Inland Revenue
Te Tari Taake

14 May 2020

John Luke
fyi-request-12637-e3af5064@requests.fyi.org.nz

Dear Mr Luke

Thank you for your request made under the Official Information Act 1982 (the OIA),
received on 16 April 2020. You requested the following:

I would like to know the current member's bio and term of appointment of Diversity
and Inclusion Advisory Group (Te Manu Korihi). I can't find any information from
your website about this group at all, can you also provide me with the group’s term
of reference and recent 2 years' meeting minutes.

Are there any other groups that IRD has that involved member of public, if there
are, can you please provide me with the name of group and the current member
sit on the group.

Question one: Current member’s bio and term of appointment of Te Manu Korihi,
the groups term of reference and recent two years minutes

Since 2017, Te Manu Korihi supported Inland Revenue in developing a strategic approach
to diversity and inclusion. As Inland Revenue matured around diversity and inclusion, we
started implementing a Diversity and Inclusion work programme to meet our evolved
needs.

In November 2019, Te Manu Korihi was superseded by an internal group that leverages
the diversity of our own people. I have attached Te Manu Korihi’s term of reference and
recent two year’s meeting minutes. Where information has been withheld in the enclosed
documents, it has been withheld under section 9(2)(a) of the OIA.

No public interest in releasing the withheld information has been identified that would be
sufficient to outweigh the reasons for withholding.

Item Date Document description

1. 10 March 2017 Terms of Reference for Te Manu Korihi
2. 23 February 2018 Minutes

3. 20 April 2018 Minutes

4. 29 June 2018 Minutes

5. 24 August 2018 Minutes

6. 9 November 2018 Minutes

7. 28 February 2019 Minutes

8. 30 May 2019 Minutes

9. Te Manu Korihi 2 year journey
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Question two: Are there any other Inland Revenue Diversity and Inclusion groups
that involve a member of the public?

As your first question relates to Inland Revenue’s Diversity and Inclusion advisory groups,
we have taken the position that your second question also relates to Diversity and
Inclusion.

There are currently no other Diversity and Inclusion advisory groups at Inland Revenue
involving a member of the public.

Right of Review

If you disagree with my decision on your OIA request, you can ask an Inland Revenue
review officer to review my decision. To ask for an internal review, please email the
Commissioner of Inland Revenue at: CommissionersCorrespondence@ird.govt.nz.
Alternatively, under section 28(3) of the OIA, you have the right to ask the Ombudsman
to investigate and review my decision. You can contact the office of the Ombudsman by
email at: info@ombudsman.parliament.nz.

Thank you again for your request. I trust that the information provided is of assistance to
you.

Yours sincerely

Emily Scarlett
Manager Business Partnership

Ref: 200IA1313
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Terms of Reference for Te Manu Korihi

Explanation of the name Te Manu Korihi

The name provided for the advisory group broadly reflects the concept of a chorus
birds. The name represents the diverse voices of the members and that these mem
were able to represent their particular community perspectives. ‘;’\‘\ p

Manu (Bird) &2 va/

esteem.
o We recognise Manu collectively refers <e/ any typ&)irds in the forest (each
with a unique call or voice) which refle
e Additionally, thinking about birds;
flock. In that sense, we are s g/the Indl
likened to the kakakura

community, whateve@

Korihi (Chorus) ///

This is in dir ggénce to
orgamse

Pr oft %j ory group

nu Korl?( est and challenge Inland Revenue’s thinking by providing diverse
insights @b ectives and non-binding strategic advice. Te Manu Korihi has an

>
ference to the leader of the
idual members of Te Manu Korihi are

singing in concert. Korihi also speaks to being

adviso

séon

e4{’Ianu Korihi will provide a forum to provide diverse perspectives and insights that will
primarily help Inland Revenue build an inclusive culture. Te Manu Korihi is primarily a

nly and does not have decision-making powers.

sounding board and a critical friend for Inland Revenue that will:

e Provide advice and suggestions to help Inland Revenue build an inclusive culture and
meet its diversity and inclusion objectives. This is the primary focus for Te Manu
Korihi.
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e Occasionally, help test Iniand Revenue’s thinking about other issues that may benefit
from having diverse insights and perspectives. For example: providing guidance on
how to better connect with diverse communities as part of policy development
consultation or a marketing approach. This is a secondary focus for Te Manu Korihi.

