultimately not actioned.

For the purpose of this request, please consider these definitions:

¢ Consultation Documents are documents that describe the current state of
the team, the reason for proposed changes, the proposed new structures
(usually as an org chart), and the impact on roles, reporting lines and
responsibilities.

¢ Decision Documents are documents that list the feedback that was
received, the leadership response to that feedback, and the final decision that
was made based on it. They describe the final new structure (usually as an
org chart) and the process and timeline for that new structure to take effect.

My analysis captures role titles only, not the names of individuals that might be
shown in current org charts. If clear names are visible, | ignore them. Please explain
any relevant caveats that should be kept in mind when analysing this information.
Please provide this information in an accessible, searchable format.”]

16 documents fall within the scope of your request and are enclosed. The documents are
listed in the document schedule attached as Annex 1.

Names of individuals have been withheld to protect their privacy as per 9(2)(a) of the Act to
protect the privacy of natural persons.

You have the right to seek an investigation and review of this response by the Ombudsman,
in accordance with section 28(3) of the Act. The relevant details can be found on the
Ombudsman’s website www.ombudsman.parliament.nz




The Ministry publishes our Official Information Act responses and the information contained
in our reply to you may be published on the Ministry website. Before publishing we will
remove any personal or identifiable information.

Naku noa, na

S William,s

Suzanne Williams
HR Manager



Annex 1 - Document Schedule

Doc# | Date Document Decision on
release

1 May 2017 FINAL MoT Proposal May 2017 Released in full.
Organisational Review

2 June 2017 Decision Document June 2017 Released in full.
Organisational Review FINAL

3 May 2018 Request to make a business Released in full.
Reporting line changes change memo - SLT - May 2018
and additional resourcing

4 May 2018 All of Ministry Communication on | Released in full.
Reporting line changes Org Changes - 23 May 2018
and additional resourcing

5 October 2019 Proposed OCU Redesign_Staff Released in full.
Official Correspondence Info Pack_updated 18.10.19
Review

6 October 2019 OCU redesign preliminary Released in full.
Official Correspondence decision document
Review

7 June — September 2020 Change Proposal Presentation Released in full.
Corporate Services updated June 2020
Review

8 June — September 2020 Change Propsoal - Final Decision | Released in full.
Corporate Services - July 2020
Review

9 June — September 2020 Change Proposal for HR Team - | Released in full.
Corporate Services Outcome_markup
Review

10 June — September 2020 Feedback from Digital and Released in full.
Corporate Services Knowledge consultation (1)
Review

11 June — September 2020 Change Proposal Digital & Released in full.
Corporate Services Knowledge Team - September
Review 2020

12 November 2020 5 Nov SLT paper - Programme Released in full.
Programme Monitoring Monitoring Review
and Commercial Review

13 November 2020 Programme Monitoring and Released in full.
Programme Monitoring Commercial Review
and Commercial Review

14 November 2020 Programme Monitoring final Released in full.
Programme Monitoring
and Commercial Review

15 June 2021 MJ MOT Communications and Released in full.
Engagement and Comms | Engagement function review -
Review final report 240621

16 July 2021 Engagement and Released in full.
Engagement and Comms | Communications - Final Decision
Review




Document 1

May 2017 — Organisational Review

Document Name: FINAL MoT Proposal May 2017



Organisational Review
Ministry of Transport

3 May 2017

Proposal Document
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Organisation Review — Proposal Document

Foreword from the Chief Executive

To all staff

In February, we started an organisational review process to look at the way we work
together and structure ourselves as a Ministry.

We did this to raise the quality of our contribution to the things that really matter for
New Zealand, whether they be social, economic or environmental outcomes.

This document is a proposal to change the way we work and move to a different
organisational structure. Please take the time to consider it, ask any questions you
may have and give your feedback. | want to hear it. In return, | undertake to canefully
consider your suggestions.

| would like to take this opportunity to thank you again for the support you have given
to this process. Your feedback - and that of our key stakeholders - has given me a
very clear steer on the changes we need to make to become a merefront-footed and
influential organisation, which is where we want, and need, to be.

Development of proposal

| have led the development of this proposal with theé support of the Organisational
Review Team (ORT).

One of my non-negotiables was/€hsuring thatwwe were able to capture your feedback,
and capture it thoroughly. | wanted to achieve=a good understanding from you on
what was working well and. what/needed improving. You are closest to the day-to-day
business and best understand the intricacies of how we operate.

To achieve good engagement, Weran a series of sounding sessions early on,
followed by focus groups to get feedback on what our Vision, Values and Purpose for
the Ministry should be. ThesBackbone Team was then entrusted by the organisation
to shape this work.

Alongside-all'of this, thé Organisational Review Team carried out more than 30
internakinterviews across the Ministry and has met the following external
arganisations’—"Auckland Transport, Auckland Council, Civil Aviation Authority,
Depafrtment of Prime Minister and Cabinet, Maritime NZ, New Zealand Transport
Authority.and the Transport Accident Investigation Commission.

AndHinally, we have benefitted from the ongoing engagement with the Public Service
Association (PSA) throughout this process.

High-level timeframe

Now that we have a proposed new structure, it is time for consultation. | would really
encourage you to take the time to think about the proposed new structure and give
me your feedback.

The consultation period for the proposal starts at 11:30pm on Wednesday 3 May
2017 and will run for just over two weeks until 11:00am on Friday 19 May 2017.
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| will personally review all submissions and your feedback will inform my final
decision on the future operating model and structure of the Ministry. | hope to be able
to make the decisions and share them with you by 19 June.

| have been impressed by your honest feedback, insights and professionalism
throughout the process to date. | am confident that you will continue this positive
attitude and constructive engagement during the consultation process and that our
future design will be better as a result of your suggestions.

Please make sure that you “kick the tyres” and subject the proposal to some robust
stress testing. | strongly encourage you to take the time to think and talk about the
proposal and make your written submissions through the online ConsiderThis tool.

I am well aware of the challenges we have faced as a Ministry over the past year<and
| know that change is unsettling for many of us, particularly for staff in proposed
affected roles. | do recognise that it is hard to balance our work commitments‘while
we experience and consider change. | hope that you will support each other through
this process and | am confident that your collegiality and professionalism will achieve
this balance. If you are finding it hard, please reach out and take advantage of the
available support, as outlined in section 5 of this document.

Thank you again for your commitment to the organisational_review process. | look
forward to your thoughts, questions and suggestions.

Out of Scope
Chief Executive
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1. Case for change

Background and context

The last ten months have been challenging for our organisation in many respects.
Despite this, we have continued to deliver some critical work and to showcase our
resilience as an organisation.

The significant effort put into the response and recovery from the Kaikoura
Earthquake and the successful delivery of the draft Government Policy Statement for
Land Transport (GPS), along with the sector-wide work on the Auckland Transport
Alignment Project (ATAP), are three notable successes (among many) for which-we
can all be proud.

It is also clear that the environment in which we operate has changed over this time
and, no doubt, will continue to evolve over the coming year as we move,towards the
election and beyond. Our Minister now holds the economic development'portfolio
alongside his transport portfolio and he has made it clear that he wants'us to illustrate
a deeper and richer understanding of the broader context in whichWwe operate, and to
be more proactive.

Consistent with this, considerable effort is being put into(issues such as urban
development, housing, regional development, and tourisprin particular across the
broader public sector - all of which could benefit from ‘a more cohesive and strategic
transport perspective. Issues in the environmeptal and social areas are also in need
of more attention.

Having now reflected on both’ouf,challengeS“and our successes, it is clear that we
have a real opportunity to be‘more front footed and to more actively contribute to
what really matters for New Zealand.

This requires us to be more influefitial as an organisation and necessitates us doing
things differently from how we have in the past.

It is againststhis backdrop that |, along with MLT, decided in February this year that, in
order to beeéme more nfluential and to realise our potential as a high-performing
organisation, we need fo take a fresh look at our operating model and our structure.

Tieoutcames we are seeking

['"am ambitious for what we can achieve as an organisation and | am committed to
making this happen.

Before | announced the review in February, MLT discussed the rationale for the
review and agreed that an Organisational Review focussed on the operating model
and structure was needed. We also discussed, as a team, the outcomes we want to
achieve from this change process.

Through undertaking this Organisational Review, | am clear that we want to become
a high-performing organisation that is:

e Recognised for our delivery, efficiency and effectiveness and adept at
influencing across the public sector and the transport system more broadly

¢ Acknowledged leaders in developing our staff and enhancing career
opportunities for staff at all levels
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e Known for driving individual and collective ownership of our work and for
holding each other to account
¢ Highly adaptive and responsive, with a ‘can do’ attitude.

This is the opportunity we have in front of us.

We have engaged across our organisation....

Given that we are a small organisation, the Organisational Review Team has had the
huge benefit of being able to engage with people across our organisation early on in
the Organisational Review to get perspectives to inform the approach we take.

First, the Sounding Sessions in early March provided an opportunity for everyone in
the Ministry to identify what is high performing in our organisation, what could be fine-
tuned and what is broken and needs fixing. Over 81 percent of you were able™to
participate in these sessions.

One key aspect of the feedback obtained from these Sounding Sessions,resulted in
the decision to extend the scope of this Organisational Review to inClude the Vision,
Values and Purpose (VVP) for our organisation. This work on ourVV/P'was informed
by further focus groups including Ministry staff and was picked up\by a Backbone
Team brought together to develop our VVP on behalf of ourorganisation.

Alongside the sounding sessions, the Organisational Review Team has also
undertaken over thirty internal interviews to inform its,understanding and thinking.
This work has been augmented by external interviews with the following key
stakeholder groups — Auckland Transport (AT)tAuckland Council, Civil Aviation
Authority (CAA), Department of the Prime Minister and Cabinet (DPMC), Maritime NZ
(MNZ), New Zealand Transport'Atthority{NZTA), and Transport Accident Investment
Commission (TAIC).

The team has also workedwith Probity Consulting who were commissioned earlier
this year to undertake ‘an-in-depth-assessment of our Finance function as an input
into this Organisational Review:

....and tdis ¥ what\Wweé have heard

We haverhad the«benefit of extensive feedback to inform our proposed future
approdeh. for odr,organisation.

Having carefully reflected on this information, there are five key themes that resonate
as’the most important areas that we, and our key stakeholders, think we need to
address, ie:

% We need to take the lead

As the agency responsible for transport policy, we sit at the apex of the
transport sector and have the unique perspective of working across the
various transport modes. As such, we have an important role to provide
stewardship, and leadership of the transport system in order to ensure that
the system as a whole is unified and planful in its approach. Hand in hand
with this leadership role, we also have the single responsibility to provide an
influential transport perspective into broader public sector work that is
happening in spaces such as urban development, housing, regional
development and tourism.
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o We need to be brave and courageous

Too often we have heard that we need to be more bold in putting forward our

view on what matters and influencing others. We need to be prepared to take
calculated risks, and to be more deliberate and explicit in providing a ‘free and
frank’ view of what we think.

o We need to be more joined up

Building off our strong culture of collegiality and our small size, we can make
more of the opportunities to work closely across our organisation, involving
related teams in our work early in order to achieve a more joined-up approach
to policy development. Alongside this, we also need to build off our success
with projects like the Auckland Transport Alignment Project (ATAP) and the
Government Policy on Land Transport (GPS), and collaborate more with/the
transport sector entities and agents (leveraging our stewardship role),and.to
work more cohesively with the wider government sector on broader gconomic,
social and environmental related agendas and issues. Doing this well'will
enable us to both ensure the transport lens is well understood across
government, but also ensure we are able to articulate the broader context in
which the transport story sits.

o We need to be more focussed on delivery

We have heard both internally and externally a strongwiew that, while the
professional services model we currently use helped’us gain early traction on
projects, it also resulted in a lack of momentdm and focus on delivery on our
key pieces of work. Common concerns include*a lack of accountability and
responsibility to deliver, and a constant ‘ehurn’ of staff being put on, and taken
off, projects. Being morefocussed ondelivery will enable us to be more
proactive, deliberate and\timely indour.advice.

o We need to be morestrategy-led

Over the last fewwyears, we have done some excellent work in thinking out
into the future of transpoftand what this might mean for us all (for example,
the PT2045.work). Our epportunity now is to bridge the gap by leading the
development of a medium-term strategy for how we get to that long-term
vision far our sector:

Alongsid€ these areas,|*have also heard a clear view that we are a cohort of people
that leve the work'we-do and that we realise how important our work is. Most
importantly, wée\truly'value and care for our colleagues, and we exhibit this collegiality
and ability to,build strong working relationships in all that we do.

Taken assawhole it is my view that, if we can do all the things identified above now,
we Hayve the very real opportunity to become that high-performing organisation we
want to'be.
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2. \Vision, Values and Purpose

The Ministry’s backbone — Our Vision, Values and Purpose
(in the Backbone team’s own words)

Like a human backbone, an organisational backbone provides structure and support,
and gives flexibility and strength. People want to work for an organisation that knows
what it is doing and where it is going, an organisation that inspires them, and
embodies what it stands for.

Our Vision - 2030

“New Zealanders are proud of their safe, green and accessible transport system. We
are sought-after as innovators and seen as a great place to test and.develop
technologies and new approaches.

MoT is valued as a great collaborator, maintaining positive, strongi,and productive
relationships across government and the sector. We are called-on to solve problems
and interpret trends. Our truly connected and ‘whole-of-gystem’ outlook provides the
leadership to achieve a world-leading, integrated transport-system that provides easy
access to education, employment and a flourishingife for all New Zealanders. We
are focused on the future and you can clearly see\the,impact of our influence.

To work at MOT is to experience a real buzz,\where every person makes a difference
to New Zealand. We have a positive; values-eentred culture, clear priorities and
purpose, and diversity at all‘levels.”

Our vision is an ambitious statement of where we want to be. As we read and hear it,
there should be-elements that we relate to as things we are already doing quite well
along with elements thatiehallenge us to do things differently.

Unlike a purpose that is meant to be enduring, a vision is meant to last for a finite
period. We/used 2030°as a framing year but that does not mean we cannot achieve
our vision soenef.

Our'Visigh has been developed by pulling together the views we expressed at the
sounding‘sessions, where we each had the opportunity to describe what we thought
the Ministry could be the best in the world at.

Our Vision has three parts:

e How will the New Zealand transport system be viewed both globally and
locally?

o Whatis the Ministry of Transport’s contribution to that system?

o What will be different about working at the Ministry of Transport?

We place an emphasis on New Zealanders being proud of their transport system.
This language is deliberately emotive to depict a future where transport is not a topic
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of grief but one that draws acclaim as one of many things that us ingenious Kiwis do
well.

We label the Ministry as a highly sought after adviser, influencing others from a
position of knowledge, innovation and respect. This will help us to shift our position in
the sector towards being more proactive and providing the leadership needed to
achieve an integrated transport system.

A theme of collaboration and connectedness comes through in the vision. This
recognises that we can’t achieve our vision on our own. It also suggests a need to
broaden our outlook beyond traditional partners and relationships.

What makes you come to work everyday? For a lot of us, it is the ability to see the
impact of our work. We want to focus on things that have a genuine and lasting
benefit for New Zealand. Everyone who works here feels like they make a differeénce
and is motivated to come to work because they can see the impact they are, making.

Our Purpose: Enabling New Zealanders toAtourish

Our purpose is the reason why our organisation exists\— the difference we want to
make in the world.

It should be enduring, ambitious”and challenging

The Ministry already had a_ Pufpese: Ensuring our transport system helps New
Zealand thrive.

A key decision the Backbone team=had to make was whether to retain this purpose,
or to develop a new_one.

In reflecting,on,the feedbagek'shared by Ministry staff at the sounding sessions, it
became cleaf that our peaple are ready for a change in terms of what we do, and
how welde-it"Finding alnew way to tell our reason for being - our Purpose — is, we
feel, consistentwith, this.

Our pew PurpOse is: Enabling New Zealanders to flourish

This statement goes beyond describing what our organisation does. Instead, it
suc€inctly and powerfully captures the value that we will deliver to real people.

Its\development was not without challenge. And nor should it have been. By breaking
down its component parts, as we have done below, we can hopefully explain the
journey we took.

Flourish: A living organism flourishes when it grows or develops in a healthy or
vigorous way, especially as the result of a particularly congenial environment. We
think that’s what transport should do for New Zealanders. The word flourish may not
be a word we immediately associate with our sector, but we think that’s a good thing.
It is fresh, and different. And it will get people talking.
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New Zealanders: We could have used ‘New Zealand’. However, we want to ground
our purpose more, and focus on the people that are central to what we do. The term
we have used still includes New Zealand Inc, the business sector, and our
international connections, but, at the heart of all of it is people.

Enabling: We think this word fairly and honestly represents our role. We are here to
help create the transport ecosystem that will enable society and businesses to
flourish, and grow.

You will notice that we also don’t specifically reference transport in our purpose. We
chose not to. Why is that? We don’t value transport in and of itself. We value what it
enables.

Transport enables New Zealanders to get to work, to put food on their tables fortheir
families, and a roof over their heads. It enables us to get to our social activities-and
other pursuits that make New Zealand such a great place to work and live. [ ransport
enables us to get our goods and services to market and enables us to connect with
the world.

There is also another reason for not specifically referencing transport._and that is
about us — the Ministry — owning our place in the world. Our transport system is part
of a bigger system or network, whether it be the land use planning'system or the
communications system. Our part contributes to a much bigger whole, and we think it
is time to reflect this in our Purpose.

Our Values: Invested, BOld, Collaborative

Our Values represent what the Ministryof Transport stands for; and what we will
need to embody to achieve*our Vision and Purpose. In simple terms, they capture the
behaviours and characteristics\we value as an organisation and we expect everyone
in the Ministry to moedel on a day=to-day basis.

Value\l:Anvested - We are committed and responsible

The Ministry is here to make a difference for New Zealanders, to enable New
Zealanders to flourish. To ensure we make the best impact, we all need to hold a
personal commitment to this goal. How we demonstrate our commitment may vary,
but*at a minimum:

e We know our purpose and we are striving to make this difference

o We take pride in our work and hold ourselves accountable for delivering high
quality outputs

e We ensure our work is robust and thoughtful through the questions we ask
and the people we involve

Underlying this value is a sense of belonging, collectively we want the Ministry to
excel and we will play our part to make this happen.
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Value 2: Bold - We are courageous, shaping our place in the world

If a person, action, or idea is bold they are showing a willingness to take risks, and
are confident and courageous. These are the attributes that the Ministry will
demonstrate.

We will step up to challenge difficult issues, provide free and frank advice, and be
flexible to change our approach or position if needed. We understand that sometimes
our decisions won’t be popular but we will clearly articulate our rationale and adapt
our delivery to give our advice the best chance of success.

When the Ministry is bold, we will be influencing others and making a difference for
both transport and the wider New Zealand society and economy.

Value 3: Collaborative - We are connected and jofrmey with others

For the Ministry to make the biggest difference Wwe'need to ensure we maintain and
grow strong relationships. Collaboration has ntany facets. It captures how we work
together within the Ministry, howe engage with government agencies and
stakeholder groups, and howwesinvolye the public and Ministers as we move
towards creating a flourishing New Zealand.

With effective collaberation, we'shoew we respect others, we are open for business
and connected to those around‘us: It provides an avenue to better understand current
and emerging,challenges and new ideas, and ensure our work is grounded in
evidence apd ‘experience.

As masters,of collaboration we will invest energy to ensure we involve the right
groups.(which piaysbe”broader than our current approach) and actively seek
opportunitiesstorshare our thinking. This approach allows us to show leadership and
influence others as we shape an integrated transport sector.
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3. Proposal overview: Changing the way we are
organised to become a high performing
organisation

Scope of the proposal

We have discussed the Vision, Values and Purpose for our organisation, as
developed by the Backbone Team, in Section 2.

To realise the opportunity we have in front of us, and to address the key areas that
have been identified through your feedback, it is clear that we must have an
organisational design and a way of working in our organisation that fits the baldhess
and ambition of our vision and purpose.

The proposal that follows has two distinct parts:

¢ A high-level discussion of the proposed operating model for Our’organisation;

e A discussion on the high-level rationale for how we organise ourselves, i.e.
our proposed organisational structure for the future,

Design principles and approach

The operating model and the structure of an organisation are inherently linked. As a
result, they need to mutually reinforce each éther.

In designing the proposed operating medeland organisation structure, a set of
principles were developedto, assess,and verify that the resulting operating model and
structure aligns with ounfuture vision/These principles are to ensure that:

1. Everyone.as\a“homev!

2. The structure is easy\to understand in relation to the functions we perform. It
is adaptable and résponsive to changing situations

3. Key'functions-are grouped together to leverage capability, common processes
and expertise

4. We recognise, establish and reinforce the behaviours which support
collaboration across the organisation

5, YWe create appropriate spans of control (i.e. Managers have between 7-10
direct reports; GMs / DCEs 4-7 direct reports)?

6. There are clear accountabilities with individual roles having the power to make
decisions to deliver on those accountabilities

" By this we mean that everyone in the Ministry has a clear reporting line to one person who provides
oversight of their work programme and provides support for their personal and career development.

2 This principle is intended as a ‘rule of thumb’ and will be applied flexibly.
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7. We support clearly defined career pathways, both within and beyond the
Ministry, and succession planning

8. We build appropriate depth and breadth of knowledge and understanding in
subject areas.

Proposed operating model

We currently run a ‘professional services’ operating model which, at its essence,
involves ‘projectising’ all our work, allocating a lead and then allocating staff from
various teams to spend a percentage of their time on that project. The feedback we
have had from both internal and external people indicates that, while the professional
services model may have been right for its time, it is not the model we need for the
future. While we have all tried hard to make the model work, at its worst, the current
model can mean a loss of responsibility or accountability to deliver, a constant.churn
of people on and off projects and inefficiencies in resource allocation where the same
people are over-stretched while other staff are under-utilised.

Having taken on board all of the feedback, it is clear that a new way\of working is
needed so that we can grow to be the high performing organisation”we envisage
becoming. Therefore, | propose to discontinue the professional services model and
move to a more linear accountability model for our organisation with the following
areas of focus (discussed in more detail below):

e Governance, decision-making and prioritisation,of our work
e Building a culture of collaboration
e Enhanced career opportunities for,6ur people

e Support systems

Governance, decisigh:making\amné prioritisation of our work
Clarity around whons accountable*for what and who can make what decisions is
critical to an effeetive operating model.

Your feedback tells methat we are not clear enough on either of these crucial
elements~For this reasbn, | propose to make some key changes to our existing
govetnance and leadership model at the senior leadership table. In particular, |
propose to:

¢ Rename the Ministry Leadership Team (MLT) the ‘Senior Leadership Teanm’
(SLET) with all roles on the new SLT being Deputy Chief Executive (DCE) level
roles

o Make it expressly clear that all DCE’s have collective responsibility for the
organisation as a whole, and as such, that we are accountable for collective
decision-making (where all SLT members own all the decisions made by SLT)

e Provide better clarity and transparency in all decisions taken by SLT (through
more effective communication of what we decide at each meeting)

o Make SLT members, in turn, responsible for empowering, delegating to, and
supporting managers to deliver in their respective areas.

Given the proposal to move away from the professional services model, the reason
for having the Transport Managers Group (TMG) will no longer exist (given it was
established to make decisions around the allocation of resources under the
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professional services model). However, | am mindful that this cluster of third tier
managers is a very important leadership group in our organisation. | therefore
propose to instead instigate a tier 1-3 leadership cohort in our Ministry which will be
charged with:

o Actively fostering a culture of personal and collective leadership of the
organisation;

o Ensuring the vision, values and purpose of our organisation are embedded
and that, as a leadership cohort, we are exhibiting those same values in our
everyday conduct and behaviour;

o Embedding the internal policies in our organisation and ensuring we are all
consistent in how we engage with our people on these policies; and

e Proactively sharing information and insights in order to inform our strategic
direction.

Alongside this group, | propose to create two new SLT sub-committees;

¢ A Finance Sub-Committee: Consisting of two DCEs (which DCE's are yet to
be determined, but one of which is to be Chair), the Chief\Financial Officer,
Manager Business Integrity and Performance and twoiother manager level
roles (yet to be determined)

e A People and Capability Sub-Committee: Consisting/of two DCEs (which
DCE’s are yet to be determined, but one of whichijis to be Chair), Manager
Human Resources and three other manager level roles (yet to be
determined).

The Finance Sub-Committee will be responsiblefor overseeing the review of specific
support systems in the finangial area. Foninstance, the group would oversee the
procurement process for newdeechnology in the Finance area and any proposed
changes to our approachito budgeting, fofecasting and reporting. The Sub-
Committee will, where-appropriatejprovide advice and recommendations to SLT and
the CE in these areas

The People and Capability'Sub-Committee will be responsible for overseeing the
review of specific’'support systems related to people and capability. For instance, this
group would overseethe proposed review of our Performance and Remuneration
framework.) The Sub-Committee will, where appropriate, provide advice and
recommendations o SLT and the CE in these areas.

Further, a-neWly constituted independent Risk and Assurance Committee will be
established in order to assist me and the SLT to fulfil our governance duties,
including management of risk, internal control systems, and external accountability
responsibilities. This Committee will also provide advice to assist me and SLT to
meet'our various stewardship responsibilities.

