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Introduction Cont.

Going forward I want both you, and our leadership team, to be working together to support our people in Kāinga Ora . The changes proposed 

will support that, however, each leader in the team will own and share responsibility to make the new structure work, both within their teams and 

across our teams collaboratively. Each leader will revisit their work priorities and look to how we meet the needs of the organisation. This will 

mean considering things like how we:

• support important initiatives like Kia Toipoto

• manage the business-as-usual work we do day to day

• do our basics well, and

• scale down the support we provide in areas that are not a priority.

As a leadership team we will also work on our People Strategy and get this signed off so that we have clarity going forward on what we can 

reasonably deliver for our people, and for the organisation. I know that change is hard and that the human impacts for each and every one of us 

are tough. I want you to know, I appreciate your professionalism, the support you have for each other and your dedication to the mahi that you do.

Ngā Mihi,

Nita McFadzean

Director – People Team
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CONFIDENTIAL Internal Document Kāinga Ora

Thank you for taking the time to provide feedback on the changes proposed for People Team. We have considered this feedback, alongside the outcomes we need to 

deliver. The suggestions and thoughts provided through consultation have been taken into account. Some changes will proceed as proposed, some will be modified 

based on your feedback, and some will be subject to a further consultation process.

We can now confirm:

• Following strong feedback from the People Team we will reconsult with the Organisational Development and Capability (OD&C) team to look at the balance of roles 

across the team and overarching leadership structure. A new set of proposed changes will be released today in a secondary consultation process. This new OD&C 

consultation will be limited to the existing OD&C structure with one change proposed for the People Support Team. Feedback will be restricted to the OD&C Team and 

Manager - People Support Services.

• Changes proposed for the Talent and Recruitment Team will proceed. New roles have been sized by Korn Ferry and confirmed at S1 for the Team Leader – Recruitment 
Partners and Band 15 for Recruitment Partners. Recruitment Partner roles will be ring-fenced to those in disestablished roles in the Talent and Recruitment Team. 

• We will be proceeding with the establishment of a new Employment Relations Team, however there are some key changes from the proposal. The requirement for 

the Manager – Employment Relations to be a qualified lawyer has been removed and the remuneration set at S4. The third Principal Employment Relations Specialist 

proposed will be replaced by a new Employment Relations Legal Specialist. The Senior Advisor – Employment Relations role will proceed as proposed.

• The Team Leader Planning and People Analytics will be reinstated with the changes proposed to the PD along with some additional changes based on the feedback. 

This role will also be retitled Team Leader – Reporting and Remuneration.

• Changes for the Advisor – People Partnering, Senior Advisor - Payroll and Coordinators – Payroll will proceed as proposed.

• If the funding is approved by CELG, the intention to have a temporary Delivery Partner Team as part of the People Partnership Team will proceed. However, the 

temporary period would be one year and not 18 months.

Summary of confirmed decisions
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Confirmed impacts on existing positions

22

Role No Confirmed Impact

Manager – Talent and Recruitment 1 Position disestablished

Team Leader – Talent and Recruitment 1 Redeployed to Team Leader – Recruitment Partners position

Senior Talent and Recruitment Partners 6 Positions disestablished

Advisor - Talent and Recruitment 4 Positions disestablished

Coordinator - Recruitment 4
Reconfirmed in position. Reporting line changed to Team Leader - People Support 
and PD updated.

All OD&C roles 19 Subject to secondary consultation

Manager – People Partners and Advisory 1
Reconfirmed in position. Title changed to Manager – People and Recruitment 
Partners and other changes updated in PD.

Advisor - People 1
Reconfirmed in position. Position title changed to Advisor - People Partnering and 
PD updates confirmed.

Advisor – People (Vacant) 1 PD updates confirmed and position title changed to Advisor - People Partnering

Team Leader – People Hub (Vacant) 1 Position disestablished

CONFIDENTIAL Internal Document Kāinga Ora
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Confirmed impacts on existing positions

23

Role No Confirmed Impact

Advisor – People Hub 2
Reconfirmed in position. Reporting line and title changed to Advisor – People 
Support and PD updated.

Advisor – People Hub (Vacant) 1 Position disestablished

Coordinator – People Hub 1
Position transferred to Payroll team. Reporting line changed, title changed to 
Coordinator - Payroll and PD developed.

Manager – People Support Services 1 Reconfirmed in position and PD updated

Team Leader – Planning and People 
Analytics (Vacant)

1
Position reinstated. Position title changed to Team Leader – Reporting and 
Remuneration. Proposed changes to PD confirmed with additional changes related to 
the remuneration function.