Key outcomes
The success of Te Manu Korihi will be seen in the following key out &

o Inland Revenue will be more open and culturally inclusive @ it behamou}s thét

support and encourage inclusion.

e Inland Revenue will be proactively seeking and linkin iverse per:

insights into the development of its culture and p<q;e capablllty — \
/ N

Benefits @ ®/
- \\

)

Te Manu Korihi will help Inland Revenue t 77:

e move towards creating a more in¢|
and build the capabilities we n

e gain a wider understandin o&communlty @)'sper
internal culture. // \\

7/
Membership ( i \ %\

) >"Manu Korihi. The Chair will be one of the internal

There will be \wpembers
representat@\
Interz@esentah@ersmy and Inclusion Champion and two others.

S@ pre& /onf five external members representing various community
)
roups. \

/

( ‘/ N

Wi xception of the Diversity and Inclusion Champion, external members of Te
// % orihi will serve a two-year period and internal members a one to two-year period.
ijere a member ceases being part of Te Manu Korihi, they will be replaced and the new
“member will serve a full two-year period with the exception of internal members who

ives and their impact on our

may serve a one to two-year period.

External members will be paid in line with the Cabinet Office circular CO (12) 6 Fees
framework for members appointed to bodies in which the Crown has an interest.
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Inland Revenue has been assessed Te Manu Korihi as being: Group 4 type, level 3.1
This assessment produces a daily rate of $200.

Inland Revenue would also make the following payments to the external members of Te
Manu Korihi:

e pro-rata daily fees® based on the number of hours spent for each meeting
e actual and reasonable travel expenses and costs associated with attending 2%
N

meeting. -
g // ,
\ \7/\
L \\\\\\,,/,/
Frequency of meetings O
o
/
Te Manu Korihi meetings would be held every two months an uld ge er last 2 to

3 hours.

5
Q&/ / (\\
. >/
Regular reporting to ELT @ @
)
<~%@\/de re

The Diversity and Inclusion Champion will utar_updates for the Executive
Leadership Team that sets out the ke% \/%\///

\\ \\
e issues that Te Manu Korihi has %@u/ﬁ‘ed durin\ e périod

e perspectives and insights éWay have strategic-and/or tactical implications for the
\ ) o
«/q;\\‘
% ne@)\ ax’//e a wider departmental consideration.

way Inland Revenue “
e future-focused issu
c

_ (
Secretariat s \p\@]z

o~
Stakeholder s will pro@ﬁe secretariat support for Te Manu Korihi.

/?

M aldorf Date: 10 March 2017
/)i\ ity Champion
‘, (\:m\e eople Officer
N

! The assessment was based on the assessment tool provided in CO (12) 6 Section D.

2 The hourly pro-rata rates are calculated by dividing the daily rate by 8 and muitiplying by the number of
hours worked. The daily fee applies to all work, including that performed outside of meetings (e.g. preparation
or administrative work) that is required for the body to carry out its role. (CO (12) 6, Section C).
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Te Manu Korihi

Minutes 23 February 2018

Attendees: , ' ; &
’ ’ vTech Grad e,
CTO Advisory), , (Workforc ion & Int e
Manager)
Apologies: , Cath Atkins,
Chairperson: (Manager, E ment Maori g@
Communities)

1. welcomed everyone and opened th@eting it arakia.
Introduction - is pa @ e all of go q ! mlent digital working programme and a
member of the diversity and n working
e D Si Si

Organiser:

p for Inland Revenue. (The intention is to
rotate people supporting ork programme to come to these meetings to
give them an idea of wha

I@ up update (This group is made up of the commissioner and all of the Tier 2 leaders)
t

talked t
diversity a cluston was an important focus, but there was a question about what issues we
were Ioo%‘ o resolve. The leaders were made aware that the Diversity and Inclusion Benchmark

he meeting held in September and said that the leaders recognised that

Surve ng out to all staff in November 2017.