A move away from the professional services model means that, for the future, |
propose a shift to a more traditional, linear accountability model (consistent with the
proposed change in structure). This approach involves:

e Strategic priorities being agreed at SLT and collectively owned by SLT. Then,
clear allocation of individual priorities and areas of responsibility to DCE’s and
groups. These priorities will then be cascaded down to Managers who will
have clear performance expectations and responsibility for delivery of
particular priority projects and outputs for the organisation.
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e Managers having clear responsibility, and accountability, for the work
programme allocated to their team and for the staff and budget associated
with those teams.® As such, managers will be held responsible for managing
their team’s work programme and ensuring that resources are appropriately
deployed across their team in order that projects and outputs are achieved on
time and to a high standard. To sustain this, managers will be supported by a
PA/Team Administrator who will provide administrative support to the team
(including diary and inbox management for managers).*

In addition, | propose to support the prioritisation and delivery of our work through the
establishment of Programme Management Office (PMO) resource in our new
structure (this is discussed in more detail in section 5).

Given this change from projectising work, | also propose to remove the PMP roles in
order to drive accountability to DCEs and Managers for delivery on key pieces-of
work. To support DCEs and Managers in fulfilling their roles however, | propose jto
establish Director roles in the Data, Analytics and Regulatory Policy Group and
Strategic Policy, Innovation and Design Group who will be close aidesAo the DCE'’s
and act as a mentor and leader to the wider policy teams. They will’be responsible
for providing senior support to teams, issues management, assistanee.in the early
identification of, and response to, emerging issues, concerns or threats, and will
achieve outcomes primarily through influencing others.

Building a culture of collaboration
To realise the opportunity to become a high performing organisation, we need to
become more adept at collaborating both internallysand externally.

Within our organisation, there arevalready some.good examples where individuals
and teams are working togetherand sharing-their knowledge and expertise. We
need to build on this — in order'to strengthen the outcomes we achieve in our policy
work and to illustrate to aur external’partners that we are able to bring a cohesive
Ministry view.

There are three afeas)in particularthat | would like to focus on:

o Strengthening theeollaboration between our policy teams and our Legal
Teanr by ensuring that Legal is bought into the policy discussion early in the
precess of policy development, particularly in the regulatory policy area and
on-Key strategic projects. This should enable us to ensure policy decisions
takensare workable and able to be progressed quickly.

Ensuring we are more joined-up across our organisation when engaging with
our.crown entities and key stakeholders. This necessitates the policy teams
and Governance and Accountability Team being deliberate about checking in
with each other and clarifying each other’s role and interactions before
working externally; and

e Enabling our Engagement and Communications Team to work across our
organisation to develop a strategic engagement strategy on how we get our
message out more effectively, proactively and how we can influence others.

3 Alongside this, managers will also have direct responsibility for managing each of their team member’s
performance and responsibility for the professional development of each of their people.

4 The organisational structure proposes the allocation of one PA/Team Administrator across two
managers/teams.

16|Page



Organisation Review — Proposal Document

Alongside this focus on a culture of collaboration internally, | propose to establish
‘communities of practice both informally and formally. In a more formal sense, |
envisage these communities of practice being led by a person at tier 2 or 3 who will
be accountable for bringing together interested individuals and teams across our
organisation to take work forward on an issue of wide interest. In the first instance, |
propose that the Regulatory Stewardship work be a candidate for this more formal
community of practice model. In addition, it is my expectation that we look for
opportunities to bring together informal ‘communities of practice’ to enable us to
share learnings and insights across our organisation on particular topics.

External to our organisation, it is my clear expectation that we will, across all levels in
our organisation, work in a more joined-up way with our transport sector colleagues
and our public sector counterparts in agencies in the economic, social, and
environmental areas, particularly with regard to the key strategic priority areas agreed
by SLT.

Enhanced career opportunities for our people
A key outcome from this Organisational Review is the opportunity for ds'to enhance
the career choices for our people in the future.

To do this, we need to find ways to give people opportunities for development in their
roles, and we need to empower our people to do their very best work every day.

Bearing this in mind, | propose to focus on growing people to0 become future leaders
for the public sector through:

e Supporting our managers to undertake the\substantive management roles
envisaged in the new proposed structure by providing dedicated
administrative support (discussed i more detail in the following section)

¢ Reinstating rotation opportunities for'staff to move between teams in order to
gain experience_and expertise.in-other areas

¢ Enabling the.informal sharing of people between teams for short periods of
time to facilitate linkages,and knowledge sharing across the organisation, or
to work.en particular issues; and

e Providing/raining\for-all members on governance boards to give them the
skills\te’enable them to undertake governance related roles in our
organisatienysuch as membership of SLT sub-committee’s mentioned
above):

Slpport\Systems
OurCore organisational support systems are fundamental to the way we work in our
organisation.

We are currently undertaking a fundamental review of our internal policies and we are
looking at the financial forecasting and budgeting processes as part of the
assessment of our Finance function being undertaken by Probity Consulting. We are
also examining the efficiencies of our transactional processes and opportunities to

5 A ‘community of practice’ is typically brought together with the goal of gaining knowledge related to a
specific field or area. It is through the process of sharing information and experiences with the group that
members learn from each other, and have an opportunity to develop personally and professionally.
Through this process, the community of practice can also usefully aggregate ideas and views of a wide
range of people in order to develop an approach or framework on a strategic topic.
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make improvements in our technology to enable managers and budget holders to
have ready access to information.

| intend to, once the new SLT is in place, task the DCE MoT Corporate Services with
re-evaluating our support systems in order to ensure that they are fit for purpose,
simple and yet cohesive in light of this new operating model.

Particular areas of focus will be:

¢ Health and Safety (along with wellbeing)
e Performance Management

o Remuneration Policy

e Learning and Development

e HR Information System

e Induction processes

e Succession planning

¢ Management reporting (metrics)

e Delegations

e Procurement practices

Proposed high-level Organisationa| $tructure

We have already noted that the operating modeland the structure of an organisation
are inherently linked and, as such, it'is vitalthat they mutually reinforce and
complement each other.

To achieve our ambitionvofibecoming a high-performing organisation, | am proposing
a new way of operating,which will-dfive new behaviours, cultures and systems in our
organisation (the key components*of which are discussed in the previous section). In
order for this new, way of working to enable us to achieve our ambition however, we
also need tortransform theyway we organise ourselves (ie. structure ourselves) to
complement‘this change.

Accordingly, | am_proposing an entirely new structure for our organisation which
moves awayfrom modally split policy groups and centralises our corporate functions
to'€reate a.centre of excellence in corporate management and delivery as well as
giving renewed focus to our external engagement and relationships.

| amtherefore proposing an organisational structure with a strong focus on:

e Creating a centre of excellence around regulation and data through the
establishment of the Data, Analytics and Regulatory Policy Group. This group
would be responsible for the effective delivery and implementation of our
regulatory policy, and providing insights from data and analytics to inform our
long-term strategy and policy advice.

¢ Leading the strategic thinking for the transport sector through the
establishment of a Policy Strategy, Innovation and Design Group. This group
would be responsible for developing the Ministry’s strategy and providing
advice on some of the key cross-cutting policy issues the Ministry is involved
in.
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¢ Centralising our corporate support through the establishment of the Corporate
Services Group. This group would be responsible for the financial, human
resources and legal support and advice, information and learning strategy,
and business support services.

e Aligning, and giving renewed focus to, our external engagement and external
relationships through the establishment of the Governance and Engagement
Group. This group would be responsible for supporting the Ministry to lift its
external engagement, collaboration and influence with key stakeholders, and
lifting the overall performance of the Ministry and government transport
sector.

The following table maps, at a very high level, current groups and teams into the new
proposed high-level structure (which is discussed in more detail in the following
sections).
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4.1 Proposal: Deputy Chief Executive, MoT — Data,
Analytics and Regulatory Policy

Description of proposed function and rationale

The proposed Data, Analytics and Regulatory Policy Group would be responsible
for the effective delivery and implementation of our regulatory policy, and providing
insights from data and analytics to inform our long-term strategy and policy advice.

The focus of the Group represents a significant investment in, and commitment to,
developing a centre of regulatory excellence and data stewardship responsibilities,

Regulatory policy

Ensuring the regulatory environment is fit for purpose, and flexible to meet the needs
of a rapidly changing environment is an important component of the Ministry’s role
and a key focus for government. Aligning the Ministry’s regulatory pglicy in this Group
would support us to establish a centre of excellence, and give a more_deliberate and
strategic focus to our regulatory stewardship responsibilities, including more effective
engagement with the transport Crown Entities.

Under the proposal, the Aviation and Maritime Team would be responsible for the
development and delivery of the aviation and maritimé regulatory policy, including the
Annual Rules programme, ensuring New Zealand continues to meets its international
obligations, and air service and alliance applications:=The Road and Rail would be
responsible for the development and delivery.ofi\land transport regulatory policy. This
would include a strong focus on’road safetyyincluding implementation of the Safer
Journeys Action Plan and Land Transpori‘Rules.

This Resilience and Security Team would be responsible for assessing and
providing advice on the.resilience of the transport sector to both an event (e.g. natural
disaster, act of terror)y, and longer-term environmental (e.g. climate change) or other
trends (e.g. demographic), It would also be responsible for security policy across
transport modes.

Groupingsthése teams tagether is intended to support the development of a
regulatory centreofiexcellence, driven by the collective leadership of the group. This
would, previde ©pportunities to collaborate and share learning across teams and
ptomote conSistent delivery of best practice regulation. For example, the centre of
excellence'would drive a step change in the effective communication and education
oftranspart regulatory requirements and changes. Alongside an implementation and
engagement focus, | also expect the regulatory centre would consider more
fundameéntally the design, effectiveness and cohesiveness of the stock of regulation
indhe’long term.

Data and analytics

The Ministry and wider transport sector is a producer and user of a range of research,
data and statistical information. Given the increasingly rapid changes brought by new
technologies and increased data collection, there is significant potential to create
more value for New Zealanders through data-driven insights and innovation.

My aspiration is for the Ministry to be an analytics-driven, strategy-led organisation.
We should also move to be ‘open by default’ with our data, consistent with the aims
of the Open Government Information and Data Programme, led by Stats NZ. To
support the Ministry to achieve this aspiration, | propose to significantly increase the
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capacity and capability to drive a strategic approach to the use of data and analytics
in the Ministry and across the wider sector.

Under the proposal, the Economics, Modelling and Evaluation Team would be
responsible for providing core economic support, including cost benefit analysis, and
long term transport modelling. It would also be responsible for the Ministry’s
evaluation function. Evaluation is a core function of any regulatory or policy agency.
There is a need for the Ministry to be more deliberate and consistent in undertaking
policy evaluation. This is a key area for development and a critical step to the Ministry
becoming a truly learning organisation.

The Data, Research and Analytics Team would be responsible for leading a
strategic approach to the collection, use and sharing of data, research and analytics
across the transport sector. The team would assume responsibility for all matters
relating to ‘big data’, the research strategy, and domain plan.

There would be 16 specialist roles across these two teams.

| have proposed role title changes for all people working in the Data, Research and
Analytics, and the Economics, Modelling and Evaluation teams. This reflects that a
key part of the roles of technical specialists is to provide advice on=how to interpret
information, and what it means. The proposed title changes would\not diminish the
level of technical expertise necessary to effectively deliver these functions.

The NZSAR function would report to the DCE of this group_for routine and
administrative matters. The Organisational Review Has net considered the scope of
this function and therefore no change to the makéup.of'this team or its responsibilities
is proposed.

Summary of team responsibilities

Aviation and Maritime

This team would be responsible forthe development and delivery of the aviation and
maritime regulatory\policy, including:

o Therayiation and'maritime rules programme

o Ensuring New Zealand continues to meet any international regulatory
obligations

¢ Ensuring‘the effective implementation of aviation and maritime safety
management systems

o, Airservice agreements

e “Alliance applications

Road and Rail

This team would be responsible for ensuring the effective development and
implementation of land transport regulatory policy, including:

¢ Implementation of the Safer Journeys Action Plan and other day-to-day road
safety matters

e The land transport rules programme
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e Land Transport components of the Intelligent Transport Systems action plan,
including the Ministry’s role in relation to the operation of land transport
technology trials

¢ Implementation of the electric vehicles package

Resilience and Security
This team’s responsibilities would include:

e Transport security across all modes, including monitoring the implementation
changes arising out of the Domestic Aviation Security Review

o Climate change policy

e Emergency management

Economics, Modelling and Evaluation
This team’s responsibilities would include:

e Economic modelling
o Cost benefit analysis

e Evaluation

Data, Research and Analytics
This team’s responsibilities would inelude:

o Data strategy.

e Domain plan

e Research Strateg@y
o Big data

o(~Data handling and analysis

New Zealand Search and Rescue Secretariat (NZSAR)
It is,proposed that the NZSAR function would remain unchanged.

Benefits of the proposed changes
The proposed new structure aims to:
e support the Ministry and wider government transport sector to fulfil its
regulatory role, by establishing a regulatory centre of excellence

e support the Ministry to lead the sector in the collection, analysis and use of
data, leveraging the collective capability and capacity held across the
transport Crown Entities’, academia, and local authorities

e support the Ministry to lead the transport sector in contributing to whole-of-
government activities around resilience and security
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4.2 Proposal: Deputy Chief Executive, MoT-
Strategic Policy, Innovation and Design

Description of proposed function and rationale

The Strategic Policy, Innovation and Design Group would be responsible for
developing the Ministry’s strategy and providing advice on some of the key cross
cutting policy issues the Ministry is involved in.

Strategic vision and leadership is a key role and focus for the Ministry moving
forward. Ministry and stakeholder feedback strongly reflects the need for the Ministry
to play a greater leadership role in the transport sector, in order to provide a‘system
level vision for transport. There is also a clear desire and expectation that the Ministry
plays a more significant part in working across government on cross-cutting issues.
The proposed establishment of the Strategic Policy, Innovation and'Design Group
would support the Ministry to achieve the step change in our sectopleadership that
both our stakeholders and we want, and help to bridge the gap between our long
term strategy and day-to-day policy advice.

| propose to establish a Strategic Policy and Innovation.Team to provide the
capacity and capability needed to support a strategy-led approach. This team would
be responsible for developing the Ministry’s strategie.vision and strategy, reflected in
the Four Year Plan. The team would also be responsible for the delivery of the
Ministry’s strategy programme, and key strategic projects. By combining
responsibility for innovation with'strategy,“l.expect to see technology and innovation
as an integral part of the Ministry’s strategy for the transport sector. It is also
envisaged that resource from this team*would be deployable to support work led
across other parts of the Ministry.

The Infrastructure.and Charging Team would be responsible for ensuring the
investment inand upkeepef, the transport network that supports New Zealand’s
economic success, social eehesion and opportunity. Key strategic priorities would
include adviCeson therapproach to demand management, including road pricing. The
team would)also beiresponsible for advice on regional development. This recognises
that tramsport’s/contribution to this discussion is most tellingly in the area of
infrastructure investment needed to create and sustain regional growth and
development:

The WUrban Development Team would lead the Ministry’s advice on how transport
can, shape and support effective urban development. This would include leading
fransport’s advice on cross-government work programmes including housing, land
use and resource management. Auckland, as New Zealand’s largest city and
strategically critical to New Zealand’s success, would be a core focus of the team.
However, | expect the team would also apply the knowledge and expertise it
develops to influence the growth and development of other urban centres (including
Wellington and Christchurch).

The proposed Rail and Freight Team responds to feedback highlighting the need for
the Ministry to re-establish rail domain knowledge. Aligning rail and freight would
support the development of an integrated approach to freight strategy in New
Zealand, including continuing to grow our understanding of how the freight task is
changing and the role of government is shaping and supporting this.
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With the exception of the Strategic Policy and Innovation team, the focus of the
preceding three teams is medium term, and closely aligned to the Ministry’s draft
focus areas. It is noted that the specific focus of these teams may need to be
reviewed periodically to ensure they continue to align with, and support, the
achievement of the Ministry’s medium-term priorities.

The role of the Ministry of Transport in the Auckland Policy Office (APO)

The APO supports the Government to understand the needs and challenges of
Auckland, in the context of New Zealand as a whole, and provides a coordinated
cross-government policy response. Transport is a key consideration in Auckland; the
Ministry has, and will continue, to play a critical role as part of the APO.

Under the proposal, the Ministry would have eight roles based in the Auckland.

| propose to establish a new Policy Director role in Auckland. This role would have-a
strong focus on stakeholder engagement and would be expected to significantly.
increase the Ministry’s external engagement, leadership and influence in Auckland.
Under the proposal, the new Director role would be tier 2.5 in the organisation
structure. They would attend SLT meetings as a key adviser, but wauldinot be a full
member of SLT and therefore not be collectively responsible for Sisl decisions. The
role would report to the DCE MoT Strategic Policy, Innovation,and,Design, and would
be expected to work with significant autonomy. The accountabilities of this proposed
role would be significantly different to the existing Director Auekland role. As such,
the current Director Auckland role would be disestablished-and the new Director role
would be contestable.

It is proposed that all teams in the Strategic Poley; Innovation and Design Group
would include people working inbeth the Wellington and Auckland offices. Six policy
advisers would be based in Auckiand and.eaeh person in the Auckland office would
report to a Wellington-based\Manager/ Thisvapproach would support greater
collaboration between the Wellington and/Auckland offices, ensuring sharing of
knowledge and expertise.and effective working towards shared goals. It would also
support the externalfoeus of the\proposed Director Auckland role, by removing
people management responsibilities.

A PA/Team/Administratorwould be based in Auckland. This is a new role, and would
report to the’/Manager Business Support Services. As a consequence, the current
role of Qffice " Administrator would be disestablished.

InConsidering the Ministry’s role and function as part of the APO, | have looked at the
approach adepted by other central government departments represented in
Auckland. The proposal would ensure the Ministry’s approach is broadly consistent
with the approach adopted by other departments.

Stynmary of team responsibilities

Strategic Policy and Innovation
This team’s responsibilities would include:

e Ministry strategic direction and approach
e Strategic Policy Programme
e Government Policy Statement on Land Transport (GPS)

¢ Intelligent Transport Systems (ITS) Action Plan
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Safer Journeys Strategy and Action Plans

Briefing to the Incoming Minister

Infrastructure and Charging

This would include leading advice on:

Regional development
Demand management and road pricing
Infrastructure management and investment

Revenue forecasting and charges

Urban Development

This team would lead transport’s advice on urban development matters, including:

Urban planning
Land use planning
Engagement on local transport strategies and plans

Resource Management Act

Urban Development Authority

Rail and Freight

This team’s responsibilities\wouldwcaver rail and freight policy, including:

City Rail Link (CRL)
Metrogail‘operating ‘model
Railsafety

Ports

Future freight studies

Bengfits of the proposed changes

Thepreposed new structure aims to support:

The Ministry to adopt a strategy-led, integrated approach to its policy advice
The continued implementation of the strategy programme

Greater focus on critical, cross-cutting medium term issues

Greater engagement, collaboration and influence in cross-Government forums

Greater engagement and alignment between the Wellington and Auckland
policy offices
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4.3 Proposal: Deputy Chief Executive, MoT— Corporate
Services

Description of proposed function and rationale

The proposed Corporate Services Group would be responsible for the Ministry’s financial,
human resources and legal support and advice, information and learning strategy, and
business support services.

Corporate services are critical in supporting the design and implementation of the
organisation’s strategy and effective management of the Ministry. The proposed
consolidation of these functions would support the establishment of a centre of excellence
for management of Corporate Services.

Under the proposal, the Finance Team would be transformed to provide a more custemer
based service, supported by appropriate systems and processes.

| propose to establish a new role of Chief Finance Officer (CFO). The CEO would be the
head of the finance function and the primary advisor to the Chief Executive and SLT on
financial, accounting and related matters. The CFO would be tier 2,5."They would attend
SLT meetings as a key adviser, but would not be a full member of-SLT and therefore not be
collectively responsible for SLT decisions. The CFO would replace the current role of
Manager Finance, which would be disestablished.

The role of the Financial Accountant would change significantly. The Financial Accountant
would have primary responsibility for ensuring the aecuracy and integrity of financial
information produced by the Ministry that/occurs asithe result of financial transactions. It
would also include responsibility forsOoversight ofiaproposed Assistant Accountant and
Accounts Officer, and oversight of-all'transactional systems. Given the significant change in
accountabilities, the new role would be contestable.

The Finance function would alse includesa Management Accountant, who would be the
primary advisor to Ministry managers and staff on day-to-day financial matters, and
responsible for the system of budgeting, forecasting and reporting. This is significantly
different from the current Management Accountant role, which is filled on a temporary basis,
and would be contestable.

The proposed.design &f the*Finance function takes into account an expected increase in the
use of fitifof-purpose JCT systems. While the details of these arrangements are still being
consideredvas part'efithe Finance assessment, | propose to establish a transitional Principal
Adviser rOle in Finance to support the expected rollout of new finance systems and
processes gver the next 18 months.

The Human Resources Team would be led by a new Manager — Human Resources (HR),
supported by a team of five (including one transitional role). The team would support the SLT
and managers to manage our greatest resource — our people.

Under the proposal, the Manager — HR would be responsible for the strategic relationship
with the SLT and have overall responsibility for strategic workforce planning and specialist
HR services, including recruitment, remuneration, performance management, leadership,
development, and health and safety. Two HR Business Partners would provide strategic HR
advice and support on these and other HR matters.
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A HR adviser and a HR administrator would also support the team. As part of their roles, the
HR adviser and HR administrator would share responsibility for health and safety and
induction in addition to general HR responsibilities.

| also propose to establish an 18-month transitional role in the HR Team, to support the
transition to the new operating model and structure, including providing additional support for
recruitment, learning and development.

The Legal Team would remain unchanged in size and makeup under the proposal. As such,
incumbents in the Legal team would be re-assigned to the new team. However, | expect that
the role of the team would change. In particular, | expect Legal to refocus its work
programme to play a more active role in supporting strategically significantly projects. In part,
this would be accommodated by shifting responsibility for day-to-day procurement matters_to
the Business Integrity and Performance team. The DCE MoT Corporate Services and Chief
Legal Adviser will be charged with identifying how best to support the organisation in this
area going forward.

The Information and Learning Team would be responsible for establishing astrategic
approach to ICT in the Ministry.

ICT spans information management, technology infrastructure, and techralegy-enabled
business processes and services. Strategic management of ICT underpins and enables the
effective and efficient operation of the Ministry and the implementation-of policy strategy. It is
also critical in creating and complementing the Ministry as a leafning organisation.

| propose a number of changes to provide the capacity and capability that will enable us to
achieve this step change in our approach to ICT. Under the.proposal, a new Manager —
Information and Learning, would lead the team. A new'Senior Adviser — Learning
Management would be established to proyvide additionalcapacity, and to address a ‘single
point of failure’ risk, in knowledge management.

| also propose to establish two néw ‘spécialist roles to provide strategy and technical advice
on how the Ministry’s information_systems, should be developed to support us to become
more agile, responsive and‘innovative, They represent a significant investment and step up
in our technical capability.

The team would continue to usé'external providers (Revera) for internal IT technical support.

| propose to establish’ a Business Support Services Team to provide all executive and
administrative.support forthe"Ministry.

It is cleanthat the Ministry needs to increase the capacity of business support to enable
peoplesto focus on delivering their core function, and to support improvement in the quality
and, eonsistency ofthe Ministry’s written outputs. The nature of our administrative support
also needstoradjust to reflect our new working environment in which we no longer provide
caverage ofiareception, and have reduced responsibilities for facilities management.

Four new Executive Assistant (EA) roles are proposed to provide executive support to each
member of SLT and, where applicable, Policy Directors that are reporting to each DCE. |
also propose to establish six new PA/Team Administrator roles. These roles would provide
diary and inbox management support to third tier managers, and administrative support to
their respective teams. A new Facilities/Administrator role would also be established.

| propose to establish a centralised system to manage business support services. All
business support staff would report to a new Manager — Business Support, who would be
responsible for the Business Support Team’s management, training and development. This
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approach would support consistency of service across the Ministry, driven by sharing of
knowledge and expertise.

A number of roles would be disestablished because of the proposed changes.

Summary of team responsibilities

Finance
This team’s responsibilities would include:

¢ Financial accounts for external publications (annual reports, estimates, SOI)
e Management of financial systems

¢ Management of finance function suppliers

¢ Budgeting and forecasting process

¢ Financial management reporting process

e Ministry financial policies

Human Resources
This team’s responsibilities would include:

e Workforce planning and recruitment
e Performance and change management
e Employee relations, remunetation'and/benefits
e Learning and Developmént, includingrsinduction policy
¢ Health and Safety andwellbeing
Legal

This function is unchanged frem\etrrently, with the exception of day-to-day procurement
management, which wouldsshiftito the Business Integrity and Performance team.

Informatiop’and-Learning
Thisdeam’s responsibilities would include:

o Knowledge management

¢ ‘Learning strategy

e |CT (platform) architecture

e |ICT support (through a 3rd party provider)

e |ICT disaster recovery
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Business Support
This team’s responsibilities would include:

o Executive support to each member of the senior leadership team and directors
o Diary and inbox management support for third tier managers
e Administrative support across the Ministry

e Facilities

Benefits of the proposed changes

The proposed new structure aims to:

e provide an appropriate level of corporate service support to the organisation

e provide a consistent approach to EA and team management support-across the
Ministry

e support our policy people to focus on their core function

¢ support more effective training and development for business,_support staff.
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4.4 Proposal: Deputy Chief Executive, MoT—-
Governance and Engagement

Description of proposed function and rationale

The proposed Governance and Engagement Group would be responsible for supporting
the Ministry to lift its external engagement, collaboration and influence with key stakeholders,
and lifting the overall performance of the Ministry and government transport sector.