Senior Advisor – Payroll 1
Redeployed to position of Team Leader – Payroll. New PD created with effectively 
the same responsibilities as the Senior Advisor – Payroll.

Principal Employment Relations Specialist 2
Reconfirmed in position. New PD changes made. New reporting line to Manager –
Employment Relations.
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Confirmed new roles with Korn Ferry evaluations

24

Role No. Size Team

Team Leader – Recruitment Partners 1 S1 PD confirmed with some changes

Recruitment Partners 5 15 PD confirmed

Team Leader – People Support 1 S1 PD confirmed

Coordinator – Payroll 1 14 PD confirmed with minor change

Manager – Employment Relations 1 S4 Significant changes made to PD following feedback

Employment Relations Legal Specialist 1 TBC
Additional PERS changed to this role and new PD developed 
following feedback

Senior Advisor – Employment Relations 1 17 Some changes made to the PD following feedback
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List of roles in EOI process

25

Role Size No Team Status

Recruitment Partner 15 5 People and Recruitment Partners Closed EOI

Team Leader People Support S1 1 People Support Services Open EOI

Advisor – People Partnering 15 1 People and Recruitment Partners Open EOI

Coordinator - Payroll 14 1 Payroll Open EOI

Manager – Employment Relations S4 1 Employment Relations Open EOI

Employment Relations Legal Specialist TBC 1 Employment Relations Open EOI

Senior Advisor – Employment Relations 17 1 Employment Relations Open EOI

People Partner 17 4 People and Recruitment Partners Open EOI

Team Leader – Reporting and Remuneration S2 1 People Support Services Open EOI

Analyst – People Information 15 1 People Support Services Open EOI

Team Leader – Delivery Partners (Temporary) TBC 1 People Partnership TBC

Delivery Partner (Temporary) TBC 4 People Partnership TBC

CONFIDENTIAL Internal Document Kāinga Ora

 
     

Rele
as

ed
 un

de
r th

e O
ffic

ial
 In

for
mati

on
 Act 

19
82



Rele
as

ed
 un

de
r th

e O
ffic

ial
 In

for
mati

on
 Act 

19
82



Rele
as

ed
 un

de
r th

e O
ffic

ial
 In

for
mati

on
 Act 

19
82



Reconfirmation and redeployment

The process to fill positions will begin once a final decision has been made on the OD&C structure, following consideration of all feedback 

received. Changes will be implemented in accordance with employment agreements, and other related policies and procedures that include our 

commitments as a good employer. The process aligns with our commitment to treat people with kindness, openness and respect, in line with our 

values. You can find out more about our People policies in the Change Management Procedures (H-126) and the Change Management Policy (SH-

POL-110).

For people on secondment, any impact to a position will be assessed based on the substantive position they have been employed for.

Who is affected by this change?
People become affected by a change if their role is either disestablished or impacted by a ringfence process.

What does ‘reconfirmed’ mean?
If a person is reconfirmed to a position (because their role is the same or substantially similar) they are not affected, but may have some minor 

changes such as:

• A change in position title.

• A change in reporting line.

• An updated position description.

28
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Reconfirmation and redeployment con't

What is redeployment?

Redeployment is when someone who is affected by a change, is placed into a suitable alternative position which allows their permanent 

employment to continue, therefore avoiding a redundancy situation. An alternative position is ‘suitable’ if:

• the person is capable of undertaking its duties and responsibilities, following some reasonable training if required, and

• the position is offered on the same or similar terms and conditions of employment to the person’s current position, or

• the person agrees to accept the position as an alternative to redundancy, when it is offered to them by Kāinga Ora.

What is the redeployment pool?

The redeployment pool is a group of people whose roles are confirmed as being disestablished following the final change decision.

Who can participate in the Expressions of Interest Process?
Only affected people will be eligible to participate in the redeployment expression of interest process.

Where do we get information on the EOI process?
The positions included within the EOI process are on Slide 22. The next slide outlines the process. For any affected people the EOI form and more 
specific information will be provided prior to the EOI process commencing.

29
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Redeployment and selection process
The following process will apply: 

• Through an Expression of Interest (EoI) process, affected people will indicate which roles they are interested in, and asked to rank their position 
preference.  If your position is affected, you can opt out of this process through voluntary redundancy (VR).