Inry’s meeting the leaders indicated that change needs to happen and were highly engaged
and eager to get things moving. To get things going a new category was created for diversity and
inclusion for the Commissioner's Awards Scheme which recognises people throughout Inland
Revenue who do a great job and make IR a better place to work. The Commissioner awards the

following categories; leadership, innovation, cross government, Tu tangata, charter and now
diversity and inclusion.

They also decided that the focus for now would be:

i Diversity Networks
r Value of an inclusive culture (leadership)
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Te Manu Korihi

shared what the indicators of inclusion were
Benchmarking

Social fabric

Organisational change

Equity, pay parity etc.
Customer centricity
Stories and celebrations
Rga ed some of
ards are a start
gave some insight into Inland Revenue and a paradi

and have 3 new Deputy Commissioners. There is willi ssand a mov@ for new ways of
working. The public sector is data driven. The Iaunc e diversi n clusion survey is one
step towards this change. <§

3. Analysis of diversity data and the gende
presented the diversity profile and le strand % surement framework as @ 19

February. He noted that there had bee nge of wom leadership by 4 or 5 % and that the
selection process for senior manag

ment was ano (blind CV’s)
. a‘ dashb and what groups like Te Manu Korihi would like

made the observation that the facts were missing and until the
the senior managers were sceptical. It is more about humanisi h
to the cultural change!

He asked for feedback about
to see when reports are pro

Questions asked by Te M rihi m
r Thedatais d to st s NZ and benchmarked by New Zealand Standards was
raised w s New Zea population overall or the working population?
r Has W data be cted by business group?
ch of ct|ve ‘Investing in you’ tool (Different roles and career pathways) is
a dive inclusion aspect?

week - (pul ack).

4. Bench@king report

@ tabled the report given to senior leaders on 14" February which they talked through the
highevel findings.

is investi %St e possibility of asking the whole of the organisation 1 or 2 questions per

i There is real diversity (no surprises)

i Different demographics experienced different things

r There are some bad behaviours — 68% at least once heard derogatory comments and only
24 % challenged remarks or escalated to a manager

There was some discussion regarding the culture of fear that has been in the organisation. Fear of
embarrassment, fear of career limitations or the fear of being publicly shamed. How we can stop
offending without taking away freedom of speech?
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Te Manu Korihi

This type of behaviour should not be tolerated and never publicly acceptable. With blogs it seems

the offending message silently disappears.

The question was asked what an acceptable script is for Inland Revenue who has to set the

standards or best practice of policy.
We know we are there when we are not talking about diversity and i @The mess

s and |t
ade the st

n
lost from Tier 1 & 2 and the essence is filtered. Some agree to th
tick box exercise for staff. Keeping in mind half of the agency

There was some discussion about IR being a traditional, co ervatl organi
culture shift was needed. Advice from external Te Manu 1N embe@
i

r The commissioner publicly announcing * If pe

r Courageous conversations — peak |nteres ersity d
every meeting, win win outcome. Create‘a e enV|ron

r Unlock the public sector door

-t gt

need to remove the culture of fe

A

nd that a

it is not okay’

sion an agenda item in

Clear the bubble around senior ma
The movement is not necessarily.le e done grassroots up. The leaders

r Making Te Manu Korihi more visua
i The New Zealand Police a mg the way change
i Fun stuff - create a d|v % ion.day or week, coherent programme of topics
r Raising visibility to be plan
i Each site creating 2 e diversity and-inclusion digital experience
r Go out to differen s/to emb ersity and inclusion (road trip)
r Diversity and | needs alised for resourcing and sustainability
5. General Busm
a her dep r from Inland Revenue to take up a position as Senior Advisor for
d|ver5|ty S|on at stry of Social Development. will remain in Te Manu
Kor|h| rnaI
A new rnaI m be appointed.
Meeting ended m WIth a karakia
Date o}"/ Action point Responsible
Meeting