Under the proposal, the Business Integrity and Performance Team would provide an
advisory function to the Chief Executive and SLT to support its leadership of a high
performing Ministry. Its core functions would include corporate accountability, business
continuity and risk, and the Project Management Office (PMO). The team would also/have
responsibility for internal audit, though we expect external resource would be usedjto provide
this service. Including responsibility for this function in the Business Integrity and
Performance Team would provide appropriate separation and independence 0f'advice from
the Finance function.

It is proposed that the role of Manager — Business Integrity and Performarice and all team
roles are specialist roles. This reflects that the team’s core functions.allrequire specialist
expertise, and would support targeted training and developmentfor, people in these roles.
Recognising that people working in the Strategic Direction and Rerformance Team have
acquired skills in some or all of these functions, it is proposéd they would be given the
opportunity to be reassigned into the Business Integrity and Performance Team.

The Engagement and Communications Team would be responsible for establishing a
more strategic and proactive approachtto‘the Ministry’s external engagement and
communications. This is necessarydossupport.the Ministry to fulfil its sector leadership role,
and to be more influential with key stakeholders.

In order to support this strategic-approach,»and more effective engagement with our key
stakeholders, | propose asnumber of changes to the responsibilities and make up of the
Engagement and Communieations Team. This includes making the team responsible for
web content and offi¢ial correspendence. An increase in capacity and capability is proposed
to support the step change in“approach expected.

Under the proposal, the team-would be led by a new Manager — Engagement and
Communijeations. Thiswole would have strong focus on proactive, strategic communications
and engagéement, and responsibility for people management. This is significantly different
from,the current/Team Leader — Engagement and Communications, which would be
diséstablished.

A.new Prineipal Adviser — Engagement and Communications would support the team
manager<o develop and implement a strategic approach to engagement and
commuhications.

A new Senior Adviser — Web Content role would be established to lead a step change in our
online communication and engagement. They would work closely with the Information and
Learning Team to ensure the Ministry’s web platform is appropriate to support effective
engagement with the stakeholders and public.

To improve the Ministry’s support of, and engagement with, the Minister and Associate
Minister of Transport and their offices, | propose to establish the role of Official
Correspondence Adviser. The role would have responsibility for managing the flow of official
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correspondence to, and from, the Minister’s office, including the weekly reports. Along with
the new PA/Team Administrator roles, this dedicated role is expected to help improve the
quality and consistency of documents provided to Ministers and support greater customer
focus. The role would become a key liaison and conduit for Ministers’ offices.

As a result, the current roles of Private Secretary (Administration) and Official
Correspondence Coordinator would be disestablished.

The Ministry’s Private Secretaries play a crucial role as an intermediary between the
Minister and Ministry, facilitating the provision of the Ministry’s advice to the Minister, and
feedback to the Ministry on behalf of the Minister and their office.

Under the proposal, the number and role of Private Secretary - Transport remains
unchanged. However, | propose that the DCE MoT Governance and Engagement becomes
the relationship owner for the Minister’s office, and assume line management responsibilities
for each transport Private Secretary. This will provide a clear, consistent and neutral avende
for communicating with the Ministry. As their line manager, the DCE would manage‘each
Private Secretary’s professional development, including their return to the Ministry at the end
of their secondment. To increase day-to-day coaching and support, | propose that a policy
DCE would also be assigned to coach and mentor the Private Secretary warking on the
same portfolio.

The Governance and Accountability Team would remain largely'tinehanged from
currently, though it is proposed that roles in this team become specialist roles. We propose
that members of the current Governance and Accountability team-would be re-assigned into
this team.

To support closer collaboration with the transport sectonCrown Entities, and the Ministry’s
leadership role within the sector, we propose that policy"DCEs be the relationship owner for
each transport Crown Entity. Their role Would be‘to’stand alongside the Crown Entity so that
the Ministry and the Crown Entity are/pushing(in the same direction to achieve outcomes.
Under this approach, the role ofthe Governaneesand Accountability Team is to help the
Crown Entities to perform and.be, their best."The DCE Governance and Engagement would
retain overall responsibility foerthe Crown Entity Assessment Framework and updates,
providing appropriate separation between the day-to-day relationship owner and the
independent accountability function

| expect the Governance and Accountability Team to continue to add depth and rigour to its
Crown Entity menitoring and assessment. This would include working closely with the Data,
Analytics and"Regulatery. Group to develop an appropriate framework of assessing the
effectiveriess ‘of eagh Crown Entities regulatory function.

Undeér, the’proposal, responsibility for the Funding Review Programme, currently led by the
Funding and/Infrastructure team on a temporary basis, would also be included in the
Governance@nd Accountability Function. This would allow for specialist oversight of the
programme,and provide appropriate separation between the adviser function (relevant
policy team) and the funding or fee reviewer.
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Benefits of the proposed changes
The proposed new structure aims to:

e Support continuous improvement in the Ministry’s performance, through establishing
a dedicated and specialised integrity and performance team

o Support the Ministry to develop and implement a strategic approach to external
engagement and communications, growing the profile and influence of the Ministry
with key stakeholders

e Support an improvement in the quality and consistency in the Ministry’s handling of
official correspondence on behalf of the Minister of Transport

e Enhance the Ministry’s relationship with each transport Crown Entity, by supporting
greater collaboration, more regular communication and improved oversight and
governance

Summary of team responsibilities

Business Integrity and Performance
The team would have three main areas of responsibility.

Corporate Accountability: The team would assume the corporate accountability and
organisational performance responsibilities currently provided by.the, Strategic Direction and
Performance team, including production of the Statement of Intent and Annual Report. It
would also assume responsibility for preparing the responsg’toEstimates and Annual
Review from the Finance team, working closely with the CFO"and Finance team.

Project Management Office (PMQO): The PMO would,.provide project management support
for a small number of significant projects /It would4ead, the Ministry’s business planning
process, and production of managementwreports It would assume responsibility for day to
day procurement management and.support, providing advice on procurement practice, and
ensuring that procurement is carried’out efficiently and in line with the Ministry’s procurement
policy. Responsibility for procurement contraeting would reside with Legal.

Business Continuity and Risks The team*would assume responsibility for business continuity
planning (BCP), risk snanagement angd security.

The Business Integlity’and/Performance Team would also provide analytical and secretariat
support to the SET) Perfermance and Risk Advisory Committee, Finance, and People and
Capability Sub’€ommittees:

Governance and-Aecountability
Thexteam would b€ responsible for:

o _Board appointments

e Commercial ownership monitoring and advice

¢ Crown entity monitoring and performance

e Cross-sector initiatives, including Government to Government (G2G)
e Secretariat support to the Transport Sector Leadership Board

e Funding review programme
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Engagement and Communications

The Engagement and Communications team would be responsible for:
e Engagement and communications strategy
e Media

e [nternal communications

o Official correspondence, including the weekly report

Private Secretaries

The Private Secretary (Transport) function would remain unchanged.
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5. Feedback and Question and Answer process

Consultation

This proposal describes the proposed operating model and structure for the
organisation. The proposal provides opportunity for feedback before any final
decisions are made.

Consultation will be undertaken by an online website tool called ConsiderThis.

In the document loaded onto the website you can:
e See the proposal

¢ Provide feedback on the proposal and

o See what other people think about the proposal

The website is open until 11am on 19 May. After that, the team will summarise
everyone’s comments in a paper to the Chief Executive whe=will,personally view and
consider your views and make decisions on the best way to\move forward.

Consultation on the proposal is important. It's ok to‘adjust your work priorities to
make some time to read and understand the proposal and have your say. If you need
to, talk to your manager about finding time to balance this alongside your work
programme.

Please remember that all infermation eh €onsiderThis, and in the consultation
document, is confidentialito the Ministry-ef Transport. Please take appropriate
security measures with-this‘information, particularly if you access ConsiderThis
through a non-Ministry, computer.

How the weébsité works

Click on.the relevant heading in the left column to learn about the different proposal.
This is'where you, record your feedback. Type in your comments and press <submit>.

You ean also{ ead the comments that have been made by other people. Click the
<agree>(if you support their view. Click the <reply> button if you wish to add your
view,to anexisting discussion.

Younfeedback is most effective if each submission is kept to a single idea and is
submitted at the relevant section of the proposal. This makes it much easier for
people to follow the conversation and flow of ideas.
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About your comments

All comments are published anonymously. That means we publish comments
without saying who said what. Only the team will know who made a particular
comment.

Submissions will not be published on this website if they identify a specific person or
contain comments not in line with our values. All submissions received - whether
published or not - are visible to the project team and will be considered as part of the
consultation.

Questions about any aspect of the proposal or the consultation process should also
be submitted to ConsiderThis to ensure that they are fully recorded, tracked,
considered and archived as part of the consultation process. You will receive an
answer from the project team as quickly as possible. Questions and answers(wil also
be published on ConsiderThis unless they refer to a specific person, contain
comments not in keeping with our values, or are marked as private and¢onfidential.

You can make submissions either as an individual or as a group. Algroup submission
will need to be made through one person's login. You will need té™net€’it is group
feedback so the project team can take this into account.

Moderation

All comments are moderated. This means that whenwyou submit a comment it does
not instantly or automatically get shown to everyone €lse. Instead, a team member
will read your comment before it is publishedi:Moderators cannot edit or delete your
comments, but they may decide\to ' keep a comment private to ORT. The general
policy is for all comments to bé publishied,\but we need to make sure that the process
shows respect to everyone.

Question and AnSwyer process

ConsiderThis proyides a ferum for asking questions about the proposal. Questions
will generally’be answered on the site so that all site users can see the responses.
Where the-guestion is marked as ‘in confidence to the project team’ the response will
be vig-emdil to the'individual rather than through the site.

Du(ing the Coensultation period, questions and answers that are of general interest will
bespublished,on a “Frequently Asked Questions” tab on the ConsiderThis website.

Questions may take a couple of days to be answered. Please submit your questions
as early as possible during the consultation period so that the answers can help
inferm other submissions.
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6. Process for implementing the proposal process

Change Protocols

The Ministry currently has no agreed change policy. Accordingly, Change Protocols
have been developed for this change process. These are in line with the Ministry’s
accepted practices and processes, and public sector best practice, and would be
applied to implement the outcomes of the proposal.

A copy of the Change Protocols is attached at Annex B to this document. The
Change Protocols sets out a standard approach for managing any processes that
have the potential to have significant impact on an individual’s role at the Ministry:.

This section provides further detail as to how the Change Protocols will be applied for
implementing the eventual outcomes of this proposal.

Scope

The Change Protocols and the process outlined would apply to alléstaff employed by
the Ministry on permanent agreements. The status of staff employed on fixed-term
agreements would be determined by their specific employment agreement and
considered on a case-by-case basis.

The Change Protocols also applies to Ministry staff whe are on secondment from the
Ministry to an external agency, and whose substantive role is within the scope of the
proposal.

The Change Protocols doesot apply te:

¢ Any individual who,may be ©nsseCondment from an external agency to the
Ministry and whe-is hot employed by the Ministry

o Contractors\(including people on contract through an external agency)

e Casual staff.

Proces¥ oyerview

Follow,ng confirmation of the new structure, the reconfirmation, reassignment and
recruitment.pfocesses for any agreed new roles will commence.

The proposal details the potential impact that final decisions would have on current
roles¢ This potential impact has been determined through a role matching process.
This'process assesses the impact of implementing a new organisational structure on
current roles. The outcome of this assessment is that current roles that are within the
scope of the proposal are allocated to one of the following categories:

e Reconfirmation

o Reassignment

e Disestablished

e Cohort size reduction
These outcomes are described in more detail below and should be read in
conjunction with the Change Protocols.
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Reconfirmation and reassignment processes will begin immediately and are expected
to be completed by early July 2017. Tier Two, Director and non-policy manager roles
are likely to be advertised soon after a decision is announced and recruitment would
commence soon after.

Substantive role

A staff member’s substantive role would be used to determine the impact of the
proposal on their employment with the Ministry. The substantive role is the role that a
staff member has been appointed to as detailed in their employment agreement.
Some staff members may, for a temporary period be ‘acting’ or ‘seconded’ to another
role and so may not be currently undertaking their substantive role. For the purpose
of this change process it would be a staff member’s substantive role that would
determine the impact of the proposal on their employment.

Reconfirmation

Where a role is the same or nearly the same as your current role'and you are the
only person who is able to be reconfirmed into that role, then you will be reconfirmed
to that role. If there is a reconfirmation option available to.you ifn'the new structure,
you will be advised of this when the final decision on the structure is released.

Reconfirmation will not require a contestable selection\process where there is one
role and only one person is suitable for reconfirmation into that role (or where there
are an equal number of roles and people). Where,there are fewer roles in the new
structure than there are peoplereconfirmationwill take place through a contestable
selection process.

Reassignment

Reassignment may occur where, a.staff member is assessed as being suited to a role
in the new structure takingsinto account the person’s competencies (technical and
behavioural), experiencé;-and’qualifications.

Reassighment will not require a contestable selection process where there is one role
and enly one persenis suitable for reconfirmation into that role (or where there are an
equal'number offroles and people). Where there are fewer roles in the new structure
thah there are’people, reconfirmation will take place through a contestable selection
process.

Cohowt’size reduction

JThe proposal outlines some instances in the proposed structure where teams of
cohorts would need to be reduced in size i.e. a fewer number of roles. In this
instance, a cohort is defined as a group of the same or similar roles.

Where a cohort needs to reduce in size, a contestable selection process would be
required to determine which of the current staff members could be reconfirmed or
reassigned into the reduced number of roles. Any staff member not reconfirmed or
reassigned as part of the process would have their employment come to an end by
way of redundancy, unless they were to apply for and be successful in being
appointed to another role in the Ministry before the end of the notice period with the
Ministry.
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Disestablishment

A role is disestablished where either the role is not required in the proposed new
structure or where changes to the role would be so substantial that the role cannot be
reconfirmed or reassigned. Any staff member in a role that is proposed to be
disestablished would have their employment come to an end by way of redundancy,
unless they were to apply for and be successful in being appointed to another role in
the Ministry before the end of the notice period with the Ministry.

Affected status and meaning

Individual staff members would be considered as being ‘affected’, ‘impacted’ or ‘not
affected’ by the proposal.

An ‘affected’ staff member is a permanent Ministry staff member who has a
substantive role that would be disestablished by the proposal. Any staff member
whose role is part of a cohort size reduction is also considered to be afféected but
does not have a ‘preferred’ status for appointments made as part of the recruitment
and selection process. See below for more details.

A fixed-term staff member whose role is part of a team size reduct.on is also
considered to be affected but does not have ‘preferred’ stattis-for appointments made
as part of the recruitment and selection process. See bélow,for more details.

An ‘impacted’ staff member has a substantive role that would be impacted by a
structure change within the proposal e.g. they would.have a change in reporting line
or titte. However their role remains unchanged:

Recruitment

The proposal includes a humber ofinew Toles and these new roles would be
advertised soon afterthe-decision is released.

New tier 2, Directorand non-poliey manager roles would be advertised internally and
externally at the same time\ Other roles would normally be advertised internally in
the first instanceysalthough'the Chief Executive may identify some exceptions to this.
Regardless‘efwherée roles are advertised, affected staff members would be given
preference (see below.for meaning of preference).

Where a rolg is advertised internally, anyone from the Ministry would be able to
apply. However affected staff would be given preference for an appointment during
theé selection’process if they meet the suitability requirements of the role. This means
where an affected staff member is able to demonstrate they have the required
competéncies (technical and behavioural), experience and qualifications as indicated
indhe role description, they would be offered the role ahead of ‘non-affected’
candidates. If there is more than one affected person who is assessed as suitable for
a role, the role would be offered to the best affected candidate.

There may be some other roles where a decision would be taken to advertise
internally and externally at the same time. This could be due to a number of reasons,
including the specialist nature of the role or size of the potential candidate pool within
the Ministry.
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Selection process

Selection into new roles would occur by way of panel interviews following a written
application.

The following criteria are proposed as the basis for selection into new and
contestable roles;

¢ Competencies (technical and behavioural), experience, and qualification, as
indicated in the role description;

e Past performance; and

¢ Understanding of and commitment to the new focus and direction of the
organisation.

Preference or ‘preferred’ status

An affected staff member would have preference over a non-affected=staff member
for appointment as part of a contestable process where they have the relevant skills
to undertake the functions of the role within a reasonable time frame-~ This means
that their application would be considered prior to the application from staff members
who do not have affected status.

Offer of a suitable alternative role

Where a staff member is offered, but refuses, aysuitable alternative role they will not
be entitled to a redundancy payment.

Decisions as to whether an alternative relefis a suitable one will be based on a
comparison of a staff members/Current substantive role with the potential suitable
alternative role. The following factérs’would be used when making this comparison:

o The type of work-and the responsibility of the role

e The levehof the role\in the organisation

e Terms and conditions including pay and benefits

e Hours of work

¢ (Location

o Whether the role is within the Ministry or the wider State Services

The decision to make an offer of a suitable alternative role would be made following a
discussion with the staff member and with consideration of their views.

Affected staff who are not placed

The Ministry would take all reasonable steps to assist individuals in securing a
suitable alternative role. However, in the event that an affected staff member is not
successful in their application(s) for a new role(s), their employment would come to
an end by reason of redundancy and notice would be provided in line with the terms
of their employment agreement. During the notice period, staff members would have
the opportunity to apply and be considered for any other advertised vacancy
available. Outplacement and other reasonable support would be provided.
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Secondment

A secondee is a staff member from the Ministry who has temporarily transferred from
their substantive role to a different role either within or external to the Ministry. This
may include where a staff member is providing cover for a role that is vacant or for a
short-term project role. For the purpose of the change process, it is an individual’s
substantive role, i.e. the role from which they have been seconded, which determines
the impact of the change process on their employment.

If you are on secondment within the Ministry and the role you are seconded to is
impacted by the final decisions, this could affect the term of your secondment. This
would be discussed with you.

Staff employed on a fixed-term agreement
A fixed-term staff member is a person employed by the Ministry on a fixed-term
agreement for a specific reason and with a specific end date.

If a fixed-term staff member is currently occupying a role which has been, identified as
potentially surplus to requirements, the Ministry would consult with them on a case by
case basis about whether or not the fixed-term agreement should.run-t6 its stated
end date or whether it would be terminated early. In making this assessment, the
staff member’s employment agreement will be taken account of

In general terms where a role has been identified as surplusito requirements:

o Fixed-term agreements that end on or before 1\October 2017 would end on
the date of the fixed-term agreement, and

¢ Fixed-term agreements that end later than 1 October 2017 would be
considered on a case-by<Case baSis!

Review process
Please refer to the Change Pretocols for details of the review process available to
affected staff.
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Support and assistance

People support

Work is a big part of our lives and during organisational change it is normal to have a
rollercoaster of feelings and emotions. It is important that we look after ourselves and
have respect for those staff who are potentially affected or impacted by the proposed
changes. Please ask for support, and encourage your colleagues to do the same.
Talk about how you are feeling. Talk to your manager, work colleagues, your union
representative or friends and family.

Sometimes a colleague may be more vulnerable to the impact of change because of
other things that are happening in their lives. If you have particular concerns about
anyone’s well-being, contact HR for advice. If you are a manager or team leader and
are concerned about one of your team members, please talk to them, or seek"advice
from your HR or a member of.

What support is available for you?

An employee assistance programme (EAP) is provided to all employees. This is an
external counselling service and is free and confidential. Pleéasesuse this service if
you feel that this would be helpful. Information about our’ EAPservice is also located
on Discover.

Additional support in areas such as resilience skillssand managing change for
managers either will, or has been made available, to you. We encourage you to make
use of all the support that is madé)available.to.you.

Ensure you take the time toread,the propesal, the submissions, information and any
updates on Discover and/ConsiderThis..Attend any meetings held within your area
and read staff communications that ‘dre available. Being informed can help you be in
control of what is happening and.enable you to make informed decisions. Your
manager is also there if you need help in balancing this change alongside your work
programme.
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Frequently Asked Questions

Below are a number of frequently asked questions which may assist you. Will add to
these through ConsiderThis during the consultation period.

What happens after the consultation closes?

At the conclusion of the consultation period, all feedback and ideas submitted through
ConsiderThis will be analysed. All feedback will be considered, and the final decision
on the structure will be made by the Chief Executive. Subject to consideration of
feedback and further changes to the proposed structure, a confirmed structure is
expected to be announced 19 June (indicative). Following confirmation of a new
organisational structure, a transitional plan will determine how the new structure will
be implemented. You will receive further information about this plan in due course:

How does the Finance assessment fit into the Organisational Review?

The Finance assessment has been undertaken by Probity Consulting in,orderto have
an external assessment of our Finance function. The outcome of the aSsessment has
fed into the Organisational Review.

How does the PIF assessment fit into the Organisational Review?

The summary of the interviews undertaken as part of the self-assessment process
has been provided to ORT as background material. The(themes and issues raised in
this material are consistent with the material derived fromthe sounding sessions and
internal interviews.

Who will make the final decision on the stru¢{ute?

Final decisions will be made solely.by the Chief Executive.

Where can I get supportz

The Employee Assistance\Programme (EAP) is available to all staff. More information
on these is available,on Discoyer:

More information is détailed in section 5 of this proposal or on Discover.

What is thE purposeQf'gtaff consultation?

It's a chanCe 1o testithe proposal and consider other points of view before the
structure.is finalised, Structural change is always better when informed by the people
whorknow thé business best.

X ow will cohsultation work?

We vilt make the proposal for consultation available using a specially created website
called\€onsiderThis. The proposal will be loaded onto the website and you can add
your feedback. This means that all staff will be able to access the material from the
website, and comment on it at the same time.

You will need to submit your feedback or questions about the proposal using this
same website.

Why are we using a website?

ConsiderThis provides us with an easy to use and accessible tool.

You can log on at work (or another email address if you are seconded or on leave
during this period) to read the proposal, provide your feedback, ask questions, and
see and respond to other feedback. ConsiderThis is:
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e A central channel for all staff

e [Easy and convenient to use

e Transparent

e Great for discussing and sharing ideas

¢ A consistent, fast and accurate analysis tool.
Who has access to the site?

All staff and contractors will receive an individual login to the site. This login access
gives each person the opportunity to make comments, ask questions and hit the
'agree' button on a comment made by another user. Please contact

if you think you should have access to the site but do not receive your login by email.

Can | keep my feedback anonymous?

Your feedback shows to other staff without identifying you. Your feedback wilkshow
an individual number not a name. Your identity will only be known to ORT. If you say
something in your comments that does identify you, ORT will not publish the
comment and will let you know. The comment will still be considered-as part of the
final decision.

How do | submit my feedback without it being viewable by others?

If you do not wish to have your comment viewable by,6thers, you have the option to
tag the comment as 'private and confidential'. This means that it will only be viewable
on the site by you and ORT. It will still be considered.as part of the final decision.

How can | add my support to semeone elS&s\Comment?

The site provides an 'agree’ putton which,is very similar to a Facebook 'like' or a
twitter 'favourite'. This meansthat youladd your support to a comment made by
another user.

I have a submissjomte, make\that covers many topics. How can | submit it?

ConsiderThis werks best ifiyou split a large submission up by theme and use a
separate comment box for,eaCh separate idea. This makes it easier for others to
digest and‘comment.on,particular ideas. It also makes your ideas easier to analyse.

Whete cai | get aNltard copy of the proposal?

Youwcan download and print the PDF document(s) from the Overview page.

Who is éligible to make a submission?

Anyéstaff member— that is anyone on a permanent or fixed term employment
agreement, both at work and on leave. Contractors or temporary agency staff are not
eligible to make submissions.

Is it compulsory to make submissions?

We want to hear your views, but you don’t have to comment if you don’t want to. You
may find the ‘agree’ button option gives you a way of participating without writing your
own submission if this is your preference.

Will staff feedback be taken into account?

Absolutely. All feedback will be reviewed by ORT and considered by the Chief
Executive before any final decision.
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Is the union involved in the process?

Yes, the PSA has been involved in the process and is invited to give feedback on the
Proposal.

Who is answering questions and moderating ConsiderThis?
Members of ORT.

Is the site moderated?

Yes. All comments are moderated before they appear on ConsiderThis. Moderators
will be working continually during the consultation period to make sure that
submissions are answered as quickly as possible.

Moderation is the process of checking submissions before they are published. If.a
submission contains language or information inappropriate to the consultation, or'if'it
identifies anyone, it won’t be published on the site (although it would still be
considered as part of the decision-making process). In this event, the moderator will
let the person know so that they have a chance to edit the information. Mederators
cannot alter the submissions.

How can we make group submissions?

There are two ways to do this. Decide on the content of yeursubmission, and then
have one person log onto ConsiderThis and state that jt's a group submission. Or,
one person logs onto ConsiderThis and makes their§ubmission, and then others
follow and endorse the submission using the 'agree' button.

Bear in mind that submissions addressing a aumber of points should be separated
into a number of shorter submisSians withirrthe Site. If you submit one idea per text
box and attach it to the relevant section.of\the consultation document, it will be easier
for others to follow all the issuesraised, and easier for the analysis of the
submissions.

People do not have to,be partefa group submission if they choose not to and can
always make their own submission, either instead, or as well as being part of a group
submission.

Can | makeadate sttbmyssion if | am on leave while the consultation is open?

Sorry;-no-ate submissions will not be accepted. The process is moving at pace to
give staff certainty as quickly as possible, so there is no provision to extend the
consultation'period. If you'd like to make a submission while you’re on leave, let ORT
knew your personal email address and we will arrange for an email with your own,
unique log=in instructions to be sent to you.

Hom d6 | reset my password?