• The Expressions of Interest (EoI) application will consist of capability-based (knowledge, skills and experience – as set out in the position 
description) questions and an up-to-date CV.

• Affected people will receive support to help them work through this process, including support to prepare for the Expression of Interest (EoI process).

• All Expression of Interest (EoI) applications will be reviewed by a panel.

• Shortlisting will be assessed against selection criteria for the position/s, based on the information provided in the Expression of Interest (EoI) (specific 
knowledge, skills and experience selected from the position description for the role).

• We will conduct panel interviews for affected people.

• If a person has expressed an interest in more than one position, where possible they will only need to attend one interview.

• Feedback will be provided to all people who were unsuccessful.

• Affected people who have not been successfully redeployed or offered suitable alternative position may have the opportunity to apply for other 
positions within Kāinga Ora during their notice period.

• If redeployment or a suitable alternative position is not possible, then redundancy will take effect from the notified date.
30
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Voluntary Redundancy

Who is eligible for voluntary redundancy?
Any permanent employee in People Team has the option to request voluntary redundancy through an application process.

When can voluntary redundancy be applied for?

Voluntary redundancy applications can be made before, during or up to 29 May 2024 (if this date changes you will be notified in advance).

Does everyone who applies for voluntary redundancy get accepted?

These will be considered on a case-by-case basis and determined at the sole discretion of Kāinga Ora on the criteria below.

Who will assess my application for voluntary redundancy?

Voluntary redundancy applications will be assessed by the Director - People.

What are the criteria being assessed?

When assessing an application for voluntary redundancy, Kāinga Ora may accept EOIs where:

• The work completed by the position holder can be stopped or significantly reduced.

• The position does not need to be replaced by a ‘like for like’ position.

• Kāinga Ora would continue to have sufficient skills and capability internally.

• The removal of the position would provide an opportunity to reorganise work to gain overall efficiencies.

• There is no expected impact on service delivery.

• There is an overall cost benefit toward the financial savings requirement.

Note: Each voluntary redundancy application will be considered against the overall benefit to Kāinga Ora, taking into account all of the criteria (for example, not meeting one 
criterion does not mean that the EOI would be declined; the assessment would be made against the overall benefit considering all criteria).

31
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Support Options

Expression of Interest applications /CV support:

Support will be available for all affected people to assist with the Expression of Interest process. This is optional and includes:

• Assistance and support with updating and reviewing CVs and with EOI applications through FuturePath. Information on how to access this 
will be provided in your documentation.

• Self-led resources on building CVs, and interviewing are available on our Navigating Change Atamai page Navigating change 
(sharepoint.com)

• Access to sessions from Inland Revenue on the implications of being made redundant on Income Tax, Kiwisaver, Student loans, Working 
for Families and child support. Information on how to access these sessions will be provided in your documentation.

Outplacement support:

Outplacement support will be available for all those leaving Kāinga Ora through redundancy (including voluntary redundancy). This will be 
provided by FuturePath and tailored to the individual's requirements. This is also optional, but people are encouraged to make use of these 
services which include access to 1:1 coaching, CV writing, interview skills and more. 

Information on how to access outplacement support will be provided to those with approved voluntary redundancy applications or no 
redeployment options.

32
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Support options con't
Employee Assistance Programme (EAP)

We realise that change can be unsettling and want to ensure you feel supported. You have existing support channels such as your People Leader 

or colleagues, but we also want to remind you that you can access the Employee Assistance Programme (EAP) at any time. EAP Services is an 

independent external company providing access to qualified and registered practitioners including registered counselling professionals with a 

minimum of five years’ experience, legal advisors who are qualified solicitors, and financial advisors.

• EAP is available 24/7 via 0800 327 669 (0800 EAP NOW), or you can make an appointment online.

• Counselling can take place in person, over the phone or online, depending on what you prefer.

• The programme is voluntary and completely confidential.

• People Leaders can also use Manager Assist to help them provide proactive support to their team.

Clearhead (through Unimed)

Clearhead have a nationwide network of 500+ mental health professionals (counsellors, psychologists, psychotherapists) to provide you with 
confidential support when your need it. You can book an appointment via an online booking tool HERE and choose a therapist based on their 
profile.

Sessions must be booking via the online booking tool, not directly with your chosen mental health professional, in order for it to be funded 
through UniMed. You will need your UniMed Policy ID to complete the booking.

If you can't find the right person to meet your needs you can get in touch with Clearhead - 0800 257 433 or contact@clearhead.org.nz.
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