23 Feb 2018 Diversity and Inclusion Champion Action plan — Review page
added, coherent programme of topics

23 Feb 2018 Data collection, gender diversity, disability and ethnicity

23 Feb 2018 Enabling aspirations, Budget

Next meeting

23 Feb 2018 Investing in you

For any feedback on these minutes please send them to
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Te Manu Korihi

Minutes 20 April 2018

Attendees: .

5 (Manager Engagement Maor| Diverse
Communities), , (Interna munlcatlo
advisor), (Advisor,

Development), (Te r, Lear
Development) isor, Wo
Information & Intelligence ), n Thomps y
Commissioner, Inland Revenue)

Apologies:

Chairperson: ori & Diverse

Communities)

Organiser:

1. welcomed everyone an nl: d the @ ith a karakia.

et
Introduction - e inter; %mumcatlon advisor and a member of the diversity
and inclusion work|n The i s to rotate people supporting the Diversity &
Inclusion work progr o co% e meetings to give them an idea of what Te Manu Korihi
does.)

2. Action poi om the Ia%tmg'
i Minute Febr r18 were confirmed
@/ty and %

ir Dive Champion Action Plan 2017-2018 -needs updating and a revision sheet
to be add any changes made - deferred to the next meeting
here j m wide stocktake with actions to come so the Diversity and Inclusion Champion
act| ngh on the priority list for the States Services Commission is:

he gender pay gap
The ethnic pay gap

. Disability
¢ LGBTQ+.
3. Introductions - (new internal member) and Sharon Thompson (standing in for

Cath) introduced themselves.
4. Integrated approach to Learning & Development

went over the learning and development learning guide and the support tools for
capabilities.
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Te Manu Korihi ﬁ

The example tabled was for a Community Compliance Officer. Diversity at Inland Revenue is
located in the foundation way of working which includes building a culture of inclusion, recognising
and celebrating diversity and learning about staff networks and initiatives supported by Inland
Revenue and other groups.

Determining what learning was mandatory fell outside of their scope; t es provid ed
learning to support conversations between leaders and learners. Leatni d Develo
discussed adding diversity into the induction package which would

anyone joining the organisation. At the time the decision was th

include modules required for regulatory compliance so diversit not inclu
They found that there weren’t many resources available y and ulted with a few

groups for available learnings. Searching on the inteerning con was factually

incorrect so did not include this.
gave the background of the operational | @and facn%. earning and Development
have the ability to monitor the uptake of theje%\ni and s k to the Maori responsiveness

duction package 'would only

site was well used.

asked what support was availab rleaders Q ere was anyone available for them to

contact. said that this wasn't ini y incl . will send the idea on to
(Lead IAL, Performance a lture) who eading the project, and she will look into

how this can best be included in>the\learning ~Areview is also planned which will give us a
better idea of how the learni ides are bei d, which will boost leader support where it is
most needed. e=

Sharon is supportive of a-complete like unconscious bias for the organisation.

is concern is okay t rning and Development look inward but we also need to
look outward.~ He ested contacting the Victoria University Cultural Unit.
askedab .’role pl teractive learning. He described a situation where a Fa'afafine

(trans der) customer a taff member that didn’t know how to communicate with Fa’afafine
and resulted'in a p er experience. He asked about the possibility of workshops delivered
by for mple Pacific ders as it keeps the discussions real.