If you lose or forget your password, go to ConsiderThis
https://www.considerthis.co.nz/mot/ to have a new password sent to the email address
registered for you.

What should I do if I find an error in the proposal?

If you find an error in the proposal, please let us know via ConsiderThis, and we’'ll
correct it.
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Where can | ask questions about the proposal?

Frequently asked questions will be posted on the ConsiderThis website. If you can’t
find the information you need, ask your manager or submit your questions(s) to
ConsiderThis. If the question is submitted via ConsiderThis, it will be answered on the
site so that all staff can see the answer. If the question you ask is a personal one, the
site moderators will respond to you by email to protect your privacy.
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Annex B: Ministry of Transport Change Protocols

Overview

Document purpose and introduction

This Change Protocol sets out our approach for how we will manage any change and reviéw
processes within the Ministry and will assist in ensuring that the process used is clear,
consistent and meets our good faith requirements. This Protocol operates in accordance
with the requirements of the Employment Relations Act 2000, State Sector Act 1988, and is
consistent with applicable employment agreements.

Principles

We will consult with you (and your representatives where relevant) onithe'procedures for the
management of the change process, including how reconfirmation_and reassignment will
take place.

We will clearly communicate all decisions regarding the change process.

We will provide you with the opportunity to comment ontany proposals that may potentially
impact on your employment through meaningful consultation before any decisions are made,
allowing sufficient time to consider optiofs and provide feedback.

We will manage change:

¢ In a fair and transparent way, efisufing any issues raised will be handled as fairly and
consistently as possible througheut the process;

o With careful attention tog¢he'legislative framework for change and the provisions of
the applicable employment agreements; and

¢ In a mann€r that aims to ensure a motivated and engaged workforce.
We will communicate with you:

¢ “In.a timely and transparent manner;
o/ Providing an explanation of the reasoning behind the change proposals;
o _By/being responsive to requests for clarification or further information; and

o Jointly with staff representatives and staff forums where appropriate and agreed.

We will endeavour to minimise the impact on staff, suppliers and customers throughout the
change process and to ensure business delivery is maintained.



Change Impact

If you are affected by change:

e Your choices and preferences will be taken into consideration where possible;
e You will be provided with an outcome as soon as practicable; and
o We will explore all reasonable options for you as far as is reasonably practicable.

The Ministry of Transport aims to minimise the impact of role reductions where possible
through the use of attrition, appointment to new roles or reassignment to alternative roles
(with retraining if practical).

Appointment and reassignment processes for new roles will be fair and transparent.

You will have a range of information and other forms of assistance so that you are supported
through change.

Scope

The principles of this Protocol are consistent with the applicable employmeént agreements.
The Protocol describes how change will be implemented during the.chiange process and in
accordance with relevant provisions within employment agreemernts.

Organisational change will take place where one of the following,events takes place:

¢ Significant changes to structures are required;

o Significant, non-gradual changesto the skills er~competencies to perform the work
are required;

e The duties performed by c€rtain roles are no longer required; or
e The work needs to beperformed in adifferent location.

Where you are seconded«from your substantive (permanent) role into another role or ‘acting’
in another role, it will be.your substantive (permanent) role which will be used to determine
whether you are impacted or notby the proposal.



Process

Consultation

We will provide you with the opportunity to have input into any proposals for
organisational change that have potential to impact on your role. This means that we
will:

¢ Provide you with the proposal together with the information you need to fully
understand the rationale behind the proposal;
¢ Provide you with sufficient time to consider the proposal;

o Provide the opportunity for you to ask questions and comment on the
proposal, including putting forward any alternative suggestions you may have;
and

e Consider and respond to points raised by you during the eonsultation process.

Feedback

We will gather all feedback from staff members and review.the feedback against the
proposal. Feedback will be considered when finalising the proposal.

If requested, we will meet with the PSA and endeavour to reach agreement on the
matters presented in their submission, or on the.process for implementing change
and managing those affected by.it. “In thetevent that the parties cannot reach an
agreement, the Chief Executive will befentitled to make the final decision.

Decision

We will release the'deCision, where possible, to staff whose roles are directly affected
before the wider release.. The . decision will include:

o The'identification\of roles disestablished / significantly changed as a result of
the change;

e ( The ratiohale for the decision;
Theimplementation process and timeframe; and

o/ Support services available for affected staff.

Implementation

If the change process directly affects your role, we will look to place you in another
suitable role through a matching process of reconfirmation and reassignment. The
intention of these processes is to place as many affected staff in roles in the new
structure as possible.

Matching

A matching process will be used to determine which roles match most closely to the
new roles, so that affected staff can be reconfirmed or reassigned.



Reconfirmation

If it is determined through the matching process that a new role is the same or
substantially similar to a staff member’s current role, then the staff member may be
reconfirmed into that new role.

For the role to be the ‘same or substantially similar’, the following must apply:

o The work content of the role is the same or nearly the same as the current
role;

e The salary and other terms and conditions for the role are the samejor-nearly
the same; and

o The location is the same or within a reasonable commuting distance.

Where there are a number of people doing the same or nearly the.samée roles, and
there is the same number (or more) of those roles in the new structure, then those
staff members will be reconfirmed into one of those new roles.

If there are more staff members who could be reconside/ed for reconfirmation than
the number of such roles available in the new structureja-eontestable selection
process (ring-fenced to those staff members) will bé used to reconfirm the successful
candidates into those roles, in accordance with the mermal Ministry process.

If you are offered reconfirmation/and you de,notwish to take up the role you will not
be entitled to a redundancy payment.

Reassignment

Where there is no,role,suitablexfor,you to be reconfirmed into, you will be considered
for reassignment to‘a-Suitable alternative role.

For a role 16 beva'suitable’alternative role’ for you to be considered for, reassignment
to, the fellowing must apply:

¢\ /The roleé is suitable given the staff member’s skills, abilities and potential to be
retrained'within a reasonable timeframe;

e Salary and terms and conditions would be the same or substantially similar;
and

e “/The location is the same or within reasonable commuting distance.

Affected staff will be considered for reassignment to roles created by way of the
restructuring through a contestable selection process, in accordance with the normal
Ministry process. In this situation, consideration may also be given as to whether
voluntary redundancy or early retirement would be a suitable alternative to a
contestable selection process taking into account business needs.

If you are offered a reassignment to a suitable alternative role and you do not wish to
take it up you will not be entitled to a redundancy payment.



Roles to be advertised externally

Where The Ministry of Transport considers that the pool of internally affected staff
does not have the necessary skills and experience for any new roles (including but
not limited to tier 2 and 3 roles and specialist roles) it may advertise those roles both
internally and externally at the same time.

If any affected staff member applies, and does meet the requirements of the role,
they will be given preference for appointment over non-affected candidates.

Redeployment

Affected staff may also apply for any other available roles within The Ministry of
Transport. Such roles will be filled by way of a contestable recruitment process but
affected staff will be given preference for the roles, provided they meet the
requirements of the role.

In some situations, a role in the new structure may have similarities to.a eurrent or
disestablished role, but the degree of change means that it would not bg a suitable
alternative for redeployment. The Ministry may still offer this as aredéployment
option to a staff member recognising that there may be some«changes to terms and
conditions of employment. In such circumstances, there maynot be a contestable
process.

In the event that you are offered and accept anothef position in the wider State
Sector prior to the expiration of your notice periodier.immediately after your
employment with the Ministry ends, you will be censidered to have been redeployed
and the Ministry’s responsibilities“under these\provisions shall be fulfilled.

In such circumstances, you may not be entitled to any redundancy payment under
the relevant clause in yodr employmént.agreement. This is because under section
61A of the State Sector Actyif yoware offered and accept another position in the
State Services that is,0on no lessifavourable terms and conditions, or you are offered
an ‘alternative position’ in the State Services you may not be entitled to a redundancy
payment. Eachrof these situations is elaborated upon in section 61A.

Resolufion

In the\event that.no alternative options are identified, you will be given notice of
termination@and will receive outplacement support and redundancy compensation in
accordanCe'with your employment agreement and subject to section 61A of the State
Sector Act.1988.

Réview Process

The Ministry of Transport Recruitment policy does not provide for a review of
appointment during a change process. However, unsuccessful candidates will be
given the opportunity to request the reasons for their non-appointment and have the
opportunity to meet to discuss this.

There will also be a panel established to consider any complaints or grievances
arising from the restructuring process. The panel will consist of at least one Ministry
of Transport and one union representative, and will seek to reach agreement on how
to respond to any such complaints or grievances raised. In the absence of
agreement, however, it will be for Ministry of Transport to determine its approach.



Staff Support

Support will be available to you during the change process whether your role has
been identified as affected or not as the impacts of change can affect all of us.
Support may include change workshops, CV preparation, interview skills training,
career advice or counselling support services as appropriate to meet the individual’s
situation. As appropriate, during the notice period Ministry of Transport shall make
reasonable efforts to help affected staff members take up suitable alternative
employment in the wider State Sector.



Annex C: Current Organisation Structure

Organisation Structure

The current structure has six direct reports to the Chief Executive. This includes one
Deputy Chief Executive (DCE) four General Managers (GMs) and an Executive
Assistant to the Chief Executive. The DCE and GMs each have responsibility for an
area of the Ministry business. The DCE and the GMs, together with the Chief
Executive, make up the Ministry Leadership Team (MLT).

Reporting to tier 2 is a cohort of people leaders who are mix of managers and team
leaders and named the Transport Managers Group (TMG).

The current structure is shown in the diagram on the following page.
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Foreword from Peter Mersi, Chief Executive

Thank you for your commitment to the Organisational Review process and participating so
extensively over the past four months. | know the review has come at a busy time for the
organisation, but getting our structure and operations right is something we needed to
prioritise to meet the fast and evolving need for good quality regulatory and policy advice.

Following a rigorous process which included extensive information gathering, developing a
Proposal document, consultation on that Proposal and finally the decision making phase,, |
am confident we have developed an operating model and structure to help us become-a
high-performing organisation. However, we know that success is not determined solely_by
structure, so this document sets out both how we will structure ourselves and how we'will
transition to our future organisation, and the way we need to work.

For those people whose roles are affected by the review, | would like to Signal to you early,
that it does not necessarily mean that there is no role for you at the Ministry. | encourage you
to consider new roles offered by our new structure.

The value of consultation

As you read this document and become familiar with our hew structure, you will notice a
number of differences to the Proposal document. In«esponse to your feedback, the final
structure and operating model have chapged quite a.ot. While some of you might look at the
changes | have made and concludethat.they have substantively modified the Proposal, the
reality is that the high-level structurejand operating model were largely supported by the
consultation process. | am pleased that the consultation process worked as intended and
that the finalised structure has been improved by your input.

| emphasised at the bBeginning and throughout the process how important it was for you to be
involved as you are closest to'theé day-to-day business and best understand the intricacies of
how we operate.MWe“achievedigood levels of participation both internally and externally
throughout theyréview process which has really benefitted the review’s outcome.

Ministry partiCipationdncluded identifying what we could improve on, what was working well,
followed\by asking questions and reviewing the Proposal. There was good participation at
eachwstagey78% of you attended a sounding session, and 89% of you logged into
ConsiderThis\o read and/or review the Proposal during the consultation period.

Your feedback included 379 ConsiderThis submissions and 1,335 votes on colleagues’
submissions. Along with input from key stakeholders, | was given a clear steer on the
changes we need to make to become what we want, and need to be - a more front-footed
and influential organisation.

Why did we do a review?

Simply put, the review is part of making sure policy and regulation keep evolving.
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The environment in which we work has changed significantly and | believe we need to make
bold change now to deliver what is being asked of us. As good as we are, we can do better,
and it was timely to review the organisation so it is has the right structure and processes to
meet the challenges of the next 10 years and beyond.

The drivers for change include the following factors:

e our Minister sees room for improvement in both the depth and breadth of our policy
advice and wants us to be more proactive and influential

e public sector Chief Executives have been charged with collaborating effectively across
the public sector rather than operating from our individual portfolio perspectives

o our key stakeholders want us to take the lead in the transport sector

e considerable effort is being put into issues such as urban development, housing,
regional development and tourism across the public sector — all of which couldjbenefit
from a more cohesive and strategic transport perspective

e issues in the environmental and social areas are also in need of more attention.

Support

You may be feeling unsettled now that we have a confirmed new _structure and we know how
you and your colleagues will be affected. If you are finding it hard, please reach out and take
advantage of the available support, as outlined in section five ofithis document.

We have faced a number of sizeable challenges as a Ministry over the past year - quite
aside from our regular work — and it is my, observatién.that the Ministry is resilient and has
coped very well by pulling together and\Nooking after-each other.

Next steps

Our new operating model and'structurethave been our focus for some time now. Now we
need to switch that focus te, transitioningithe Ministry into the new design. Advertising for our
new roles starts as early‘as tomorrewsand recruitment will be sequenced so, wherever
possible, managers ecan‘be involved in the selection of their own teams.

We will bring.you the detail‘ef-each review phase in a timely way, but if anything is unclear
please see the Organisational Review Team (ORT) or contact me.

Thdpkyou

Like.many 6f you, | am ambitious for the Ministry and | am confident that our new structure
will helpaus become a high-performing organisation, delivering what we need to as a
Ministry, Thank you again for your contribution to this goal. The design of our organisation is
better as a result of your suggestions.

Peter Mersi
Chief Executive
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How to read this document

Purpose of the document

This Final Decision Document outlines the finalised organisational structure and operating
model for the Ministry of Transport (the Ministry). It takes into consideration feedback
received in response to the proposal that | shared with you on 3 May 2017.

The document does not respond to every piece of feedback, question or suggestion received
during consultation. Instead, we used ConsiderThis as our channel for feedback discussions
and responses to questions, as well as receiving direct feedback from some people/team

This document captures the broad themes from that feedback and provides my respon%?l/

which includes a number of changes from the Proposal. g
| expect you will recognise many of these themes as they represent much of your tmking
and feedback on the proposed structure. The organisation charts in the bo e
document are also reproduced in Annex A in a more readable form. These'have been
printed on A3 for ease of reading. The contents below provides a descri of where

information can be found in the document.

Once you have read this document, you may have further qu su can discuss them
with your colleagues, managers or the Organisational Revb% m (ORT). If there is
anything specific you would like clarified, you can conta irect or through the ORT
email address. O?%

on provides information on key themes and

hi
@s from your feedback and including the high-level
{st ure and approaches Ministry wide

‘ﬁhis section has key themes and decision of the Final
Structure across the Ministry:

°  Chief Executive / SLT / Directors

° Regulatory and Data

° Strategy and Investment

° Governance and Engagement

° Corporate Services

This section provides information on Recruitment Process
and Next Steps in the different categories, Transition and
ORT, the Timeframe and Support structures
Organisation wide chart (A3)
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Section One: Introduction

The Proposal that | released on 3 May has benefited significantly from the substantial
amount of input from across our organisation. As a result, the final operating model and
structure for our organisation has been refined and changed.

Given the breadth of perspectives | have received, it is impossible for me to comment on
each individual submission or idea that you have posed. What | can assure you of is that all
your feedback has been carefully considered by both me and the ORT. As is accepted
practice for organisational reviews of this nature, this document discusses the general
themes that emerged from your feedback.

A clear mandate for change

Early in the review process, we undertook a series of sounding sessions which provided an
opportunity for everyone to tell me what you thought was working well, what needed to be
fine-tuned and what was broken. Alongside this, the ORT met with a rangelof internal people
and key external stakeholders to hear what they thought of the Ministry and-how we are
performing our role. | also received direct feedback from our Minister’

Having taken on board all of that feedback, as well as your input from the consultation on the
Proposal, there are a number of areas we all think can be iniproved:

o We need to take a more active leadership role —we\have an important stewardship

role and, as such, we are expected to:

o Ensure that the transport systemsasa whale'is unified and planful in its approach.

o Be actively influencing the widér goverhnient sector on broader economic, social and
environmental related agendas and‘issues that touch on our sector.

¢ We need to be brave and-courageous = both we and our external stakeholders want us
to be more courageous in,putting ferward our view and they want us to be prepared to
take risks.

e We need to besmore/joined up.- too often we heard from our stakeholders that we are
not talking te.each’othereneugh and that we are not working collectively as one
organisation. We arenalsoabsent in a number of the key discussions that are happening
across the’public Sector in the social, economic and environmental spaces. To illustrate
our cemmitmentto our work, we need to actively work more collaboratively across the
Ministry — involving related teams in our work early in order to achieve a more joined-up
approach to policy development.

o, We néed\to’be focussed on being more proactive, deliberate and timely in our
advice.

e Weneed to be more strategy-led — a consistent piece of feedback externally is that we
need to be leading the development of a medium-term strategy for how we get to the
long-term vision for our sector.

We have a huge opportunity in front of us. To realise this we need both an organisational
design and a new way of working that fits the boldness and ambition of our vision and
purpose.
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A new way of working

In the Proposal document, | outlined my vision for changing our operating model. It is clear
that, while there are some good things associated with the current professional services
model, the vast majority of us see real benefit in changing this model for the future. As such,
the section two discusses my decision to discontinue the professional services model.

In addition, many submitters focussed on the need to map existing business-as-usual (BAU)
work into the new structure. The underlying assumption appears to be that existing work
programmes for individuals and teams will remain as they currently are, but simply be done
in a different team. To achieve our ambition of becoming a high-performing organisation, |
am clear that this is not what | see working in the future. It is clear in feedback from our
Ministers and externals that we need to change what we are doing and prioritise our
resource differently. This means that we can all expect to be doing things differently in-the
future and that we will be focussing on different areas of work. We need to be more adaptive
and flexible and to be proactively finding new ways delivering existing BAU in‘the most
effective and efficient way possible. We also need to be prepared to stop and change
direction on existing work.

It is my expectation therefore that, once we stand up the new organisational structure, the
Senior Leadership Team (SLT) will review the current work programmes to ensure teams
are focussed on what’s most important for our organisationandithe transport sector now and
for the future.

To achieve our ambition, we are going to,need to wark very differently from how we currently
work. Some examples to illustrate this ‘ehange aré below.

¢ | have decided to move away framythe current OD Helpdesk model of providing
administrative support to_our.organisation. Instead, we will have a Business Support
Team led by a manager'who will lead ateam of PA/Team Administrators who will work
across our business and.support managers in diary and inbox management, along with
administrative support to thedeapts they work with. This model will require us to think
quite differently @about what we each do in our respective roles and how we leverage
each otheris.eapabilities and skills best to get maximum effectiveness and efficiency
across ouryerganisation

o | willkbe’lookingdto-managers to actively collaborate on key strategic projects to ensure
we, achieve the‘outcomes we seek.

o “I/have decided-to implement Communities of Practice to ensure we share ideas, build
capability; and strengthen our advice.

¢ * | have’been clear in my expectation that managers will be held accountable for particular
projects on their team’s work programmes. | also acknowledge that, at times, managers
may need to access additional capability and capacity to enable them to achieve certain
deliverables. In this instance, | expect that managers will be able to access additional
capability and support from, for example, the Strategic Policy and Innovation Team and
Investment Team (and this has been factored into the resourcing of these teams).

e The new structure and operating model includes some different types of roles and teams
from what we currently have. For example, we have Directors featuring in both the policy
groups. We will need to work collaboratively together to get used to how we use these
resources in the best possible way. There are many options available to us. One
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example that | have been thinking about is whether, given the importance of the
Intelligent Transport Systems (ITS) work, we task one of the new Directors with ensuring
the various parts of the ITS work are brought together in a cohesive, manageable and
strategic way. | welcome further thoughts from all of you on how we can become “bigger
than the sum of our parts”.

A clear mandate to deliver

On 25 May 2017, | was very pleased to advise everyone that, as part of Budget 2017, we
have received an additional $13.2 million over the next four years to increase capacity and
capability across our organisation. This new funding starts with an additional $1.5 million in
the coming financial year, and increases to $4 million per annum — or an 11% increase in ‘our
baseline.

This additional funding is very significant in the current environment and comes at a
particularly opportune time for us.

I have been clear throughout that | decided to undertake this review regardless of whether
there would be additional funding available to the Ministry. Given the feedback received
early on in the process, it was always clear that we needed to change-how we work and how
we structure ourselves in order to meet the increased demands/of Ministers, external
stakeholders and New Zealanders in general. The Proposalomwhich you have all had the
opportunity to comment was based on working within our.existing headcount cap of 155 full
time equivalents (FTE). | have been clear that | alwaysyintended the proposed structure to be
scalable so that, should we receive additional funding;we would have the option for more
resource to be added. Our successful bydget bidimeans we can increase resources,
particularly into the policy function, se that welcan focus more deliberately on issues around
the rail system, transport resilienee, ) egional,growth, urban development and Auckland.

At this stage, the total FTE hassincreased to 165.5 FTEs'. | have not allocated the additional
funding from 2018/19 onwards as,| think'it is important we retain some flexibility in the short
term given the high,degrée of upeertainty about where those future demands might be and
what the best response should\be.

! The final structure has a total headcount of 165.5 FTEs (which includes two transitional FTE roles). The five
FTEs for NZSAR and the two Revera FTEs are not included in this figure. Of the 165.5 FTEs, 13.5 FTEs are new
roles since the Proposal document.
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Section Two: Summary of Key Changes following

Consultation on the Proposal

As a result of the feedback, here are the Top 10 key structural
changes at a glance.

Overall

Following Budget 17, | have inserted additional FTEs into our final structure. You will
recall that the Proposal was based on working within our headcount cap of 155 FTE.
The final structure has a headcount of 165.5 FTE, with the majority of this additional
resource being inserted into the policy groups.

| have made various hame changes to groups, team and role titles throughout the
structure in order to better describe what these groups, teams and roles will do.

Policy Groups

Based on feedback, | have re-cut the policy teams and created an additional policy
team. This means that, instead of seven policy teams acraess the two policy groups,
there are now eight policy teams. These teams now better reflect both the nature of
current work but also, importantly, areas of focus that'lsconsider the organisation will
need to focus on in the future.

Related to the above, and based on feedback-around the need for us to have capacity to
address emerging issues, | have also built.eapacity into the Strategic Policy and
Innovation and Investment T€amsyas wellas'into the Director roles, so that they are
able to pick up new issues as‘they arise

In response to feedbacky,[*have recastthe Data, Research and Analytics and
Economics, Modelling“and Evaluation Teams. These will now be called the Domain
Strategy Economiics ‘and Evaluation Team and the Analytics and Modelling Team (these
are discussediin‘more detail'in section 4).

| have addéd-a, Chief Scientist role into the Strategy and Investment Group who will
report to\the . DCE MoT\Strategy and Investment. This will be a part time role.

| have,made same changes to which teams our Auckland-based people will work in. This
change’has been'made partly to ensure our Auckland people have at least one
colleague in the same team.

Corpurate Services / Governance and Engagement

A Correspondence Administrator role has been added to the Engagement and

Communications Team. This role will be split equally between providing Official
Correspondence support2 and additional PA/Team Administrator support to the
Governance and Engagement and Corporate Services Groups.

?To both the Official Correspondence Adviser and to the Private Secretaries

9|Page



o Based on feedback, | have made it clear that the Manager Digital and Knowledge
(Manager ICT and Learning under the Proposal) will require skills and experience in ICT
and Digital systems given my intention that we undertake a fundamental re-look at our
ICT platforms and systems in the near future.

e Having reflected on the nature of our current and potential future ‘commercial’ related
work, | have created a new Investment policy team in the Strategy and Investment
Group. This team will not only be responsible for the Government Policy Statement on
Land Transport (GPS) (both development and monitoring) and the National Land
Transport Fund (NLTF), but they will importantly, have additional capacity to work across
the organisation on large issues (such as another City Rail Link (CRL)) or emergent
issues (should we need to work on an issue like Clifford Bay for example). Alongside this
team, | am also looking to the Governance Team (now the Governance and Commereia
Team) to provide commercial nous and expertise on particular projects. This will‘require
both of these teams to work closely together in the future.

There are a number of changes beyond those discussed above that are in direct'response to
your feedback. | encourage you to have a close look at this document in.orderto get a full
appreciation of what our new organisational structure entails.
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Section Three: Key Themes and Decisions

Overview

A huge amount of feedback was received on the Proposal document, including suggested
changes and improvements. | want to thank you all again for taking the time to provide your

views.

The following section summarises the key themes that emerged from your feedback, and my
response to those themes. Where applicable, any changes that have been made to the

original Proposal as a result are identified.
Operating Model

Key areas of feedback in this section related to:

e The professional services model
¢ Rotation policy

¢ Communities of Practice

o Capability

e Career opportunities

e Vision, values and purpose

A significant number of submitters agreed with
the Proposal to disestablish the professional
services model.

Others expressed a view that perhaps,there
was a way that certain features of the model
could be retained (such'as the ability of MoT to
gear up project teams'matching'skills to
tasks).

| agree that the professional services
model should be discontinued.

| note the views of those of you who
expressed alternate views. | am of the view
that, with clearer organisational priorities,
the new model and structure will enable us
to flexibly resource priority projects in the
future.

Feedbacksindicated géenéral support for
Communitiesrof Practice*being utilised to help
drive better internal‘collaboration. Submitters
were/keen on thesidea of policy quality being a
Candidate, for.a community of practice. A
number,of suggestions were also made for
additienalh"Communities of Practice.

| agree developing effective Communities
of Practice across our organisation is one
of the tools we can use to ensure we are
collaborating much more effectively in
order to share knowledge and to make
sure important pieces of work are being
developed in a cohesive way. Increased
collaboration through mechanisms such as
Communities of Practice will also enable us
to be more joined up and to illustrate this
more comprehensively in our dealings with
external stakeholders.

| intend to proceed with the concept of
Communities of Practice and | will work
with the new Tier 1-3 Leadership Group to
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develop a framework on how we can best
do this effectively, both in a formal sense
(for example, by setting up teams of
individuals across MoT charged with
focussing on topics such as policy quality)
and in an informal way (through, for
example, establishing internal ‘chew
sessions’ to think about topical problems
we are grappling with).