5. Internal co cation update

cording a video with Sharon and Naomi to share the high-level results/learnings
Ongoing sharing and releasing each infographic of the survey results

ir Featured news items i.e. Anti-bullying

i Pink shirt day (stop bullying) in May - sharing material across the week about derogatory
comments and micro aggressions

i* Sharing verbatim comments from the survey results to trigger people’s awareness

ir Hosting brown bag sessions

i* Language weeks ( suggested that contact the Ministry of Pacific Peoples for
resources).
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Te Manu Korihi ‘

is working with (D & I working group) on integrating diversity and inclusion
into technology week (21-25 May) i.e. women in technology, digital divide, cyber-bullying. This
reiterates that diversity and inclusion is not a standalone theme.

Resourcing for diversity and inclusion in communication is unfunded and takes a big chunk
time and she has had to put personal time into this. Sharon said'that Organisati
Design is looking at additional resources.

6. Business engagement approach - Gender pay gap &i i @

tabled the business engagement plan for the gender pay gap approa is will include
various activities and different groups input: @

Women'’s network lunch session @ @
Unions
Making it Real network Q &
Stakeholder reviews

Desktop analysis, telephone intervie il intergeammer discussions.

e mee mee mee mwe
. . . . .

The members asked if there was consideration of/the follo

Who was conducting the i ws ( ied in these)
Gender attitude survey (¢ 0 mee offline for details)
There is wider input then thewomen” ork

Exit interviews bei@ sut onl@o S

e me mwe mwe
. . . .

c

ts (Sharon to talk to People and Culture about
exit interviews)
i* Exit survey da
i Communicatjon around ge r gap as the drivers from the States Services Commission
release a in"the media to keep an eye out).
Other things di W v
@mrtme 0

nal Affairs have a campaign to bring your authentic self to work

i».

i+ The Rainbo ity Network offer Ally training

P ple are/focu on the task at hand and perhaps an awareness scale or a pop quiz
téiojmm

throug unication
i The ive Leadership Team could sponsor or be part of some of the networks. They
wo essarily attend every meeting to keep the discussions authentic. shared

, (Community Compliance Leader) seeking his support and vice versa
1 omen’s network seems to be gaining momentum and this is due to having a cause
the gender pay gap) which other networks could take note of
nland Revenues noticeable absence at the Pride Parade
ir People feel like something is being taken away from them.

% Pacific Island Network executives had met with one of Sharon’s direct reports
w

7. General Business
Reflection of Te Manu Korihi

asked the group to share their reflections of Te Manu Korihi
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Sharon

Te Manu Korihi

Impressed by the maturity of the conversations
What do we do first as an organisation and what can we do well. There is a danger of
running ourselves thin.

Likes the direction of the conversation < i b

Is seeing how she can contribute on behalf of the differently a

Sees the dedication and good intent & ;

How do we know we are getting there?

How are we celebrating? @

Leading @
Evolutionary

Inspirational. @ ié

Bold move @
Aspirational @

New frontier
Have dedicated staff

Shift in paradigm

Inland Revenue leadin

Concern at a macro |

Ethnic and coIIecti% ks. (¢ %i
Comfortabl @ :§
Program ow to beg j

Good to ha sting.

F s of a g@d the different conversations. Inland Revenue seems to have a
culine ¢ individual and not collective
land e

Revenu acts, logic, process, linear — very western and not emotive. Analogy
Inland re Accountants & Ministry of Social Development - Social Workers, purpose
orien

% to explore this topic
Dedicated group

N
es the value for products, strategy, communication in order to improve Inland Revenue
Different lenses and perspective.

Pressure and pace

Externals good to have

Clarity

Passion

Work is still to slow and will continue to push

Everyone in the state sector is waiting for Inland Revenue on diversity and inclusion
would like to help and is available to push this movement forward.
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Te Manu Korihi

Feels like Te Manu Korihi is her baby
Loves being in a room with likeminded people

Value and potential >
Opening it up and perhaps sharing this outside. ; 5

Meeting ended 12:20 pm with a karakia

Date of Action point \\// Responsible
Meeting
23 Feb 2018 Diversity and Inclusion Cha \o@ﬁc/tion pl —Wew page
added, coherent programme of\topics /ih\
20 April 2018 | People and Culture-exit interviews Sharon

For any feedback on these minutes
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Te Manu Korihi

Minutes 29 June 2018

Attendees: , , &
(Manager, Engagement Méori’& Diverse Co ies), : C}
(Intelligence & Insight Specialis (Intelligence
& Insight Specialist), dvigor to the Chief. People
Officer), (Adviso rkforce Information &
Intelligence).
Apologies: Cath Atkins, , @ @
Chairperson: Sharon Thompson (De mmissit@ d Revenue)
Organiser: %@ ; &
1. opened the meeting with a. @i ;

Action points from the last :

i* Minutes from 20 April were

i* People and C exit inte%
Sharon te e gro hat currently a voluntary email is sent to the exiting employee.
Inlan e is developi new ESS system which will be of value and have better
r zi stemsfg v

i Diversity and [niclusion Champion Action Plan 2017-2018 - needs updating and a revision sheet
to be adde any changes made.

%g e an update of the initiatives underway or completed
Benchmarking survey - complete

ender pay gap action plan - in progress
@ Diversity Network workshops - in progress

2. IR’s Diversity & Inclusion Strategy

Over the next 3-4 months Sharon and will work on the strategy. One of the priorities
is to develop an inclusive culture, as IR believes they have a diverse culture.

This will happen in three phases - research, development and testing with Organisational Design &
Change in August. Other initiatives in progress:

e A maturity assessment so we can aim for the future state
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Te Manu Korihi ‘

e The recruitment of a committed lead for diversity and inclusion for a 12 month secondment
( is on the recruitment panel to interview 5 candidates over 2 days)

e A committed communications advisor for 50% of their role (confirmed and already in

place)

Building accountability

Raising awareness &
Governance
Being overt é 5

Publishing the strategic document.

3. Segment strategies &
and presented Customer Segment Landscapes which provides insig and context about
the customer segment. It identifies who the custome ture c, customer behaviour

and experience.

Segment Landscapes inform Segment Strateqies@ & ;

To help IR achieve being customer centre needed outside-in by building
empathy and understanding of the custom ir conte eeds, key moments or triggers in
their journey. They then overlayed the tomers jou IR’s customer experience framework

and evaluate if their experience with IR meets the and how it is tracking and changing.
They have done this through vari ys of ing customers through:
with:

ps of customers up and down the country,

i Innov - i e customers voice in their own words to IR such as

@@ irrors
v :
For each Iand ey will:
@ escribe who our customers are

Illustrate their journey and experience with us
v'Identify future changes that may influence them
v'Identify opportunities to improve outcomes and experiences.

The I;amilies segment is completed and in progress are Individuals Small Business (Micro and SME
segments combined) and Significant Enterprises. A Not-for-Profit segment strategy will be
developed later in 2018 (as a subset of the Small Business strategy)

Te Manu Korihi member’s feedback:

v' Share this work and the Diversity and Inclusion approach/rollout with the other agencies

v advised that when Inland Revenue visits some of the communities that they take a
kaumatua with them.

v Members would like to see the various leaders’ segment strategies
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Te Manu Korihi

4. Diversity & Inclusion in the Annual Report

informed the group about the following things would be included in the Annual Report:

i The Future Plan &
i Te Manu Korihi
i* Diversity Networks ; 5

ir Benchmarking Survey

i+ Gender Pay Gap. &
will send a draft copy of the Diversity and Inclusi f the A port to Te

on section
Manu Korihi. @ @
5 ;
networks.