A number of submitters indicated support for
the idea of reinstating rotation in the Ministry.
Suggested areas for further thought included
making sure a rotation policy is fit for purpose
and not mandatory, and that thought is given
to how this applies to different roles in the
Ministry (e.g. policy advisers, managers and
graduates).

Agreed, | intend to task the new DCE MoT
Corporate Services to develop a rotation
policy for the Ministry.

| note that, under the final structure,
graduate roles will now be non-specialist
and therefore graduates will be able,to be
considered for rotation.

Support for the new SLT and Tier 1-3
leadership cohort and the model of driving
accountability and responsibility at all levels
across our organisation.

Agreed, this will be critical to the success
of the new operating medeland structure.

Support for the new SLT having collective
responsibility and accountability for the
organisation and decisions.

Agreed, this will be critical to the success
of the new_operating model and structure.

Support for the establishment of a People and
Capability Sub-committee and
acknowledgement of the need for a review of
our performance framework.

Agreed; lintend to task the DCE MoT
Carporate Services with undertaking a
reyiew of our performance framework in
tHe Coming year.

Several submitters reflected on the.role/of
Directors (and Principal Advisers),in)coaching
and mentoring staff and the_importance of
making expectations clear in‘this space while
also building in sufficient timefor this to be
given priority.

| agree and believe the role descriptions
adequately cover my expectations of what
these roles will be expected to achieve in
the future.

General support for providingsstretch projects
for staff in orderto.promote career
development.across the Ministry.

Agreed, | believe the new structure will
support all staff being given the opportunity
to work on stretch projects.

A few suggestions were/made for small
changes tg the new\Vision, Values and
Purpose.

The Backbone Team was entrusted by the
Ministry to develop the VVP and was
provided in the Proposal as context for the
wider review. | am comfortable that the
VVP remains appropriate for the
organisation going forward.

Having taken on board all the feedback | have received, | have decided to:

e Discontinue the professional services model effective 2 October 2017 and implement our
new linear accountability driven operating model with a particular focus on:

o improved governance, decision-making and prioritisation of our work;

o building a strong culture of collaboration (both internally and externally);
o promoting enhanced career opportunities for our people; and

o improved support systems
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o Rename the Ministry Leadership Team the Senior Leadership Team (SLT).

e Make all the new roles on SLT, Deputy Chief Executive (DCE) level roles

e Establish Director, Auckland and Chief Financial Officer roles at Tier 2.5

o Instigate a Tier 1-3 Leadership Group in the Ministry which will be charged with:

o Actively fostering a culture of personal and collective leadership of the organisation;

o Ensuring the Vision, Values and Purpose of our organisation are embedded and that,
as a leadership cohort, we are exhibiting those same values in our everyday conduct
and behaviour;

o Embedding the internal policies in our organisation and ensuring we are all consistent
in how we engage with our people on these policies; and

o Proactively sharing information and insights in order to inform our strategic direction.

e Create two new SLT sub-committees, i.e. a Finance Sub-Committee and a People and
Capability Sub-Committee, the membership of each sub-committee to be confirmed)post
2 October 2017. Further, | propose to task the DCE MoT Governance and Engagement
with developing Terms of Reference for these committees and with providing secretariat
support to these committees as required.

e Establish an independent Risk and Assurance Committee.

o Make it explicit that SLT will collectively agree and own the strategic priorities for our
organisation and that SLT will drive clear lines of responsibility.and accountability for
areas of work and deliverables to managers. Managers initurn, will have clear
responsibility and accountability for the work programmeallocated to their team and for
the staff and budget associated with those teams.

e Establish a Project Management Office (PMO) resoukce in the Business Integrity
Performance Team in the Governahce.and Engagement Group.

e Disestablish all Policy ManagerdProgramme~<(PMP) roles.

e Establish Communities of Practice’to foster.greater collaboration across our
organisation.

e Task the new DCE MoT Corporate, Services to develop a new rotation policy for staff

e Task the new DCE Mo T-Corporate Services with re-evaluating our support systems in
order to ensure,that they are-it fer purpose, simple and cohesive in light of our shift to a
new operatingumodel and our ambition to become a high-performing agency. A particular
area of focusin this space/will be in the digital and ICT space as we explore
opportunities to align-our data work with more sophisticated digital solutions.

e Confirm the ChangeProtocol outlined in Annex B of the Proposal Document.

e Confipm the(VVR remains unchanged from that developed by the Backbone Team.
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High-level Structure

Key areas of feedback in this section related to:

e The overall structure
¢ Resourcing and capacity

e The PMP role and our future capacity for big projects

e Principal Advisers

e Auckland

e Business support

e Ministerial servicing

Overall Structure

Several submitters requested that alternative
structural options be put forward for
consultation.

As | stated on ConsiderThis, my approach of
putting forward one optionfor consultation is
consistent with best practice for
organisational reviewsof this kind.

There were a number of alternate
organisational structures submitted, some of
which retained four groups (albeit with
different conceptualisations of what those
groups did) while others increased the
number of groups (with consequent changes
in focus).

The final structure retains four DCE roles
and four grodps\as’| consider this to be the
optimum configuration for an organisation of
our size and“scope.

There was general support for meving,away.
from modal based groups and teams. Whére
submissions expressed supp@rtfor retaining
modal splits, this was generally*with a“view
to supporting development ‘and retention of
sector knowledge, and providing-cléar points
of contact for stakéholdeérs.

On balance, | have decided to continue with
my proposed model moving away from
modal splits.

There was mixéd.feedback onsthe proposed

group structure, i-e.:

e some’submissions‘éxpressed support for
the commitmentto ‘regulatory
excellence’ and,the grouping of teams
with regulatory responsibilities and a
number,of/submissions expressed
support for the Ministry adopting a
strategy-led approach, and filling the
‘mezzanine’ policy area. Some
submissions felt the regulatory/strategic
split between groups would better enable
this focus on strategy;

e on the flipside, a number of submissions
expressed concern about the
demarcation between the regulatory and

A key driver for the proposed structural
model was the very clear need for us to step
up as an organisation and lead transport
policy for our sector. This requires us to be
at the forefront of developing the sector’s
strategy for the future. The final structure
maintains a broad structure focussed on
regulation and strategy as a clear signal to
all of us, and our stakeholders, that we are
going to be working in a different, much
more strategic space than we have in the
past. Alongside this, | am also keen that we
maintain momentum and expertise in our
very important regulatory related policy
work.

| am also clear that good strategy and policy
cannot be developed without full
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strategy policy groups, and questioned
whether team roles covering regulatory
operational policy blurred lines of
responsibility with the transport Crown
Entities.

engagement on the regulatory issues, and
vice versa. So while the group structures are
clear, working together to drive the best
outcomes will be the over-riding criteria for
how we will work.

A number of submissions suggested the
need for an additional team or teams in the
policy space. The suggestions included: a
separate technology team, a team focussed
on the GPS and NLTF.

As a result of the feedback, | have recast
the policy teams. The structure now has
eight policy teams (as opposed to seven in
the Proposal document). The revised ambit
of the each of the teams across the two
policy groups is discussed in more detail in
section 4.

There was also concern about the scope and
breadth of the work within the proposed
Strategic Policy and Innovation Team’s
remit.

As a result of feedback, | have re-thought
the ambit of the Strategic Policy and
Innovation Team’s work programme and
split some of this work into otherteams’
portfolios (discussed in sectioni4.

The need for a Chief Scientist to be clearly
identified in the structure.

Agreed. This role has been-added into the
Strategy and Investment Group, reporting to
the DCE MoT Stratégy-and Investment.

One submitter suggested moving the
Governance and Engagement Group to
better recognise this as a third policy lever,
rather than a technical support function.

Agreed and actioned.

One team recommended that the split of the
current FESA team should be reconsidéred
and presented a range of options from
keeping the team as one, to new altetnate
ways of splitting the work
programme/functions.

| have decided to adopt one of the options
proposed in the feedback which sees two
teams created, one team focussed on
Domain Strategy, Economics and
Evaluation, and the other team focussed on
Analytics and Modelling. This is discussed in
more detail in section 4.

A number of submitters acknowledged the
need to move away, ffomjsilos but Seme also
weren’t sure the proposeéd structure would
eliminate this.

Whatever structure we have, silos will only
be eliminated if we all work hard to
collaborate and integrate across our
organisation. It comes down to the ‘soft-
wiring’ working well, and taking personal
responsibility for making this happen.

The importance of Sustained engagement
with external agéncies was raised, as well as
thenéed for us to-better articulate our role in
both the strategic and policy space.

| agree that we need to be more actively
engaging with external agencies. For this
reason, | have retained the existing
Engagement and Communications Team
from the Proposal in order to ensure that we
have sufficient capacity to build expertise in
this space.

There was some uncertainty around whether
the proposed resourcing in the Engagement
and Communications and Information and
Learning Teams would support these teams
to make the step change expected.

In response to feedback, | have added some
additional capacity into both of these teams.
An additional Correspondence Administrator
role has been added to the Engagement
and Communications Team, which means
that there should be less ‘back up’ support
required from the Adviser/Graduate
Communications role. This role will also
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provide additional administrative support to
the Governance and Engagement and
Corporate Services Groups (thus bringing
the administration support to 1.5 FTEs as
opposed to 1 FTE across the two groups).

In recognition of the step-change needed in
the ICT area, | have changed the name of
the Information and Learning Team to the
Digital and Knowledge Team to signal the
importance of us working hard over the next
few years to increase our digital capacity.

Finally, | have confirmed the team
membership of this team to include a
Principal Adviser Knowledge Management
and a Senior Adviser Knowledge
Management to provide appropriate senior
capability to support the step-change that is
needed.

I have made a number of changes to improve the high-level organisational structure,
following feedback. In addition to the points highlighted in the above table, | have also:

¢ made a number of changes to group and team namesto better reflect the core remit of

those teams/groups

e removed all modal references from‘team names;=with the exception of the Rail and

Freight team.

Resourcing and capacgity

Resourcing — is_it«in the right areas? i.e.
business assual(BAU) versus strategy.

In light of feedback and our recent budget
announcement, | have re-looked at the FTE
resourcing in each team and re-assessed
what | consider to be necessary in each area
to meet both current BAU and future
demands. The FTE headcount in the final
structure has increased to 165.5 which
reflects the additional money the Ministry has
received from the next financial year. Due to
the uncertainty around our work pressures
from 2018/19 onwards, | have not made any
decisions yet on how to best allocate the
additional funding from 1 July 2018. This
signals a desire to be adaptable to ensure
we are prioritising the right areas of work to
achieve the key outcomes that are expected
of us.
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There were a number of questions around
FTEs in the proposed structure and whether
team structures took into account the fact
that some staff work part-time hours.

In the final structure, all roles are FTE.
However, where people are reassigned or
reconfirmed and have current terms and
conditions that have been agreed, these will
remain as we move into the new final
structure. When the Expression of Interest
(EOI) processes are undertaken for Principal
Advisers, Senior Advisers and Advisers to
place people into new teams, consideration
will be given to ensure that teams have a mix
of both part-time and full-time people in
roles.

Looking forward, we will consider requests
for part time employment on a case-by-case
basis. In doing so, | want us to be particularly
of the mindful of the need to both ensure the
business needs of the Ministry are met,
whilst also attracting and.retaining the best
people.

There was some concern around succession
planning in that it was not clear how this
would work.

There will be opportunity in this final
structure for indiyviduals to move between
teams in order, to gain experience and
enable succéssion. However, we are a small
organisation and, at times, opportunities for
developmentand succession will require us
to loek outside our organisation to fill roles.
Similarly, to ensure our people are able to
realise their potential, | want to ensure they
are seen as credible candidates for larger
roles elsewhere in the public sector.

Concern about the level of resourcing
required to complete business as usual
(BAU) work, and the allecation of xresources
in the regulatory palicy teams to deliver this
work. In particulary,there was, concern about
the resourcing ofthe’propased Aviation and
Maritime, and-Road and Rail"Teams.

As noted above, | have reassessed the FTE
resourcing across all the teams and |
consider that the final structure enables
sufficient capacity for each team to meet
both current BAU and future demands.
However, it is my expectation that we will
explore new ways to deliver our important
BAU, so that we are as efficient and effective
as we can be in the future.

A number/of subimissions questioned how
anyadditional resources arising from the
Budget bid (i successful) would be
distributed”

The Proposal worked within our existing
financial capacity and SSC FTE equivalent
cap (i.e. 155 FTE). The final structure takes
account of the additional money we have
been awarded as part of Budget 17.

| am aware of assumptions about the
number of roles this provides for. We have
worked on the assumption that we can afford
about 10-14 additional roles at the moment.
This takes into account overhead costs, and
retains some flexibility to bring in additional
resource (i.e. consultants). The budget will
increase further in out-years.
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Related to the above, there was also some In finalising our organisational structure, |
concern about a perceived overall reduction | have taken the opportunity to right-size our
in policy staff, compared to the status quo. workforce model so that we have an
appropriate mix of Principal Advisers, Senior
Advisers and Advisers in the policy area.
Because of the recent budget decision, |
have also been able to increase the number
of FTEs in the policy area relative to the
Proposal. In addition to this, however, as
was highlighted in the Proposal and is now
confirmed in this final decision, | have added
4 FTE of additional administrative support
into the policy function through the creation
of the dedicated PA/Team Administrator
roles. This will enable all policy staff te.spend
more time doing what they do best’(policy)
by drawing on the expertise prévided by the
new specialist administrative staff:for such
things as formatting documents, proof-
reading, etc. These PA/Team Administrators
will also provide diary*and‘inbox
management to managers.

As highlighted above, | am looking for us to work quitedifferently in the future.

It is my expectation that, in order to be€ome highperforming, we need to move away from
operating as we always have whendt comes torseme of our BAU functions. As | stated
earlier, there is a clear assumptign in the feedback that all existing work programmes for
individuals and teams will remain as they‘cutrently are, but will simply be done in a different
team. To achieve our ambitienvof beceminga high-performing organisation, | am clear that
this is not what | see working4n the future. It is clear from feedback from our Ministers and
externals that we need to change what we are doing and prioritise our resource differently.
Our BAU functions ate important(and must continue to be done. However, we should all
expect to be daingythings diffefently in the future and focussing on different areas of work.
We need to heymore adaptive and flexible, and find new ways of doing our existing work
more efféctively and efficiently. We also need to be prepared to stop and change direction
on existing'work

AS | have commented above, | have taken this opportunity to look afresh at our workforce
and the allocation of resourcing and to, as best | can right now, right-size us for the future.
This means that we can all expect to be working ‘in roles’ much more effectively than we
have in the past. This will be achieved through, for example:

¢ Principal Advisers having clear expectations and being supported and empowered by
their managers to perform the full ambit of those expectations. To do this, they will need
to use the expertise of Senior Advisers more effectively. This means that some of the
work that Principal Advisers may be currently doing will be done by Senior Advisers in
the future (with Principal Advisers taking a mentoring role).
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¢ Managers doing less administrative work (as a result of the increased support of
PA/Team Administrators) enabling them to spend more time leading and coaching their
staff, as well as influencing externally and internally.

¢ Managers being accountable for the quality of the briefings and reports that their teams
submit to the Minister, and delivering quality by drawing on the full range of expertise
available to them in their teams and beyond.

The Policy Manager Programme (PMP) Role and our Future
Capacity for Big Projects

A range of submissions questioned | agree that it is important that the
whether the proposed structure provided | Ministry retain sufficient capacity to
sufficient capacity for new big projects, deliver significant, cross-cutting projects.
with the proposed removal of the PMP As discussed earlier, | have re-cut the
roles and reduction of one Principal policy teams, created an additionaljpolicy
Adviser role. team, and increased the numberof policy

staff. There is now somessurge’ capacity
distributed across the teams, in particular
in the Strategic Policy and Innovation
Team and the Investment Team. In
addition, the néwsDirector roles also
provide the ability to draw in senior
resources on large issues.

Feedback suggested that we may do two) | In reality,"we will never have a ‘standing
or three of these projects a year and/that, | armysefquality people waiting around for
these cannot, or should not, be delivered | the next big project. We need to be

by a single team on top of BAU. adaptable (both as individuals and as an
erganisation), and to be able to prioritise
our work to deliver what really matters to
Ministers.

| agree that it is/very important that we are able to resource these types of projects when
they arise. However, | do'not.believe that retaining the PMP role, or the professional services
model, is the'‘d@nswerto@chieving this outcome.

Given'my strong view'on the need to drive accountability within the Ministry, | remain
convinced that thesfesponsible manager for an area should be, in the majority of instances,
capable of,picking up a major project and delivering this alongside their BAU. This model
not onlyre€inforces our operating model driven off accountability, but also enables managers
to utilise, their institutional and subject matter knowledge in guiding the team on the major
project.

| am confident the organisational structure provides the capacity and capability to allow us to
resource these major projects through driving accountability for significant projects to
responsible managers who will, in turn, be responsible for ensuring adequate resourcing to
deliver that project. Managers’ choices for resourcing major projects will include:
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¢ utilising the new Directors, and/or allocating the work to a Principal and Senior Adviser in

their own team;

e requesting additional support from the Strategic Policy and Innovation Team in the form
of a Principal or Senior Adviser to provide additional capacity, the Investment Team (see
below), or indeed from other teams who may have the right capability and the ability to

prioritise their work;

e requesting support from the Project Management Office (PMO);
e bringing in additional resources/specialist skills through the consultancy/contractor

budget.

Finally, in addition to all of the above, | note that in adding an additional policy team into the
structure, | have created an Investment Team that does have additional resources builtdnto
its FTE headcount and hence, the ability to provide ‘surge’ capacity should we obtain  ajone-
off project requiring immediate attention and resource.

Principal Advisers

A number of submitters raised concerns
about the proposed reduction in Principal
Advisers based in Wellington. This was most
apparent in relation to the proposed Aviation
and Maritime Team, and Road and Rail
Team, where feedback suggested that the
work that these teams would do was of\such
a volume and nature that it warranted two
Principal Advisers (per team).

The final structure-ineludes 11 Principal
Adviser roles.

| have accepted feedback regarding the
nature @f the Aviation and Maritime Team
andhavetadjusted the team structure to
in€lude-two Principal Adviser roles. | expect
the.team profile to be reviewed the next time
one of these roles becomes vacant.

| have also included a Principal Adviser role
in the Domain Strategy, Economics and
Evaluation team, which takes into the nature
of the team’s expected work programme and
skills required.

Related to the abeve'was the ¢oncern that
reducing thetnumber of Principal Advisers
would risk losing seetorknowledge, senior
capability;fas’well.asdundermine our
commitment to domain knowledge.

As noted above, the final structure includes
11 Principal Adviser roles — the number we
currently have in the Ministry.

Several submittersreflected on the role of
Rrineipal Advisers in coaching and mentoring
staff and\thesimportance of making
expectations clear in this space while also
building in sufficient time for this to be given
priority.

| agree and believe the role descriptions
adequately cover my expectations of what
Principal Advisers will be expected to
achieve.

In finalising our organisational structure, | have taken the opportunity to right size our
workforce model so that we have an appropriate mix of Principal Advisers, Senior Advisers

and Advisers in our structure.
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| agree that we need to ensure that Principal Advisers are bringing their intellectual heft and
sectoral institutional knowledge to our work. Therefore, it is my expectation that, in the
future, Principal Advisers will be leading our most complex projects and programmes in
order to ensure our key priorities and outcomes are being delivered to the highest standard.
This means that, in the future, some work currently being undertaken by Principal Advisers
will need to be allocated to senior advisers as we concentrate our more senior resource on
our most important work. This model will also involve Principal Advisers mentoring and

coaching Senior Advisers in order to grow our capacity for the future.

Approach to Auckland

There was feedback on the need for the
Ministry to continue to be able to provide a
‘system’ view of Auckland, with
suggestions that retaining a dedicated
Auckland team was the best way to
achieve this.

| agree we need to provide a ‘system’
view of Auckland. | believe thig will be
achieved by adopting the proposed
model which retains Auckland located
staff with a Director leading the strategic
direction we are taking en Auckland
issues and influencing /outcomes.

A number of submitters highlighted the
need to ensure staff based in Auckland
received day-to-day pastoral care, which
would be made more difficult without an
Auckland-based manager (noting the
Director role does not have formal people
management responsibilities). lt¢vas
suggested that staff may need te be'more
senior, and able to work autenomously;
for this approach to work.

| agree that Adckland staff should have
day to day pastoral care. It is my
expectatidn that, while our Auckland
peopleWill\report into Managers based
in Wellngton, the Director based in
Atckland will provide the daily pastoral
care'for any issues they may have.

Furthermore, | have picked up the
suggestion around the distribution of
Auckland-based staff, and now have
them split across only three policy
teams, with at least two Auckland-based
staff per team.

There was caneérn expressed that the
model wguld reducg’aceountability for
Auckland issues

| disagree. This model will ensure that
Auckland issues are given more
prominence in our structure, most
importantly with the Director Auckland
having a seat at the SLT table, and SLT
will therefore take collective
responsibility and accountability for
Auckland issues.

There was also some concern that the
proposed structure risks reducing the
Ministry’s ability to deliver cohesive,
coordinated and timely advice on
Auckland matters.

As noted above, the Director Auckland
provides an oversight role to ensure our
advice is cohesive, coordinated and
timely.

There was generally support for the
proposed Director role. The main question
raised was about how to ensure they
could be effective, without having

| expect that the Director Auckland will
have leadership of a policy programme
and be adept at influencing, both
internally and externally, to ensure they
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responsibility for managing people, or have resources to achieve the
leadership of a policy programme. A outcomes they are tasked with
number of suggestions were made to delivering.

support the role to be more effective,

including the suggestion the Director role | | am also of the view that having the
should be Tier 2 to reinforce its Director Auckland at Tier 2.5 gives it
importance and influence, both internally sufficient weight and importance to
and externally. influence in the way | envisage.

| have carefully considered all the feedback | have received on this broad issue.

| am very mindful of the need to ensure that both our Wellington and Auckland teams are
better aligned and engaged on the right work, and that both geographic areas are able. to
bring perspectives to the broad range of issues that impact on Auckland. For this reasen, |
have decided to retain the model proposed in the Proposal, with the following key
characteristics (taking on board feedback):

As highlighted in the table above, | have picked up the suggestion afoundthe distribution
of Auckland-based staff, and now have them split across only three policy teams, with at
least two Auckland-based staff per team.

| have clarified the role of the Director Auckland to make it clearer that this person will
lead key projects on behalf of the organisation, as well as play a key role in influencing
across central government, local government, and the-private sector in the Auckland
context. Further, | expect that the Director Aucklandwrole will also play a key role in
influencing internally, and in dealing with the Wellington based decision-makers and
Ministers. A further key area of focus,for this pérson will be in providing pastoral care for
our people based in Aucklang:

To be consistent with the expectations‘en Principal Advisers based in Wellington, it is
also my expectation that,akey part®©fthe Principal Adviser roles in Auckland will be to
provide coaching to these junior staff located in Auckland.

Finally, | note that a key factor to saking this model successful will be ensuring regular
face-to-face engagementbetveen managers and staff. It is my expectation that
managers whe, have staff located in Auckland will travel regularly to engage with them.
Likewise~L.am’also’keenthat our Auckland-based people take regular opportunities to
comg to Wellington‘and meet with the wider team they work in.

Finally,\ note that the Proposal document accidentally left out one Adviser role from the
propesed structure. This has been added back in and is reflected in the final structure taking
the total number of Auckland-based roles to nine FTEs.
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Approach to Business Support

There was general support for business
support being more closely aligned with
teams.

Noted.

Feedback indicated a concern that only
one PA/Team Administrator had been
allocated to support both the Governance
and Engagement, and Corporate
Services Groups. The feedback
suggested that the Governance Team
and the Engagement and
Communications Team in particular both
require significant amounts of
administration support.

The rationale for the split of
administrative support between groups in
the Proposal was that, as a policy
agency, the clear majority of Ministerials,
Ministerial briefings, external meetings
and official correspondence is generated
in the policy teams. As a result, |
considered that the two policy groups
would require a higher level of
administrative support to format
documents and assist with stakehalder
meetings but also manage inboxes and
diaries of managers.

Having considered thefeedback
however, | have decided to add an
additional 1 FTE\(to'be called the
Correspondence Administrator) to the
Engagement and Communications Team
who will ‘grimarily provide additional
capacity-for official correspondence but
would also provide back-up for
administration services across the
Engagement and Governance, and
Corporate Services Groups (this role is
discussed in more detail below).

Approach to Minigteriah3ervicing

A large number of submitters expressed

concern abodt the.Proposal to

disestablish the rolelof Private Secretary

(Administration). Concerns generally

related to:

¢ “ensuting we are able to provide a high
levehof service to Ministers and their
offices

¢ the volume of work currently
undertaken by the Private Secretary
(Administration) and Official
Correspondence Coordinator, and the
ability to absorb this function in other
roles

| have carefully considered feedback on
how we manage the flow of our official
correspondence, and have had further
discussions about the proposed
approach with the Minister’s office.