. Update Diversity Networks
he future of the diversity

gave a summary and background of the @v the di
%% 5 sites. Specifically, the objective will

A roadshow to seek views on proposed re
s will meet the intended actions and

networks for Inland Revenue will be led
be to understand if people feel the propesed recomm

(la
outcomes and whether they feel an n s bee @s
Following people’s feedback, ng a se @! posed final recommendations and a draft
action plan back to the Div pion, Ca ins/Sharon Thompson and Te Manu Korihi for

pleme

[0}
s

any of the workshops if they are available.

i G , bility, Mental health, Gender
i" arate dashboards were created for the main ethnic categories including; Maori,

The k@e :
e D&I survey requires an intersectional lens

endered issues are not binary
i* Disability and Mental health impacts communities differently
i* Barriers to inclusion for rainbow community
ir Flexible work.

The next steps are to:
i A3 Document that covers these key themes

i Summary of main community groups
ir Conversation cards
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Te Manu Korihi

i* Resource and Project team - to progress a project plan.

Connect into wider work:
i Measurement framework
i* Pulse checks around inclusion
ir Case studies for HRC report and help inform other cross sector
ir Update MIRI data campaign ; 5
heIp“\E

Te Manu Korihi member’s feedback:
v" Provide leaders with guidance and support/resources-to
on the conversation cards. The idea being to helpthen
A possibility that unconscious bias training will rolled out sect
Conversations cards can become too prescrip

What is mindfulness in our workplace without.a posef @ion?
Ethos and values. How does it relate to cus ers?
7. Treaty Based Multicultural NZ
presented a thought provokingpiece on Tre
v" Ensuring the equal tr ’ :indivin prohibit discrimination including that on the
basis of ethnicity
v Recognising the p r statu ori as Tangata Whenua and the rights of all peoples
0 i
thisco

hem

AN NN

Multicultural NZ which included:

tangi
v Recognising t egveryon untry has at least one ethnicity and that discrimination
oft /ethnicity nlawful.

!E nowledged the good work that has gone into initiatives, and

e “kept in the loop” with more regular email updates, in-between meetings.

How detail d the group like the minutes to be?
Te Man i members agreed that the details of the minutes remain as they are. offered
to revi rafts before released.

C and/or planned increase for internal comms for Diversity & Inclusion

Communication update tabled (noted is no longer employed by IR).
Update Learning and Development

i© Support for Leaders: This was passed on to and her intention was to consider
this during the review of the current Learning Guides and implement in the next iteration of
the Guides (for the next set of roles created). Unfortunately left the role in early May
which has put a pause on this piece of work.
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Te Manu Korihi

The role of IAL Integrated approach to learning — It looks at all learning across the
organisation and considers the learners end to end experience; how easy was it to find?
How easy was it to determine if it was relevant to them? How are people learning on the
job? etc. It was the overarching project that the Learning Guides came from. The lead is
currently being recruited for, and all information will be passed onto whoever takes r this
role.

Victoria University Cultural unit: This has been added to the r @St - We r@ked

LearnIR (Online learning facility) to update the page.

Role plays/ interactive learning/facilitation: % our team
communicating with . has run two Facilitate at IRsessions s heir initial

conversations and has been trialling some of the ideas'discussed, She is'in Wellington this
week and is going to try to contact to see i ey.can conti ir conversation.

arte

mandatory.

Te Manu Korihi members recommended the Diversity sionés@ r staff induction should be

Meeting ended 12:55 pm with a karakia and @

T2

Date of Action poin M Responsible
Meeting
June 29 Maturity, as&e@&ent;ﬁré\a@ng to be included for the Sharon/
next Te<@nﬂ> orihi '
June 29 Up n Segmeng{%ﬁ;@gies with the Segment leads -
Ja Grayson to possi share the Families strategy
June 29 'Update sent out to Te Manu Korihi in-between meetings
June 29 Dg\ﬁ/efop aWn and connect with on
theé Survey Das ards
June 29 Qb/fR sho @]\cgmgﬁaer making D& a mandatory component of
its Foundations ways of working/Induction Package
June 29 Contact if you are able to attend a diversity All Te Manu Korihi
_hetwork ‘workshop members
June 29 E?draft Diversity and Inclusion piece from the Annual
?ge ort and Managing Ourselves
June 29 |_Consultation with the Diversity Network — update to be

included in the agenda for the next meeting

June @ Gender Pay Gap - update to be included in the agenda for

the next meeting

For any feedback on these minutes please send them to

Next meeting 24" August 2018
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Te Manu Korihi