The Minister is our most critical
stakeholder. | remain of the view that the
best way to improve the effectiveness of
our support for the Minister is through
improving the quality of the advice and
correspondence we prepare here, at the
Ministry, before it goes to the Minister’s
office.
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o the work-life balance and wellbeing of
the Transport Private Secretaries
(policy) if they were required to
undertake more of the administrative
task

¢ the need for administrative support to
be located in the office, to understand
the wider context and to be available
to provide assistance at short notice
for unexpected tasks

e uncertainty over how work stemming
from the Crown Entities would be
managed under the Proposal

o the level of official correspondence
resource provided in the Ministry
under the Proposal, including key
person risk, the suitability of back-up
resource being provided by the
Engagement and Communications
Adviser/Graduate, and possible
inflexibility to support the Private
Secretaries if required.

| accept feedback about the need to
ensure we have sufficient cover to
provide administrative support to the
Private Secretaries, as well as
addressing key person risk. However, as
outlined above, | do not consider this
support should sit in the Minister’s Office
full time. | have therefore decided to add
an additional person into the
Engagement and Communications Team
who will spend half of their time on
official correspondence work, with the
other half to provide back-up
administrative support to the Governance
and Engagement, and Corporate
Services Groups.

This means that, rather than_ having a full
time Private Secretary Administration in
the Minister’s Office, we will have an
Official Correspondence\Adviser, with a
0.5 FTE Correspondence Administrator
providing coverfor all official
correspondence the Ministry deals with. |
note that, should"the Minister’s office
requestit,.the Correspondence
Administrator may spend a day a week in
the-Minhisters Office as part of their role. It
is\also my expectation that the
Communications Adviser/Graduate will
also provide support and backup in the
official correspondence area as needed
(although perhaps to a lesser degree
than originally anticipated by the
Proposal). This team will be responsible
for both managing the processes around
our official correspondence, but will also
have a direct line to DCE’s in order to
highlight any low quality work that is
being submitted to the Minister’s office.

A.number ofsalteriative proposals were
suggested, including the status quo, the
establishment of a dedicated Official
Correspondence Unit, and the sharing of
one administration role across the
Minister and Associate Minister of
Transport offices.

| considered the possibility of a
standalone Official Correspondence unit
that would both produce and manage the
flow of official correspondence.

In my view, writing ministerials and
responding to OIA requests is an
essential and core skill for any policy
adviser. It is also a good way of staying
abreast of topical issues. For these
reasons, the production of official
correspondence will remain the
responsibility of the team responsible for
an issue.
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The final structure effectively establishes
a smaller ‘Official Correspondence Unit’
in the Engagement and Communications
team. Initially, this unit will be focussed
on consolidating and managing our
processes, but also on ‘policing’ the
quality, timeliness and consistency of our
briefings and other material we provide to
our Ministers. Over time, as we improve,
| intend to have this unit move to adding
more of a communications perspective to
our correspondence.

A number of submissions also
commented on the Proposal that the
DCE MoT Governance and Engagement
would manage each of the Transport
Private Secretaries. There was some
support expressed for this more senior
level relationship, but concern about the
DCE having time available for day-to-day
coaching and support. It was suggested

| agree with feedback about the
importance of the relationships with the
Minister’s Office and the Private
Secretaries. It is for this reason | have
elevated the relationship manager to
DCE level. | acknowledge that there is a
time commitment associated\with this but
| expect that the DCE Mo, Governance
and Engagement will-prieritise time to

a manager might be an appropriate
alternative for day-to-day support.

invest in these relationships.

| note day-to-day support and advice will
be provided by the policy DCEs (as
outlineddin the Proposal document). In a
similaf vein, this relationship is critical to
their@ccountabilities.

| have carefully considered feedback on-how'we manage the flow of our official
correspondence (OC), and have had further discussions about the proposed approach with
the Minister’s office.

As highlighted in.the abovetable; | have decided to add an additional FTE into the
Engagement and"Communications Team who will spend approximately half of their time
providing additional sdpporton official correspondence (which will include being available to
provide some ‘on-site;administrative support in the Minister’s Office). This means we will
have axminimuni of 1.5 FTEs focussed on official correspondence in our organisation®.

I have taken this approach because | believe that, while there may be a need to bolster the
official correspondence administration function to a degree, | do not consider the answer is
to retain the Private Secretary Administration role. The Minister is our most critical
stakeholder. | remain of the view that the best way to improve the effectiveness of our
support for the Minister is through improving the quality of the correspondence we provide to
the office initially - at the front-end - rather than in the office itself. Consistent with the
operating model we are now adopting, | am clear that the ‘last line of defence’ should not sit
in the Minister’s office but instead should sit here with us.

®Itis also my expectation that the Communications Adviser/Graduate will provide support and backup in the
official correspondence area as needed (although perhaps to a lesser degree than originally anticipated by the
Proposal).
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| am strongly of the view that we need to take more responsibility internally, to improve the
quality of briefings and correspondence we provide to the Minister’s office and externally
(through OIAs), rather than relying on our people in the Minister’s office to read all of our
work, pick up our errors and request amendments. It is my expectation that we will be the
‘last line of defence’ and | intend to hold managers to account for ensuring we are
consistently submitting high quality work. To make this happen, the Official Correspondence
Adviser and Correspondence Administrator will be focussed on consolidating and managing
our internal processes for ministerial, OlAs, the weekly report etc to make sure these are
running smoothly and seamlessly. In addition to this, | will also be asking them to oversee
the quality, timeliness and consistency of our briefings and other material and they will have
a direct line to DCEs in order to highlight any low quality work that is being submitted to the
Minister’s office.
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DCE MoT -
Strategy and
Investment

Chief
Executive

The role of DCE MoT Strategy & Investment
is to drive and support the Ministry to
achieve its strategic objectives, providing
leadership across the transport and wider
government sector to ensure and to ensure
strong relationships are built and maintained
with key strategic stakeholders to ensure
high quality, integrated transport frameworks
and systems for New Zealand.

The DCE MoT Strategy & Investment is also
responsible for leading the development of
medium and long term policy, taking a view
of transport as an integrated system and
demonstrating, through their leadership
greater engagement, collaboration and
influence across-Government forums. As a
member of the Senior Leadership=Feam,
they are collectively responsible for all
decisions made by the Ministry-ef Transport
and are together held accountable for the
performance of the organisation.

ThisOle is respensible for developing and
maintaining strategic relationships with the
New Zealand Transport Agency (NZTA),
Auckland Transport (AT) and Kiwirail, and
these roles represent the Ministry on cross-
government senior officials groups.

New

Internal /
External

DCE MoT -
Governance
and
Engagement

Chief
Executive

The role of the DCE MoT Governance &
Engagement is to drive and support the
Ministry's strategic objectives, provide
leadership across the governance,
stakeholder liaison and engagement
functions within the Ministry, and to ensure
strong relationships are built and maintained
with key strategic stakeholders. As a
member of the Senior Leadership Team,
they are collectively responsible for all
decisions made by the Ministry of Transport
and are together held to account for the
performance of the organisation.

This DCE will also assume the responsibility
of the Departmental Security Officer role as
the security function sits in this area.

This role is responsible for developing and
maintaining relationships with the Ministers'
Office and supports the Chief Executive's
relationship with the Minister and Associate
Minister.

New

Internal /
External
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DCE MoT - Chief The role of the DCE MoT Corporate New
Corporate Executive Services is to drive corporate support for the
Services Ministry to achieve its strategic objectives, Internal /
provide leadership across a broad range of External
business functions within the Ministry and
ensure strong relationships are built and
maintained with key strategic stakeholders
through the delivery of effective corporate

services. As a member of SLT, they are (l/
collectively responsible for all decisions Cb
made by the Ministry of Transport and are q
together held to account for the performance

of the organisation. &

S

This role is responsible for developing a@
maintaining relationships with the Sta?
bl

Services Commission (SSC) and the ic
Service Association (PSA), and ents

the Ministry on cross- govern nior

officials groups. &

Regulatory and Data Q/

This group will be responsible effective delivery of much of our regulatory policy, and
providing insights from dat nal inform our long-term strategy and policy advice.
The focus of the group re nts a si cant investment in, and commitment to,
developing a centre @ulato Ience and data stewardship responsibilities.

S
&, <<‘<\

&
Q~/\\2{</
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The following are the new and vacant roles for this group.

Director DCE MoT — | The role of the Director in the Regulatory & New
Regulatory Data Group is a close aide to the DCE and Internal /
and Data acts as a mentor and leader to the wider External

policy team. They are responsible for
providing senior support to teams, issues
management and assistance & leadership in
the early identification of, and response to,
emerging issues, concerns or threats and
will achieve outcomes primarily through
influencing others.

Manager - DCE MoT — | The role of Manager - Resilience & Security# | New

Resilience and | Regulatory is a leadership and management role within ", CSR EOI

Security and Data the Ministry's Regulatory & Data Group.

They lead the team to ensure the Ministry iS
well-placed to provide national securityiand
resilience leadership across thetransport
sector.

Manager — DCE MoT — | The role of Manager - Mobility*&Safety isa | New

Mobility and Regulatory leadership and management role within the | CSR EOI

Safety and Data Ministry's Regulatory & Data Group. They

lead the team to provide strategic policy and
regulatory advice, on*domestic mobility and
safety.issues.

Manager - DCE MoT — |1 he role of(Manager - International New

International Regulatory Connections'is a leadership and CSR EOI

Connections and Data management role within the Ministry's

Regulatory & Data Group. They lead the
team to provide strategic policy and
regulatory advice to enhance New Zealand’s
ifternational connections and manage
associated risks.

Manager - DCE,MoT.= | The role of Manager - Analytics & Modelling | New

Analytics and Regulatory is a leadership and management role within | Internal /

Modelling and Data the Ministry's Data, Analytics & Regulatory External

policy Group. They lead a team that provides
data handling, modelling and analytics
capability for the Ministry and the transport
sector.

Principal Manager — The role of the Principal Economist is to New

Economist - Domain provide/contribute to high quality economic Internal /

Domain Strategy, research and analysis on transport issues, to | External

Strategy, Economics enhance robust transport policy advice to

Economics and | and enable the Ministry to deliver on the policy

Evaluation Evaluation development programme of work.

Senior Data Manager - These roles were previously advertised and | Vacant

Analyst (x2) Analytics and | are currently in a recruitment and selection
Modelling process
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Senior Manager - These roles were previously advertised and

Economist - Domain are currently in a recruitment and selection
Domain Strategy, process
Strategy, Economics

Economics and | and
Evaluation (x2) | Evaluation

Resilience and Security
This team will be responsible for assessing the resilience of the transport sector to

a e
event or longer-term change, and providing advice on options to affect this. The te’@l
also be responsible for transport security policy across all modes, and emergw

management. Q

N
¥ K

Ke of r@ sibility
° %f Resilience (Transport Sector Leadership Group project)

Regional Resilience

system resilience

. llution Activities

° Supplementary Fund Protocol

. Emergency Management

. Security Policy (all modes), including implementation of the Domestic Aviation Security
Review

31| Page



Feedback on the Proposal

Submitters discussed the merits of this team
(or another team) being responsible for all
aspects of climate change policy (mitigation
and adaptation). It was noted the Ministry
should be considering environmental policy
from more than just a resilience perspective.

| agree there are different aspects to our
environmental and climate change policy
work. Noting there are resilience and broader
objectives, there remains advantage in
allocating responsibility for this area to one
team. This responsibility is captured in the
recast Urban Development and Environment
team.

Submitters also discussed the merits of one
team being responsible for all aspects of
emergency management, with alternative
options proposed that would disaggregate
functions across teams.

Overall responsibility for the emergency,
framework and lead response sits with.this
team. | agree various parties have roles to
play under the framework. Successfully
delivering this function will necéssitate
working across the Ministrystransport sector
and wider Government.

It was noted that a number of roles in this
team would require security clearances, with
the suggestion this should be reflected in the
role descriptions.

Role descriptions have beén updated to
reflect roles that will.need to obtain a security
clearance. This pray'not be exhaustive, and
the Ministry’s DEO/in consultation with the
DCE MoT Data & Regulatory Policy, will
need to ensure this meets the functional
needs ©of the Ministry.

There was also discussion about the breadth
of the Ministry’s security work, with the
suggestion this is largely limited to aviation
security and that it should remain” aligned
with the International Connections\team
(formerly the Aviation and Maritime team
under the Proposal).

The fnajority of our recent security work has
béen.in relation to aviation. However, my
intention with this separation is to provide
flexibility to adopt a broader, multi-modal
view in future, which will support us to
provide a more strategic and comprehensive
transport contribution in cross-Government
discussions.

It was suggested that'resilience\worK is a
strategic issue andithis team-would therefore
be more appropriately placed in the Strategic
Policy, Innovatierrand/Design Group.

In allocating teams to groups, | have had
regard to aligning functional responsibilities
where possible (e.g. regulatory in one area,
and investment in another), as well as the
size of each policy group. The functions are
not mutually exclusive, and | expect all policy
teams will be involved in strategic, regulatory
and investment issues.

Summary of key changes
e Team structure is unchanged
o Team responsibilities:

o Clarified which team will be responsible for all aspects of emergency management
o Climate change policy moved to the recast Urban Development and Environment

team in its entirety

e Updated role descriptions to include the need to obtain and hold a security clearance
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Mobility and Safety

This team will be responsible for advice on domestic mobility and safety in the transport
system, including leading the implementation of the Safer Journeys Action Plan.

Key areas of responsibility %

Land Transport Amendment Bill

Driver Licensing review and Rule change ,Q
Review of Land Transport Offences & Penalties
Implementation of the Electric Vehicles packa

Safer Journeys @
Drug-driving

Vehicle Classification Rewe O

Electric vehicles

Mobility as a Service ( Q

ITS Action Plan - SB M
Public transport

Active modes \/
%Q,Q N

n submissions about the | | agree with feedback about the scale of the
sourcing, relative to the established work programme this team will

I ed work programme assume responsibility for. | have added an
/< additional Senior Adviser role to provide

some additional capacity. Like all teams,

however, | expect there to be consideration
given as to how to deliver this programme
most efficiently. | also note aspects of this
team’s work programme such as the Driver
Licence Review and MaaS are emergent and
strategic in nature, and strong candidates to
be supported by resource from the Strategic
Policy and Innovation Team.
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There was feedback that the team was light
in resource at the Principal Adviser level,
which would lead to a downgrade in
experience and affect the ability to mentor
junior staff and ramp up effort quickly when
required.

As discussed earlier, | expect Principal and
Senior Advisers to work quite differently
going forward. On that basis, | have decided
to retain one Principal Adviser in this team.

A small number of submissions expressed
concern about the scale of resource needed
to support the Electric Vehicles (EV)
programme going forward, and also
questioned placing responsibility for this
work in this team (Road and Rail under the
Proposal)

The EV programme is in its implementation
phase, and | expect the Ministry to find ways
to fulfil our obligations efficiently going
forward. Should a strategic discussion about
the EV policy be required in future, this may
be led or supported by the Strategic Policy
and Innovation Team.

There was strong support for all Rail policy
being delivered by one team (the Rail and
Freight team)

| agree and have clarified that responsibility
for all rail policy will sit in the Rail and-Freight
team in the Strategy and Investment‘Group.

It was noted that this team will be expected
to absorb much of the BAU work currently
handled by the Land Transport Safety team,
with concern expressed about the level of
resourcing needed to handle this.

| am comfortable the overall team allocation

is appropriate for the level of BAU expected.
As noted above, | expect.alMeams to identify
ways to deliver their workprogrammes most
efficiently.

Summary of key changes

e Team name change

¢ Additional Senior Adviser role added
e Team responsibilities:

o Rail operational policy moved“to‘the Rail’and Freight team
o Clarification of a number ofiresponsibilities; including MaaS, Public Transport and

Active Modes
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International Connections

This team will be responsible for the Ministry’s work on international connections, including
the opening of international markets for tourism and freight, and the management of

associated risks.

Key areas of responsibility

Opening Aviation Markets

Aviation Safety Policy

Aviation Technology Policy

Civil Aviation Reform Bill

Maritime Transport Amendment Bill
Maritime Conventions

Maritime and Marine Protection Rules
Milford Aerodrome

Feedback on the-Proposal

Economic Regulation of International Airlines

There was strong supgort for including two
PrincipallAdvisers in thisiteam given the
diversity inthe Aviation and Maritime
sectors,'and special'st nature of our role in
each

| have carefully considered the need for an
additional Principal Adviser in this area. On
balance, | agree that there is a need to
provide for a second Principal adviser role to
ensure the Ministry is able to continue to fulfil
its responsibilities on both aviation and
maritime matters. | would expect the team’s
profile to be reviewed the next time one of
these roles becomes vacant.

There was concern that the Proposal did not
capture the full extent of the Ministry’s
aviation work.

| have clarified some team responsibilities in
this document. However, by necessity both
the Proposal and Decision Document
discuss high-level responsibilities. The
relevant DCE and manager will need to
make decisions over responsibilities for
detailed functions, and prioritisation
decisions.
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Feedback on the Proposal

There was some concern about splitting the
current Financial, Economic and Statistical
Analysis (FESA) Team, noting the need for
close collaboration between the strategic
and technical components of the function.
However, submitters acknowledge the need
for manageable-sized functions, and a
number of alternative ways of structuring the
teams were proposed.

| have taken on board the suggestions, and
decided upon a team structure very similar
to Option 3 proposed by the FESA Team.
This groups the strategic functions together
in the Domain Strategy, Economics and
Evaluation Team, while keeping the data
handling, analytics and modelling functions
together in the Analytics and Modelling
Team. | fully agree with feedback that these
functions will need to collaborate closely-to
deliver the highest quality expert suppeortito
the Ministry and wider sector.

There was good support for increasing the
focus and capacity in the Ministry’s technical
and analytical capabilities, particularly
establishing a dedicated evaluation function.
There was, however, some uncertainty
about the scope of the evaluation function
and skills required for this.

| have clarified that the team will. be
responsible for the evaluationtrategy and
annual evaluation programme. This could
extend to undertaking evaluations directly,
and/or commissioning outside expertise for
all or part of individual_.evaluations. | accept
feedback that this'is,a.specialist function,
and have added'two new Senior Adviser —
Evaluation rOles to provide capability for this.

There was some feedback that the proposed
level of effort in this area was in fact
maintaining the status quo, with the
suggestion there was an opportunity to'do
more, for example with respect to revenue
modelling.

The two additional Senior Adviser —
Evaluatieniroles will provide additional
capacityiin this area, freeing the economist
reles-to’ contribute more to the strategic and
analytical outputs of the Ministry.

In‘total, the number of roles across the
Domain Strategy, Economics and
Evaluation, and Analytics and Modelling
teams has increased.

There was oppositiontorthe proposed
removal of specialist roletitles in this team.

| accept feedback regarding role titles. |
have retained the title of Economist (with
relevant seniority indicated).

Summary.of key changes
o Teamgame change
o _Teamystructure

©  Addition of two Senior Evaluation Advisers

© Two\Principal Adviser roles are provided, alongside a Principal Economist. One of
the Principal Adviser roles is deemed to be part of the Principal Policy Adviser
cohort, noting it will require a mix of policy and technical skills.

o Adviser/Graduate roles changed from specialist to generalist

e Role titles
o Economist role title retained

e Team responsibilities reorganised, including:
o Modelling function placed into Analytics and Modelling Team

o Evaluation function clarified
o Analytics and Modelling Team
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In addition to the feedback and changes noted above, | have re-introduced the role of
technician into this team. This is a current role, which was omitted by oversight in the
Proposal. It is treated as a reassignment.

Summary of key changes
e Team name change
e Team structure
o Reintroduction of the Technician role. This role is expected to provide support to
both the Domain Strategy, Economics and Evaluation Team, and Analytics and
Modelling Team
e Role titles
o introduction of ‘Data Analyst’ titles in this team
o provision and reassignment of the “Technician’ role into this team
e Team responsibilities reorganised, including:
o Strategic functions shifted to the Domain Strategy, Economics and Evaluation Team

Strategy and Investment

This group will be responsible for the Ministry’s overall policy'and-organisational strategy,
and advice on major investments.

The establishment of the Strategy and Investment Groeup ‘will support the Ministry to achieve
the step change in our sector leadership/that both our.stakeholders and we want, and help to
bridge the gap between our long-termi’ strategy and‘day-to-day policy advice. It will also
support us to provide consistent\comprehénsive’advice on investment choices.
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The following are the new and vacant roles for this group.

Chief Scientist

DCE MoT -
Strategy and
Investment

The role description will be developed once
the new SLT are in place and the CE will
work with the Chief Science Adviser for the
Prime Minister to recruit for this role.

New (on
hold until
SLT in
place)

Director -
Auckland

DCE MoT -
Strategy and
Investment

The role of Director - Auckland is a close
aide to the DCE MoT Strategy & Investment
and acts as a mentor and leader to the wider
policy team in Auckland. They are a key
strategic influencing position that works
closely with key stakeholders, both
nationwide and in the Auckland region and
bridges the gap between national transport
strategy, and broader Auckland issues. They
play a key role in the Auckland Policy'Office
through contributing to cross-Governmental
issues.

The Director - Auckland sits at Level 2.5 in
the organisation, reporting.te,the’'DCE MoT
Strategy & Investment.

New
Internal /
External

Director

DCE MoT -
Regulatory
and Data
Policy

The role of the Director is«a close aide to the
DCE and acts as a mentor and leader to the
wider policy team. [hey are responsible for
providing senior/Stupport to teams, issues
management and assist in the early
identification-of, and response to, emerging
iSsues,concerns or threats and will achieve
outeomes primarily through influencing
others.

This role assists the DCE to develop and
maintain relationships with New Zealand
Transport Agency (NZTA), Auckland
Transport (AT) and Kiwirail.

New
Internal /
External

Manager »
Demand
Management

DCE MoT —
Regulatory
and Data
Policy

The role of Manager — Demand
Management is a leadership and
management position within the Ministry's
Strategy & Investment Group. They lead a
team that provides strategic policy and
regulatory advice on the management and
use of New Zealand’s transport network.

New
CSR EOI

Manager -
Strategic Policy
and Innovation

DCE MoT -
Strategy and
Investment

The role of Manager — Strategic Policy &
Innovation is a leadership and management
position within the Ministry's Strategy &
Investment Group. They lead a team that
provides strategic policy and innovation
capability for the Ministry and the transport
sector.

New
CSR EOI
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Manager - DCE MoT — | The role of Manager - Investment is a New
Investment Strategy and | leadership and management position within | CSR EOI
Investment the Ministry's Strategy & Investment Group.

They lead the team that provides strategic

Investment advice for the Ministry and the

transport sector.
Manager — DCE MoT — | The role of Manager - Urban Development & | New
Urban Strategy and | Environment is a leadership and CSR EOI
Development Investment management role within the Ministry's (l/
and Strategy & Investment Group. They lead the Q)
Environment team that provides strategic Urban q

Development & Environment advice for the '\

Ministry and the transport sector. &
Manager — Rail | DCE MoT — | The role of Manager - Rail & Freight is a \New
and Freight Strategy and | leadership and management role within Ge) CSR EOI

Investment Ministry's Strategy & Investment Gro

They lead the team that provides strategic

advice on Rail and Freight for th istry

and transport sector.

,QV

Strategic Policy and Innovation ?\
This team will be responsible for dev I@ag,the ﬁstrategy, and delivery of the
Ministry’s strategic policy programn%{ [ &de additional capacity and capability to

support strategic work led by ot@

S

responsibility

y a
,gategic Policy Programme (Access; PT2045)

Four Year Plan
BIM
Safer Journeys Strategy and Action Plans
ITS Action Plan
ITS Action Plan — Connected and Autonomous Vehicles
ITS Action Plan — Trialling and economic opportunities
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Feedback on the Proposal

There was support for separating Ministry’s
strategic policy work from its corporate
accountability work (both of which are
currently led by the Strategic Direction and
Performance Team).

| agree that it is desirable to establish
separate teams to lead these functions,
given the significant difference in technical
skills and experience required for each.

There was some discussion about whether
the strategy should be centrally led, or
decentralised. Most submissions
acknowledged the need for some level of
centralisation, while highlighting the need
for input from across the business.

| agree a centralised approach is necessary.
However, | would reiterate that while there
is a dedicated Strategic Policy and
Innovation team, this does not cover the full
remit of our strategic work. All teams will
contribute to the development and
implementation of strategic work.

It was highlighted that one of the challenges
of being effectively strategy-led is
separating strategy from the policy
functions. There was concern the proposed
structure was flawed in placing
responsibility for strategy in one group.

A number of alternative options were
proposed.

| agree an effective strategy-led approach
requires buy-in across the Ministry — this
includes but is not limited to Senior
management. Everyone will be-Contributing
to the Ministry’s strategic objectives.

Senior leadership/buy=in will be
strengthened by, making SLT collectively
accountablesfor the organisation’s
performance,— this is reflected in the
updatedirole descriptions of DCEs.

The Strategy and Innovation Team will work
across the Ministry to meet its
accountabilities.

There was some uncertainty aboutvhow the
team would deliver strategicx\decuments;
without having detailed sector knowledge.

| am very clear that this team will be unable
to deliver its accountabilities without input
and support from other teams. It will be
essential for this team to work with relevant
subject matter experts in developing any
strategic document.

There was supportifor aligning'the
Ministry’s techmelogy work ‘more closely
with strategy. However, there was some
concern that the disaggregation of
technelogy capability across teams would
ereate’confdsion regarding responsibilities,
and make'it more difficult for stakeholders
to engage with us. It was suggested
technolegy was a specialist area, and the
Ministry’s technology function would best
be served as a standalone team. As an
alternative, it was suggested that ‘Strategy’
and ‘Innovation’ could be managed as sub-
teams, within a larger overall team.

| am keen to ensure that, as a Ministry, we
continue to build our work on ITS. | have
carefully considered how best to do this,
including whether or not to establish a
separate technology team.

| consider we can most effectively achieve
our ambition in this area by joining our
strategic and innovation work centrally, and
working across the Ministry and sector on
particular deliverables. | also propose that
the Director, Strategy and Investment take
an oversight role on ITS to ensure we
maintain a coherent approach and provide a
single point of contact
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| accept some of the risks highlighted in
feedback. Overcoming these risks will
require a step change in how we
collaborate, internally and externally, and is
a good example of how | see the Ministry
operating differently in future.

Some feedback suggested technology
could be considered a specialist area, best
housed in one team and working across the
business (similar to the Economics,
Modelling and Evaluation Team under the
Proposal).

| consider the core skills required to work on
matters relating to transport technology to
be comparable to other policy areas.

There was a suggestion to separate the
GPS responsibilities into a new team.

| accept feedback that the breadth of the
proposed work programme was too largeforn
the resources allocated. In recasting, the
policy teams, | have reassigned GPS
responsibilities to the Investmentiteam to
both give appropriate focus 16 this,*and to
address concerns about resourging in this
team.

There was concern the team would not
have sufficient capacity to deploy resource
to work led by other teams, as intended
under the Proposal.

With changes in functional responsibilities
noted above, | am-eonfident the team will
have capacity to both deliver its work
programme ahd support strategic work led
in other parts ofithe Ministry.

There was also feedback that this team
should include graduate roles, to provide
opportunities for graduates to work on
strategic policy.

| agree.thhave amended the final structure
to protide space for two advisers OR
graduates.

Summary of key changes

e Team responsibilities reorganised, including:
o Responsibility for the GPSvmoved to the Investment team
o Clarificationsofresponsibilities brought forward from the Technology & Transport

Systems.team
e Team stfueture changes

o 4Principal Adviser (Wellington) role removed, in part recognising the reduction in
permanent,responsibilities including the GPS
o’ ‘PrincipalAdviser — Auckland. This role has been reallocated to the Demand

Management team.

o _+Adviser roles changed to be Adviser/Graduate Adviser, to provide scope for high-
performing/high-potential graduates to work in this team.

43 |Page




Investment

This team will be responsible for investment advice, including leading the development and
monitoring of the GPS, which directs the largest investment the Crown makes in the
transport network. The team will also provide policy oversight of the NLTF.

Key areas of responsibility

GPS 2018

GPS Preparation & Engagement
GPS Monitoring

Regional Development

Feedback on the Proposal

Some submissions called for gréater
resourcing to be given to the(GPS given the
scale of the investment involved, and the
challenges we have historieally faced to
dedicate enough resgurce to the
development and smonitaring of the"'GPS.
An alternative viewtothe above.was that
any additional resource,was.better
allocated to the“sectoriteams identifying the
outcomes_the'investment was seeking to
delivenr

NLTF oversight, including revenue forecasting and¢=ED/RUC changes

I“have carefully considered both perspectives
and decided that in order to ensure we have
sufficient capacity to deal with an increasing
number of strategically important investment
proposals, it is appropriate to provide
additional resource in this area. This requires
us to have a sound knowledge of the state of
the network, in order to provide robust
assessment and advice on investment
choices.

I have deliberately built additional capacity
into this area to allow flexibility to support
work led by other teams (particularly that
which may lead to investment proposals). It
will also allow capacity to collaborate with the
Governance and Commercial Team,
particularly in relation to Fee and Funding
Reviews and commercial proposals.

Summary of key changes

. Investment and Demand Management are now split into two teams
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Demand Management

This team would be responsible for demand management policy, including the Smarter
Transport Pricing project.

2
N

Key areas of responsibility %

Auckland Smarter Transport Pricing Project \
Heavy Vehicle Differential Pricing Trials &
Alternative Financing Options ?\
Tolling

RUC Act Review
Heavy vehicle monitoring, enfi ent pliance review
Asset Management

VK

In recasting the policy teams, | have had

careful regard to known work programmes

that are both highly complex and requiring a
\ significant resource investment. The

QQ establishment of dedicated Investment and

Demand Management teams both recognises

@\/ O the complexities of the GPS and Smarter

Feedback on the Propo

Feedback highligh
pricing and wider

issues.

Pricing, and also signals my intent to

increase our work in understanding and
\2\ influencing how the network is utilised, and
& how investment is directed.
A

Summary of key changes
. Investment and Demand Management are now split into two teams
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Urban Development and Environment

This team will lead the Ministry’s advice on how transport can shape and support effective
urban development, including having responsibility for the transport sector’s planning
frameworks. Outcomes in Auckland and other major urban areas will be a core focus of the
team. The team will also lead the Ministry’s advice on Environmental and Climate Change

policy.

Key areas of responsibility

Urban development

Land use regulation

Transport planning frameworks
ATAP implementation
Environmental policy

Climate change

Harmful emissions

Feedback on the Proposal

There was considerable,uncertainty about
the scope of this team’s responsibilities.

| agree the list of team responsibilities in the
Proposal was relatively light. In creating this
team, it is my expectation that the Ministry
will grow its role in cross-cutting Urban
Development and Environmental issues. This
will, in many cases, be new work for the
Ministry. To provide flexibility to do this,
issues relating to Public and Active transport
are assigned to the Mobility and Safety team,
though these will remain key issues for this
team to keep abreast of.

Related, to‘this, there was concern that we
were committing a significant level of
resource for a relatively constrained
programme. It was noted limited progress
had been made in relation to Land Use
Regulation issues previously.

| am of the view that the Ministry has a
significant role to play in contributing to or
leading policy development in respect of
Urban Development issues going forward.

Given the proposed level of resourcing in
the team, a number of suggestions were
made to expand its remit of
responsibilities. Suggestions included:

| welcome the suggestions for clarifying and
expanding the team’s remit. Following
feedback, | have decided that the team wiill
assume responsibility for all environmental
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o recognising this team as being policy and has been renamed as such. It will

responsible for transport planning need to work closely with the Resilience and
frameworks Security team on matters relating to the
° including Environmental policy as resilience of the transport system to
part of the team’s remit environmental changes.
° including the full remit of Auckland
issues in this team’s scope. | also accept feedback that the team will be

responsible for transport planning
frameworks. The team responsibilities have
been amended to reflect this more clearly.

There was suggestion that the Urban As outlined in section Four, it is my intention
Development team should assume to grow the total level of resources with an
responsibility for all Auckland issues. understanding of Auckland issues. While

many Auckland based issues will fall within
the responsibilities of this team to respond 1o,
this will not be the case in all instances:

The final structure provides an“additional
Auckland-based Adviser/Graduate role, in
part to support the team’s undeérstanding of,
and involvement in, Auckland issues.

Summary of key changes
e Team name changed
e Team responsibilities:
o updated to include all environmental and climate.change policy
o clarified responsibility for transpert-planning frameworks
o clarified responsibilities brought fromthe, fechnology and Transport Systems team
e Team structure
o Adviser/Graduate role.changed from Wellington to Auckland based.
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Rail and Freight

This team will be responsible for all advice on rail, and for multi-modal advice on freight,
including continuing to grow our understanding of how the freight task is changing and the
role of government in shaping and supporting this.

Key areas of responsibility

City Rail Link

Metro rail operating model review
Rail Safety Funding Review

Rail operational policy/activity work
Freight Policy

Feedback on the Proposal

The main theme to emerge was a~view.
that all rail policy should be led\by,. one
team, in order to provide critical-mass
(reduce key person risks),and, certainty, for
stakeholders.

lLlagree with feedback that it is clearer and
preferable that the Rail and Freight team
leads all rail policy. Team responsibilities
have been clarified to reflect this.

There was also supp@rt for a truly. multi-
modal approach t@ be taken with¢freight
policy. In this regardyit was questioned

whether singling.out rail in\the’team title
would affect this.

| also acknowledge the importance of taking
a multi-modal approach to freight policy. The
team name does not diminish this. Rather, it
recognises that the Ministry has a significant
medium-term work programme ahead with
respect to rail (freight and passenger) and
this team will be responsible for that work.
Additionally, it will be responsible for strategic
freight policy, of which rail plays a role.

Summary of key changes
e Team structure

o Principal Adviser roles reduced from two to one
o Senior Adviser roles retained at three (no longer an Auckland-based role)

o Team responsibilities:

o Clarified that all rail policy will be led by this team
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Senior Adviser —
PMO and
procurement

Manager —
Business Integrity
and Performance

The role of the Senior Adviser — PMO
& Procurement is to provide expert
advice and support to manage delivery
of the Ministry’s strategies and plans
in a structured way. They ensure
plans, approaches and initiatives are
consistent with the Ministry’s
strategies and plans and best practice
project management frameworks.
They also manage the procurement
process for the Ministry.

New
Internal /
External

Senior Adviser —
Security, Risk
and BCP

Manager —
Business Integrity
and Performance

The role of the Senior Adviser —
Security, Risk & BCP is to provide
expert advice and to support the
development and manage delivery, of
the Ministry’s risk, security and
business continuity strategy+and‘plans.
They ensure plans, approaches and
initiatives are consistent with*the
Ministry’s strategiesspltans“and risk
management legislation:

New
Internal /
External

Senior Adviser —
Governance and
Commercial

Manager —
Governance and
Commercial

The role of the Senior Adviser —
Governance and Commercial partners
with managersto provide advice on all
aspects of strategic and operational
management of governance and
assessment to effectively support and
enable a high performing sector.

New
Internal /
External

Principal Adviser
Communications

Managen—
Engagement and
Communications

T he role of the Principal Adviser —
Engagement & Communications is to
provide strategic and operational
management of the delivery of the
Ministry’s corporate engagement and
communication strategies and Ministry
identity. They ensure plans,
approaches and initiatives are
consistent and improve the customer
experience. They provide mentoring to
the Engagement & Communications
Team.

New
Internal /
External

Seniof. Adviser —
Internal
Communications

Manager —
Engagement and
Communications

The role of the Senior Adviser —
Internal Communications is to support
the development and manage delivery
of the Ministry’s internal
communication strategy and business
plans, and contribute to improved staff
engagement. They ensure plans,
approaches and initiatives are
consistent with the Ministry’s
engagement and communications

New
Internal /
External
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strategies and identity.

Senior Adviser
Web Content

Manager —
Engagement and
Communications

The role of the Senior Adviser — Web
Content is to support the development,
and manage the delivery of, the
Ministry’s communication and digital
content strategies through the
Ministry's online presence. They
ensure plans, approaches and
initiatives improve the customer
experience, and are consistent with &

the Ministry’s engagement and
communications strategies and C)

identity. This role has an emph%@n
maintaining and improving customer
experience with the Mini a
transport sector.

New
Internal /
External

SV
N

S

Official Manager — The role of the Offj%l\v New
Correspondence | Engagement and | Correspondence Adviser is to support | Internal
Adviser Communications | delivery of th y's engagement
nd communi n strategies through
<%Mini 's\engagement with its
inisters \T hey lead the day-to-day
management of the official
Q %spondence for the Ministry and
% % e there are processes and
0 \\ stems in place to support the
provision of high quality, fit for purpose
,Q \/ (the quality and timeliness of written
éo \?\ work to and for the Minister responses
C) and for fostering continuous
N~ /x improvement and growth in capability.
éégér - The role of the Correspondence New
Administrator is to provide high level Internal

Corresp ce
Admir@)(

%
Q~/\\2{</

%gagement and
Cy mmunications

(with dotted line
to Manager —
Business
Services)

administration and coordination
support to the wider Engagement &
Communications Team (0.5 FTE) and
to the Communications and Official
Correspondence functions (0.5 FTE).
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Feedback on the Proposal

b

There was significant discussion about the
role of the Official Correspondence Adviser,
including the size of the function and this
potentially crowding out the advisory
function.

| have responded to feedback about
Ministerial Servicing / Official
Correspondence in the earlier section. An
additional 0.5 FTE has been added to
provide additional capacity in this area.

Related to this, there were questions about
the expectations of the Adviser/Graduate in
the team, particularly in relation to being
back up to the Official Correspondence
Adviser.

| have considered feedback regarding the
role of the Adviser/Graduate in this team.

| remain of the view that official
correspondence is a key communications
channel and a critical function for any
Adviser/Graduate in this area to understand.
The Adviser/Graduate role will therefore
continue to be expected to provide backup
to the Official Correspondence function,
alongside other engagement.and
communications responsibilities. The
additional 0.5 FTE noted above will reduce
the time involved-te,some extent.

One submission questioned whether the
proposed team had the headroom to support
the step change in stakeholder engagement
envisioned in the Proposal. They suggested
consideration be given to providing a
dedicated stakeholder engagement
specialist.

| have considered feedback regarding the
level of resotircing needed to support the
Ministry’sgstrategic stakeholder engagement.
| believe, the final resourcing allocated
provides, sufficient headroom to support this.

There was good discussion about the'role of
the Senior Adviser — Web Content,.and
support for growing our online\presence;
Some submitters commented)jon the
challenge of finding semeone withhboth a
technical and communijcation background,
and questioned whether an
Adviser/Graduates Web, Content role also
needed to bé&retained/alongside the new
Senior Adviser role /for'some tasks.

| remain of the view that a senior position is
necessary and sufficient to support the step
change | expect in this area. They will be
closely supported on technical matters by
the Digital and Knowledge Team.

| agree with feedback that we may need to
invest in a new web platform to support
more effective day-to-day use of web
channels. This will need to be considered as
part of the development of a Digital strategy.

Summary of Key_changes

¢, Team strueture

o¢ "Addition of an Engagement and Communications Administrator
o “Adviser/Graduate roles changed from specialist to generalist

¢ Role descriptions

o Clarified expectations of the Engagement and Communications Adviser/Graduate

Adviser following feedback

55| Page







Manager —
Digital and
Knowledge

DCE MoT —
Corporate
Services

The role of the Manager — Digital and
Knowledge is to partner with the senior
leadership team to lead all aspects of
strategic and operational information and
communications technology and learning
management, to effectively support and
enable a high performing organisation.

They ensure that digital procurement is fit for
purpose, the digital platform is operating,
secure and up to date including dealing with
external vendors who support the
technology. They champion and enable
learning management across the
organisation and ensure learning
management fosters a culture of
organisational learning. They lead the Digital
& Knowledge Team.

New
Internal /
External

Manager —
Business
Support

DCE MoT —
Corporate
Services

The role of the Manager - Busin&ss-Support
is to lead all aspects of Businéss\Support to
effectively support and enablea-high
performing organisation? They lead the
Business Support Team

New
Internal /
External

Business
Partner

Manager —
Human
Resources

The role of the Business Partner is to
provide strategiesand-expert operational
management ofthe delivery of the Ministries
HR strategies. They work closely with
managefs,across the business to ensure
consisteney of delivery of HR services. They
provide mentoring to the HR Team.

Vacant
Internal /
External

Human
Resources
Adviser

Manager.=
Hdman
Resodrces

The role of the HR Adviser is to provide
operational HR advice and support to
Managers in the Ministry in order to bring the
HR strategies to life. The role supports the
Business Partners and Managers across the
Ministry to deliver on all aspects of HR. This
role has an emphasis on health, safety and
wellbeing for the Ministry.

New
Internal /
External

Hufaah
Resources ¢
Payroll
Administrator

Manager —
Human
Resources

The role of the HR Administrator / Payroll is
to provide high level administration and
coordination support to the Manager -
Human Resources and the wider HR Team
and co-ordinate the payroll function.

New
Internal

Senior Adviser —
Transition (18
months fixed
term)

Manager —
Human
Resources

The role of the Senior Adviser - Transition
will support and lead the development,
delivery and management of Ministry-wide
learning and development initiatives and/or
programmes to build capability and bring the
HR strategies to life following the Ministry
Organisational Review. They also assist with
recruitment and selection. The role works

New
Internal /
External
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with the Senior Leadership Team and
managers.

Financial
Accountant

Chief
Financial
Officer

The Financial Accountant has primary
responsibility to ensure the accuracy and
integrity of financial information produced by
the Ministry that occurs as the result of
financial transactions. This responsibility
includes oversight of all transactional
systems.

New
Internal /
External

Management
Accountant

Chief
Financial
Officer

The Management Accountant is the primary
advisor to Ministry managers and staff on
day to day financial matters and maintains
an overall system to enable budgeting
forecasting and reporting as required by the
Ministry.

New
Internal /
External

Accounts Officer

Chief
Financial
Officer

The Accounts Officer is responsible for the
efficient and effective processing of all
transactional processing,aspects of the
finance function.

New
Internal /
External

Principal
Adviser
Transition (18
months fixed
term)

Chief
Financial
Officer

The role of the Princpal Adviser - Transition
is to assist the Chief\kinancial Officer with
the efficient and effective operation of the
finance function.“The role works with the
Senior Leadership Team and managers to
build finafce capability and assist the
Minjstry-to implement recommendations out
of the\Finance Assessment.

New
Internal /
External

Senior Digital
Adviser

(2)

Manhager —
Digital'and
Knewledge

The Senior Digital Adviser works in
partnership to provide strategic and
operational digital advice, guidance and
support relevant to the Ministry's strategies.
They ensure that digital procurement is fit for
purpose, the digital platform is operating,
secure and up to date including dealing with
external vendors who support the
technology. They work effectively with other
agencies to deliver appropriately joined up
services and expertise and ensure the
Ministry meets regulatory requirements in
relation to digital information. They champion
and enable knowledge management across
the organisation to foster a culture of
organisation learning.

New
Internal /
External

Principal
Adviser —
Knowledge
Management

Manager —
Digital and
Knowledge

The role of the Principal Adviser -
Knowledge Management is to provide
strategic and operational management of
knowledge management advice, guidance
and support relevant to the Ministry's

New
Internal /
External
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strategies. They ensure that knowledge
management procurement is fit for purpose,
that knowledge management systems are
operating, secure and up to date including
dealing with external vendors. They lead the
provision of knowledge management and
workflow systems and tools to enable
efficient and effective use of Ministry
resources, working effectively with other
agencies to deliver appropriately joined up
services and expertise. They ensure the
Ministry meets its regulatory requirements.
They champion and enable knowledge
management across the organisation to
foster a culture of organisation learning.

Senior Solicitor | Chief Legal The role of the Senior Solicitor is to work.in Status /
Officer partnership to provide high qualityscost Advertise
effective and efficient legal advicete'the
Ministry and Ministers.
Solicitor Chief Legal The role of the Solicitor istto work in Vacant
Officer partnership to provide high'quality, cost Internal /
effective and efficient general legal advice to | External
the Ministry and Ministers.
Executive Manager — The role of thelExecutive Assistant to the New
Assistants Business DCE s to contribute to the effective and Internal /
(3) Support efficient operation of the Group by providing | External
high-level professional support services to
the , DCEto ensure the smooth and efficient
operation of their business groups.
PA/ Team Manager — The role of the Personal Assistant/Team New
Administrators Business Administrator is to provide shared secretarial | Internal /
(5) Support services, general office administration External
support to their relevant business group and
personal assistance to relevant team
managers.
Note that support is provided on the basis of
approximately 1x Personal Assistant / Team
Administrator per 2 x Managers plus 10 x
staff.
PA/ Team Manager — The role of the Personal Assistant/Team New
Administrator Business Administrator is to provide shared secretarial | Internal /
Auckland Support services, general office administration External

support to their relevant business group and
personal assistance to relevant team
managers.

Note that support is provided on the basis of
approximately 1x Personal Assistant / Team
Administrator per 2 x Managers plus 10 x
staff.
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Related to the above, there was a
question of whether the Ministry requires
two business partner roles.

Further to the above, | believe there is a need
for two strategic business partners. The
nature of the expected work programme over
the next 2-3 years warrants this level of
senior resource to ensure it is delivered
effectively.

There was a question about whether the
team included sufficient capacity to
support upcoming recruitment needs, with
the suggestion that additional temporary
resource may be required.

| agree the Ministry will have a significant
recruitment programme over the next few
years to both fill vacancies and bring in
additional resources following our increase in
budget. | have provided an additional
transitional role to help with recruitment and
other HR tasks. The HR Adviser is also
expected to be involved in all aspects of HR
including recruitment.

There was feedback that payroll input is a
technical skill, warranting senior oversight.
There was good discussion about whether
this best sits in the HR or Finance team.

The payroll function is one that could sitin
either HR or Finance. For the Ministry, |
consider it is appropriate to retain_this in the
HR team for the time being. However, this
may need to be reviewed, subject to any
changes to our financial and‘payroll systems.
| agree with feedbaek.about the need to
clearly articulate responsibilities for payroll at
a manager level. The HR Manager and Chief
Financial Officer role descriptions have been
updated accerdingly.

There was a question of why the HR team
has a dedicated HR Administrator/Payroll
role

The allgeation of a dedicated administrator
roleseflects the nature of the HR function,
andhthe need for continuity in providing
confidential administration support. This role
will be responsible for inputting payroll data to
support fortnightly pay cycles, and support
recruitment, induction and other HR
functions.

There were calls for this team to review
the Performance Management
Framework, in ©rderto ensurelthis
supports thelobjectives’of the review.

| agree this is a priority. The exact timing of
the review of the Performance Management
Framework will be considered by the DCE
Corporate Services, and overseen by the
People and Capability sub-committee.

Summary of Key changes

¢ ) Team name, structure and responsibilities are unchanged
¢\, Role descriptions updated to clarify payroll responsibilities
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There were mixed views about the lack of
a senior role between the Chief Financial
Officer and the remainder of the Finance
Team under the proposed structure. The
Finance team submission expressed
support for retaining a Senior Accountant
role to help ensure the CFO does not end
up carrying out transactional rather than
strategic tasks. A contrasting view was
offered that this structure had not worked
previously.

| have carefully considered the need for an
additional senior accountant role. |
acknowledge there are some complexities to
Vote Transport. However, | remain of the
view that the permanent establishment is
appropriately sized for the function. A
transitional Principal Adviser role has been
provided to help bridge the gap while fit-for-
purpose ICT systems are implemented.

The addition of the Investment team will also
provide some additional oversight of the
NLTF and Vote.

| also note feedback that the CFO role
description indicates that it would not
personally produce the core finance
functions. | have clarified this to ehsure it is
clear the CFO will have some day-to-day
involvement in core financial functions, as
you would expect in an organiSation this size.

There was a suggestion that Payroll
should be clearly identified as a functional
responsibility of the Finance team.

Please see the Human Resources team
description for my respaense to this.

There was feedback that the Assistant
Accountant role was similar to the tasks
currently being undertaken by the
Financial Accountant.

| have reviewed the, role description of the
Assistant Agcountant and agree this is
consistent\with the role undertaken by the
currenttkinancial Accountant. As such, this is
now/treated as a reassignment rather than a
new,rale.

Summary of key changes
e Team structure

o Clarified that the Financial and'Management accountant roles, while not denoted as

“Senior”, are significantly différent to roles previously held in the Finance team

under equivalent names

o Assistant-Aecountant is now deemed a reassignment, given the close alignment
betWeenrthis role‘and the current financial accountant role
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Some submissions suggested the need
for additional resource in the team to help
manage day-to-day knowledge
management tasks.

| appreciate the suggestion. In an
unconstrained environment, | agree there
would be benefit in having an additional,
junior resource to assist in this area.
However, given overall priorities, | do not
consider it appropriate to increase the
establishment beyond that which was
originally proposed. | expect that PA/Team
Administration support can and will be
accessed for significant administrative tasks.

A number of submissions commented on
the proposed team name and role titles.
There was particular concern expressed
that the term ‘learning management’ could
cause confusion between a ‘learning
organisation’ and a ‘learning
management’ (training) framework. It was
suggested to revert to knowledge
management or similar titles.

| accept this feedback and have reclassified
relevant roles as Principal and Senior Adviser.
- Knowledge Management.

There was also feedback indicating the
need to clarify the roles of the two
technical specialist roles.

Following further discussionywith Government
Chief Information Officer{GCIO), | have
clarified that the technieal specialist roles are
senior roles, and,added additional description
of function intoftherole descriptions.

Summary of key changes

e Team name changed
e Team structure

o We have corrected an ineansistency(n the Proposal — the Senior and Adviser
Learning Management,reles are regclassified as Principal and Senior Adviser
Knowledge Management rolesgin.the final structure

¢ Role descriptions

o Clarified the4eam manager role as needing strategic ICT focus, and changed title to

Manager Digital’and Knowledge

o Clarified thetechnical specialist roles are at senior level and change the title to

Senior Digital Adviser.
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Governance and Engagement, and
Corporate Services Groups, who would
share a PA/Team Administrator role under
the Proposal. Particular feedback was
provided about the administrative tasks
associated with the functions of the
Engagement and Communications Team,
and the Governance and Commercial
Team.

organisation, in order to ensure all staff are
using their time efficiently. In allocating
administrative support across the
organisation, | have had regard to the
functions that produce the majority of our
official correspondence and are most heavily
involved in external engagement.

| accept, in part, feedback about the need for
additional administrative support in the
Governance and Engagement, and
Corporate Services Groups. An additional 0.5
FTE is provided through the newly created
role of Correspondence Administrator. This
role will have an indirect (dotted line)
reporting relationship to the Manager
Business Support, and about half‘of their time
will be available to provide administrative
assistance to these groups.as‘deemed
appropriate by the Manager

There was also concern expressed about
the extent of change to current EA and
OD roles, with requests to look at how this
level of change could be minimised.

We have reviewed the proposed treatment of
EA and OD roles. Censequently, the EA to
the Deputy Chief Executive will now be a
reassignment yather than a new role.

Summary of key changes

e Team structure unchanged from the Proposal

e Additionally, the NZSAR Secretafiat*has beendfunded by the NZSAR Council for a
dedicated administrative suppert{pefson. They will report to the Manager Business
Support for professional developmentut sit'with the NZSAR team. Further, they will be
able to be drawn on to supportthe organisation and provide backfill where necessary.
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Section 5: Recruitment Processes and Next Steps

This section outlines the recruitment processes that we will follow to implement the changes
outlined in the decision document.

Reconfirmation or reassignment into existing roles

Staff in roles that remain the same or nearly the same in the new structure will be either
reconfirmed or reassigned into the roles. There are 31 of people who are being reconfirmed
or reassigned in the structure.

Staff who are being reconfirmed or reassigned will receive a letter advising them of the
change to their role by 16 June 2017.

Contestable roles

If the number of roles available is fewer than the number of staff to be reconfirmed or
reassigned, these roles will be contestable.

There are eight of the Tier 3 manager roles where this is the case.<Fheiselection process will
be ring-fenced and only people in a substantially similar role will’be\able to apply in the first
instance.

More information on the process will be provided to this group, however, it is expected that
the process will include an interview and a CV will be required.

New roles

We have confirmed the process,detailed imthe consultation document with Tier 2, Director
and non-policy Manager and other key'specialist roles to be advertised internally and
externally. The timeframe*for the recruitment of these roles is contained in later in this
section on page 70 ofthis document.

Any other new roles reconfirmed, reassigned or contestable, will be advertised, internally in
the first instance. New roles.will be open to applications from all internal staff however,
affected staffiwill be given preference for if they meet the requirements for the role. This
means whére an affected staff member is able to demonstrate they have the required
competencies (technical and behavioural), experience and qualifications as indicated in the
rele"description, they will be offered reassignment to the role ahead of non-affected
applicants:

Advextisement and role descriptions

Advertisements and role descriptions for new roles and contestable roles will be available on
Discover (the Intranet). All new, contestable and vacant roles will be available on Discover
as per confirmed timeframe table below. Roles will be advertised in a staggered manner so
that, where possible, the relevant appointed manager can be involved in the selection of
their own teams. An approximate timeframe of how this might happen is detailed later in this
section on page 70 More information on roles being advertised is contained in section/page.
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Preference or ‘preferred’ status

An affected staff member would have preference over a non-affected staff member to an
appointment as part of the contestable process where they have the relevant skills and
experience (technical and behavioural) to undertake the functions of the role within a
reasonable timeframe. This means that their application would be considered prior to the
application from staff members who do not have affected status.

Expression of Interest roles (EOI)

Once the process for the contestable roles have taken place we will then complete the
Expression of Interest processes (EOI) for the Senior Advisers and Adviser/Graduates. Fhe
EOI process is to allocate staff to roles in the new structure. More information on this
process will be available in late June / July.

Transition roles and the ORT

There are two transition roles which will from part of the new structure for"an, 18-month
period. One of these roles is in Human Resources and the other is in\Einance. ltis
understood that these two roles will support the relevant areas to.ensure that the relevant
systems and processes are in place to support the new structure.

There may also be shorter term transition roles to support.transition between now and when
we Go Live on 2 October, these roles will form part of aichange team that will support the
Ministry to transition from the current structure to thésnew structure including agreeing a plan
to embed the Vision, Values and Purpose.

Post the Final Decision Documeft being anhounced the focus of the ORT will turn
immediately to the recruitment.and’selectiomprocesses to enable the Ministry to ‘Go Live’ on
2 October. To ensure peagplenare wellsinfermed through this process, the ORT will continue
to communicate with regular-€mails. Should you have any queries in the meantime, please

contact_or the team Via email or in room 2009.
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Confirmed timeframe

14 June 2017 Meet with MLT
Meet with affected staff / TMG
15 June 2017 Meet with affected staff
15 June 2017 ALL-MoT
16 June 2017 Tier Two all DCE role descriptions available on Discover (%L
Intranet) and externally advertised O\
>
19 & 20 June 2017 All other role descriptions available on Discover g{llnt net)
Advertising / recruitment starts for the CFO, Policy Directors,
Policy Director Auckland and specialist Tier 3 foles (new and
vacant)
19 June 2017 Manager/PMP CSR applications op
28 June 2017 (midday) Manager/PMP CSR applicationI
Y 4 A J
6 & 7 July Manager/PMP CSR interviewo ess
3to 17 2017 July Principal iser / Se @\/iser / Adviser & Graduate EOI
(indicative) allocati sseé‘g lace
y 4 P — N —
17 to 21 July 2017 Ad Yst &Q)Tier 4 (new and vacant) and other vacant
(indicative) ro
2 October 2017 \ \o-live / ition to the new way of working
indicative
< O O\
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Support

This will be a challenging time for some people, especially those who are directly affected or
impacted. Support that can be accessed will, by necessity vary from person to person due to
differing needs and circumstances. This support may include:

e change-related support and training sessions
e career counselling
e access to confidential support through EAP, contact details can be found on Discover

If you are directly affected or impacted by the decision, you will be, or have been, individually
invited to attend relevant training sessions.

Details on career counselling support will be provided to individuals as part of the
redeployment conversations held with their line manager, the Chief Executive or the ORT.

Please also know that you can continue to contact a variety of people for sdppert, advice
and guidance. These include:

e your line manager

¢ internal HR support
e PSA representatives
o the ORT.

We encourage you to look after yourself and your celleagues. It is important to respect that
this change may affect people differently/se-pleage check in on each other and make sure
people are accessing the support available.
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Document 3
May 2018 - Reporting line changes and additional resourcing

Document Name: Request to make a business change memo - SLT - May 2018






Principal Adviser, Investment — An additional Principal Adviser is required to
contribute to key strategic pieces of work including, GPS2 and considering
new approaches to funding.

b) Change of team name from Demand Management to Revenue and Demand
Management to better reflect the responsibilities and deliverables of this team.

c) Change in reporting line for the Principal Adviser in Urban Development from
Manager Urban Development and Environment to Director Auckland (but with a
dotted line to the Manager in Wellington).

This would ensure that the Director Auckland has the ability to allocate and assign
work/tasks directly, monitor the progress and outcomes and be directly
responsible/accountable for specific pieces of work.

3.2 Regulatory and Data Group

a) Establishment of a new Regulatory Policy team (5.5 FTE) Group effective 1 July 2018.
Refer to paper “Proposed Regulatory Policy Team” for additional backgreund and
rationale for the creation of this team.

O Manager (1.0 FTE)

O Principal (1.0 FTE)

Senior Adviser (1.0 FTE)

Senior Adviser (0.5 FTE — position already established and budgeted)
Adviser (1.0 FTE)

O Graduate Adviser (1.0FTE)

O O O

b) Establishment of an additiohahSenior Adviser 1.0 FTE position within the
International Connections team effective immediately.

A vacant Senior Adviserposition Was recently transferred from International
Connections to-Mobility &Safety. At the time, the view was this would have a
manageablerimpatt on workléad, however it has become clear that this is not the
case.

3.3 Governance-and Engagement Group

a)_ Establishment of additional 2.0 FTE positions within the Governance & Engagement
Group:

0./ Senior Adviser, Governance & Commercial — additional Senior Adviser
capacity is required to assist with workload, particularly for the Fee and
Funding Review project and to manage strained relationship pressures with
key stakeholders.

0 Administrator, Ministers Office — additional capacity is required from an
administrative perspective to support the Minister and Associate Minister’s
office.

3.4 Corporate Services Group

d) Establishment of an additional 3.0 FTE within the Corporate Services Group:

0 Solicitor/Senior Solicitor, Legal — over time increased capacity from the Legal
team is likely to be required to support the new Regulatory Policy team.
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0 Accountant, Finance — It has become clear that the team is under resourced
to manage BAU and increase the Ministry’s financial capability.

0 1.0 additional FTE — details to be tabled by Robyn Smith

3.5 Other considerations — graduate recruitment

e The Ministry will need to consider its ongoing approach to Graduate recruitment,
and bear this in mind when making resourcing decisions as outlined above.

e The Graduate recruitment round is usually run at approximately June/July each
year. The Ministry did not undertake a graduate round in 2017 due to the
organisational wide review. HR noted this with SLT and it was agreed to review
again during business planning. As we are currently in the 18/19 business plarning
process it is timely to review the need.

e There are 8 Graduate level Advisers who are all due to progress to Adyviser Level 1
(based on performance) in July — August this year.

e There are 2 more recently placed graduates in the Rail and Freightiteam who have
been here since January 2018 and will be ready to progress,to Adviser Level 1 at
September 2019 depending on performance.

e The Ministry currently only has 4 vacancies at Graduate / Adviser level and 2 of
those are currently being recruited for.

e Business planning is currently underway and should clarify resource requirements
and budgets by team/group forthe 18/19 year.

e |t should be noted that if we want to_ havé more graduates than current available
vacancies this would havesanadditional financial and FTE impact.

4. Impact of the changes

Position Establishment

The Ministry’s overall,staff mumbers (established positions) will increase by 13.0 FTE from
169.5 FTE to,182,5/FTE. Note.this figure excludes current fixed term employees who are not
backfillingsexisting established positions.

Thereds anopportunity to limit the increase to Ministry’s FTE footprint by considering
replrposing any‘ef the existing vacancies that do not currently have recruitment in action or

planned:

Position

Team

How long has been vacant

Senior‘Adviser (recruitment
in progress)

Resilience & Security

2 October 2017

in progress)

Senior Adviser (recruitment | Resilience & Security 4 May 2018
in progress)
Senior Adviser (recruitment | Mobility & Safety March 2018

Adviser (recruitment in
progress)

Mobility & Safety

26 March 2018

Principal Adviser (planning
to readvertise)

Domain Strategy, Economics
& Evaluation

2 October 2017

IN CONFIDENCE
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7. Approval

The request to initiate changes to the organisation structure and its positions, as outlined in
this memo is:

Approved / Not approved

Outof Scope . &

Chief Executive
I O
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Document 4
May 2018 - Reporting line changes and additional resourcing

Document Name: All of Ministry Communication on Org Changes - 23 May 2018



From: Out of Scope

To: AIIMOT
Subject: Wednesday 23 May
Date: Wednesday, 23 May 2018 4:58:39 pm

Kia ora koutou
| am pleased to let you know that we are about to increase our people count at the Ministry.

Before | outline the detail, | would like to acknowledge the hard work and extended efforts right
across the organisation over the last seven months. In this time, we have transitioned to our new
organisational design and set about meeting the expectations of our new administration on top
of keeping up with our regular deliverables. On behalf of SLT, thank you! Your contributions have
been noticed and are appreciated.

Business planning 2018/19

As you may be aware, we are in the middle of our business planning process fer 2018/19. SLT
has identified five priorities for the coming financial year, which_are: /JRoad safety,
co-contributions to wider government programmes (including with local government), access to
economic development and opportunities, a lower carbon transpertisystem, and Ministry
capability. These are our priorities but it is not to say that other work is\net important.

SLT considered proposals from teams that required $11m in Ministry expenditure, but we only
have around $5m. SLT spent quite a bit of time agonising\of these proposals, which were all
worthy, and afters some robust debate teek decisions‘on.the funding that would be provided to
specific workstreams in 2018/19.

Managers will now be reviewing,theirproposals t6 determine if any changes need to be made to
the resource requirements given=SLT’s funding decisions. The next step will be to talk with the
Minister about the priorities and ensure'werare well positioned to meet his expectations.

Refining our organisational structure
SLT has also agr€edte’'somé permanent changes to our structure and position establishment,
and we are pleased to be ableto provide some more ‘hands on deck’” where needed.

As backgreund, weplanned for this review of staff numbers to occur six months into our new
onrganisational design as per the Organisational Review Decision Document. We also planned to
augment olirAumbers following the increase in baseline funding which was granted in the 2017
Budgetandhis*being allocated over three years. In addition, considering the recent resourcing
pressureston some of our teams, it was the ideal timing to consider resourcing/capacity.

After careful consideration, we have agreed on the following changes and plans to resource the
new roles (where applicable) for each Group:

Regulatory & Data Group

A new Regulatory Policy team has been established so the Ministry can increase its focus on
stewardship across the transport regulatory system. This is an exciting opportunity for the
Ministry to take a proactive leadership role, working in close conjunction with the transport
agencies. The Regulatory Policy team will be made up of the following positions:



e  Manager
Principal Adviser

Senior Adviser

Senior Adviser (note this is an existing part-time position currently occupied by [

_ which will move into the new Regulatory Policy team)
Adviser

Graduate Adviser

| would like to thank those who have been involved in supporting regulatory stewardship work to
date — your contribution is valued and appreciated. We will be recruiting to the vacant positions
in the coming weeks.

The International Connections team will be recruiting another senior adviser tonintrease
capacity and assist with the delivery of the team’s work programme.

Strategy & Investment Group
We are making some changes to the way the Auckland and Wellington officég’interact, and have
reviewed the reporting line relationships for Auckland-based staff.

Out of Scope Out of Scope

(Principal Adviser Auckland) will now report directly”to , Director
Auckland, with a dotted reporting line to QUtof Scope “ I, the Urban Development and
Environment team. We are also formalising a dotted reporting line relationship for all other
Auckland-based positions to - These peopleswill continue to report to their
Wellington-based manager.

Overall, these changes will help“o gensurel succéssful delivery of our Auckland-focused work
programme and strengthen therelationshipssbetween our Auckland and Wellington operations.

We are also renaming’the Demandi\Management team to Demand Management and Revenue.
We, and the team/think.his better @escribes the nature of the work this team delivers. Demand
Management and _Revenuefwill oe recruiting a Principal Adviser based in Auckland in the coming
weeks.

The Investment team, will be recruiting another principal adviser to enable us to build our overall
appreach to investment while we manage a large programme of work (including GPS2 and the
PGF)

Corporate Services Group

The Finance team will be recruiting an additional accountant role. It has become clear that
further resource is required to manage business as usual activity and to develop the Ministry’s
financial capability.

Governance & Engagement Group

The Governance & Commercial team will be recruiting another senior adviser as additional
capacity is required across the team, in particular to support the Fee and Funding Review
project.



An administrator position has also been established in the Governance & Engagement group.
(O EHT 22 will be seconded to this position in Minister Twyford’s office. Congratulations
- Thank you to Qutof Scope for stepping in to cover the Correspondence Administrator
position while we recruit for it on a fixed-term basis.

| would like to take this opportunity to thank our colleagues - from Business Support in particular
- for supporting our Governance & Engagement colleagues with Correspondence Administration
over recent months.

Vacancies — internal opportunities

As a result of these changes, we have a number of internal vacancies. We will be prioritising and
staggering recruitment to vacant roles over the coming weeks, and we will advertise the rolés
through the usual channels both internally and externally. Keep an eye out on our vacaheies
page for further information and timelines.

If you are interested in any of the vacant roles, please speak with your Managex, in the first
instance and see the relevant hiring manager for further detail.

If you have any questions about any of the changes or positions, please let either me or any
other SLT member know.

Naku noa, naa

Out of
Scope

Out of Scope

Chief Executive
Ministry of Transport — Te Manatia Waka

Mobile: +64 21 409,990 |

Out of Scope ,.Y/' r ‘\\

Enabling,New Zealande/s to flourish



October 2019- Official Correspondence Review

Document Name: Proposed OCU Redesign_Staff Info Pack_updated 18.10.19



Proposed OCU Redesign

For Consultation with the OCU Team

(25 September 2019 — Version Final)








































































Document 6

October 2019- Official Correspondence Review

ment

docu

Document Name: OCU redesign preliminary decision



OCU Redesign

Decision Document

(25 September 2019 — Version Final)





























































































Document 7

— September 2020 - Corporate Services Review

June

ntation updated June 2020

Document Name: Change Proposal Prese



Corporate Services | Te Kahui Tangata
Change Proposal July 2020

July 2020














































































June — September 2020 - Corporate Services Review

Document Name: Change Propsoal - Final Decision - July 2020



Corporate Services | Te Kahui Tangata
Final Decision Document July 2020






















































Document 9

— September 2020 - Corporate Services Review

June

markup

Document Name: Change Proposal for HR Team - Outcome



Out of Scope

From:

To:

Subject: Change Proposal for HR Team - Outcome
Date: Wednesday, 9 September 2020 9:18:00 am

Kia ora team,

Thank you to those who gave feedback on the proposed new structure for your team and also
for your time discussing your views with me recently. You will recall that | proposed the
following:

e Changing the team name from HR to People and Capability

Changing the two Business Partner roles to become solely focused on working direstly,
with managers and their teams; removing the OD/Projects work that sat withinJeach.role

e  Creating a new role of Organisation Development & Projects Specialistto undertake
work that was formerly held by the Business Partner roles as well asotherprograms and
projects that have not been able to be progressed due to workload c@hstraints

e (Creating a new Recruitment & Contracts Advisor role (whi¢h has been re-purposed from
a BIP team role) — as part of the change of operating m@dehto return recruitment and
workforce management functions to the HR team

e Confirming the current HR Advisérjrole — whe,willkssupport the HRBPS and take the lead
on a number of operational matters

Confirming the current HRMAdministrator & Payroll role

Having met with most of you to discuss the structure and hearing your views following the
written feedback protided, | have.reflected on your individual opinions as well as feedback from
others around thelMinistry. During our individual discussions the issues discussed were fairly
consistent and(lwas*pleased toffind that you had each reflected on the proposed changes and
the current ahdhexpectéd,future workload and direction for the team. It seemed at the end of
the disclissions that/we Were mostly aligned in the usefulness of the proposed changes and that
meafs | am now/ina positon to confirm that the structure as outlined above will go ahead.

Jhe-only ¢hange to the above proposal is that | have decided not to change the name of the
team tOo\People and Capability. It will remain Human Resources.

Next steps:

o DUIOTSERE il finalise the position description after considering your feedback and
undertake recruitment for the Organisational Development & Projects Specialist
position.

e | willannounce these confirmed changes to the Ministry (on Discover) along with the
new proposal for changes to the Digital and Knowledge team later this week or early
next week.



Thank you for your feedback, discussions and commitment to getting your team structured in
the best way to take the Ministry forward. | really appreciate the effort you all put in to making
this a strong and considered outcome.

Nga mihi
Out of Scope

Nga mihi | Thank you

Out of Scope

Deputy Chief Executive Corporate Services | Te Kahui Tangata
Ministry of Transport — Te Manatu Waka

Out of Scope | www.transport.govt.nz

He whakamana i a Aotearoa kia momoho | Enabling New Zealanders to flourish
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June — September 2020 - Corporate Services Review

Document Name: Feedback from Digital and Knowledge consultation (1)
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June — September 2020 - Corporate Services Review

Document Name: Change Proposal Digital & Knowledge Team - September 2020



September 2020
























Document 12
November 2020 - Programme Monitoring and Commercial Review

Document Name: 5 Nov SLT paper - Programme Monitoring Review



Item No: yymmdd/#

SLT Weekly meeting

Item <#> Programme Monitoring Review - Recommendation

Date Thursday, 5 November 2020

From Out of Scope , Acting DCE, System Performance and Governance
Purpose

1.

To seek the SLTs agreement to establish a new Programme Assurance and

Commercial team, in the System Performance and Governance group.

Recommendations

2.

| recommend that the SLT:

2.1 Agree to establish a new Programme Assurance and Commercial team, as
shown in Appendix 1

2.2 Note that implementation will be phased over the remainder of 2020/21, with
the aim the team is at full capacity by the end of Juhe 2021 (see Table 1)

2.3 Note the financial implications of the proposed'team (see Table 2)

2.4 Note that | plan to meet most of the 2020/21'c0ost associated with the
proposed team from existing budget, while\ongoing funding will be sought
through the planned capahility.bid

2.5 Agree that, if necessary/any funding, shortfall in 2020/21 will be met from
the consolidated fund (estimated maximum of $150k)

2.6 Agree that subjécttorthe SLTs decisions, | will announce the establishment
of the new teamto'the organisation; | will work with HR and engage with
relevant teams“to ensure a smooth implementation process

Background

3.

In August, the’SLT @agreed the approach and governance arrangements for the
Programme Monitering and Commercial Review (200818/1 refers).

The/ReviewSet'out to assess the Ministry’s current and likely future
project/pregramme commitments requiring commercial/programme
monitoring/assurance type capability and capacity. A design team was
established to carry out the Review and recommend an operating model,
capacity’and capability requirements (including structure/form) to deliver these
functions effectively, in the short and medium-term.

The Design team concluded that additional capacity and capability is required to
enable the Ministry to meet our Programme Monitoring and Assurance
responsibilities. It also concluded that there was a need to bring in different,
complementary commercial capabilities to address gaps in this area. Given the
capacity required, the Design team concluded it was necessary to establish a
new team (rather than add function to an existing team(s)).

<ltem Title> 1 Meeting date: <d Month yyyy>

<ltem No: yymmdd/#>



Proposed structure and operating model

6. The Design team unanimously recommends the proposed structure and
operating model outlined in Appendix 1 (attached).

7. In brief, the Proposal is to:
Structure

e Establish a new Programme Assurance and Commercial team, consisting of
8 established roles (including an established role | envisage using for rotating,
secondment opportunities with ‘strategic partners’). | also propose reporting
line changes for roles associated with the ETC and PGF, per the
implementation plan below.

o Re-purpose the existing Governance and Commercial team to focus on
Agency Governance and Assurance. The team structure would be
unchanged, as this is appropriate for the function and recognises the
significant ongoing work programme of the team.

e Together, these two teams be regarded as the Governance and Commercial
‘Unit’ of the Ministry. In practice, the ‘unit’ terminology is intended tosreinforce
the related roles and capabilities of the two teams, similar to the BSEE and
A&M teams currently. It is expected to drive agility in resourcing different
pieces and work, and assist in the marketability of roles in both;teams.
However, it holds no additional status in terms of job descriptions etc.

8. The size of the Programme Assurance and Commercial feam,has been
recommended, taking into account a range of factors, includ'ng:

o the size of the likely work programme of that team\(informed by internal
interviews and work programme information submitted to the design team)

o feedback from other agencies;, who have‘or.are planning similar functions
o affordability for the Ministry, particularlyin the short term

9. I note that there remainsgomerresidual.concern that the size of the new team
may be insufficient to lead\a/stepichange’ in both our programme assurance and
broader commercialfunctions, While | acknowledge this as a risk, | believe we
need to stand up the team and assess the demands placed on it, before
considering additional roles

Operating mogde]

10. Both the.Agency Govefnance and Assurance and Programme Monitoring and
Cominercial teams'will have ‘functional leadership’ operating models. The teams
will beiresponsible for developing and maintaining the frameworks, guidance etc
foritheir functional areas, but delivery will be a mix of centralised (higher risk,
more complex initiatives) and devolved (policy teams delivering ‘transactional’
workse,g. higher volume, less complex programme monitoring).

11. This,approach is consistent with the operating models adopted in other parts of
the SPG and Te Kahui Tangata/Corporate Services Groups.

Implémentation

12. Subject to the SLTs decisions, | propose to advise the Ministry of the agreed
structural changes. As there are no individuals directly affected by the proposed
changes (beyond reporting line changes for contractors and secondees in the
PGF and ETC projects), there is no requirement to consult on the proposal.

13. Implementation of the team will be phased over the remainder of the 2020/21
financial year, subject to appropriate funding being available. Proposed indicative
timing for implementation is mapped out overleaf.

<ltem Title> 2 Meeting date: <d Month yyyy>
<ltem No: yymmdd/#>



Table 1: Indicative implementation plan

Action Timeline

Recruitment for; By Christmas 2020
o 2 Managers
e 1 Principal
e 1 Senior

e 1 Adviser

Reporting line changes, PGF team | From Jan 2021 when teams return to work (and subject
to a Manager appointment having been made)

Reporting line changes, ETC team | 1 March 2021, subject to outcomes of the project review

Recruitment for 3 remaining By 30 June 2021, subject to additional funding being
established roles and initial confirmed from a capability bid
secondment in place

14. This phasing has regard to the SLTs shared concern about the overall workload
pressure falling on the Governance and Commercial team. Early recruitmentef
additional roles will enable re-allocation of some workload to help addréss this.

15. At the same time, there are some areas where transition may sensibly be phased
differently. For example, | have incorporated feedback that the pfoposed
reporting line change for the ETC project team be delayed until March 2021. This
would enable time for the review of the scheme to be completed, while providing
time for recruitment of the manager roles to be completed. @ngoing funding for
any ETC specific roles will need to be addressed through~the review.

Staff considerations
e WITHHELD
Financial implications
e WITHHELD
Attachments

16. Attachment 1: Proposed Programme Monitoring and Commercial team

<ltem Title> 3 Meeting date: <d Month yyyy>
<ltem No: yymmdd/#>
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November 2020 - Programme Monitoring and Commercial Review

Document Name: Programme Monitoring and Commercial Review



Programme Monitoring and
Commercial Function
Capability and capacity review
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November 2020 - Programme Monitoring and Commercial Review

Document Name: Programme Monitoring final
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June 2021- Engagement and Comms Review

Document Name: MJ MOT Communications and Engagement function review - final report
240621


































































Document 16

July 2021- Engagement and Comms Review

al Decision

- Fin

Document Name: Engagement and Communications



Engagement & Communications
Te Kahui Tangata
Confirmed Changes

July 2021 Q

July 2021


