Minutes 24 August 2018

Attendees: &
2

. , James Grayson (Customer Segment L ilies Cust r segment),
, (People & Culture Business Partner), orkforce ation &
Intelligence Mgr., Workforce Information & Intelligence (Advisor torthe Chief

People Officer), (Communications or\nternal Comm
(Internal Comms Advisor, Internal Co ications)

Strategist, Strategy)
Apologies: @ @
Chairperson: . %? @
Sharon Thompson (Deputy Commission land Revent

>

Introduction- (The inte i @ pporting the Diversity and Inclusion work
programme to come to these mee dea of what Te Manu Korihi does) has been working on a

itangi and he is proud to say that there have been positive

ications),
(Principal

<5

results in relation to this case

Minutes from June 0 E— were c

mpile’ some wording and/documentation about the distinction between

(o}
aty of Waitangi affairs.
1. egment leads Families strategy — (Action point from 22 June)
S amilies Segment Strategy — below is a high level summary of the
presentation, refer to th ck for further information.
“Families sit @?n of society. Children who grow up in disadvantage are more likely to have poor
health, ed employment outcomes as an adult.”
if customers are under considerable financial and emotional stress 0 and while we can’t take that
all ve can minimise the pain that they have interacting with Government and sure that:
ey get the right amount at the right time; and
i~ are treated fairly and with empathy for their circumstances.”
QUESTIONS/THOUGHTS:

asked how are we connecting with other agencies to demonstrate how we have engaged and
listened to our customers. James responded that we are working with our internal staff first.
said that this is a catalyst for formalising our customer promise and therefore we ought to be
sharing this story more.
mentioned that under the new government there is a more collaborative approach that will
shape the public sector going forward.
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2. Te Manu Korihi Internal communications update

and presented the internal D&I communications plan, highlight upcoming
events/communications:

Upcoming communications: &
i~ Most of the content is detailed in the pack @ ‘ |

i+ Language Weeks: Maori Language Week, Tongan
ion to be .'-. into
isabilities, genderetc.

i* MIRI communications will be sent out asking our people for more j
;
0.;} ;

i+ D&l strategy will be coming shortly - communications to be d

QUESTIONS/THOUGHTS:
asked Te Manu Korihi members if they would o0-join IR to

learning and development sessions. Members are more appy to is on-going initiative

but it should be supported by member’s biographi t this s db nt out first.
also requested feedback from membe € com ications surrounding the collection of

data initiative in MIRI.

MIRI in relation to understanding our people’s diversity e.g. ethnicit
éﬂg\pe
ith “Brown Bag”

Overall tone is good but asked th ey, why be em sed ‘and supported with tools and

resources for managers to have conversa with t

one

asifika language weeks as we missed Cook

also asked that lessons le eds to be deo
Island language week and w networe up but supported by our D&I communications
team. ;

3. D&I strategy and maturi ssment jon point from 22 june)

presented
- refer to pack for r

Key themes:

ent’aligns to some initiatives that are already underway:

e pment of D&I Strategy

iversity Networks
&I specific communications plan

@ Embedding D&I into the way we operate
6 On-boarding a Senior People and Culture Advisor that will lead D&I on behalf of the
organisation

i IR needs to take more of a structured approach with D&I and this will be led by the new P&C
Advisory who starts in early September and will be based in Takapuna. She will be
meeting with everyone in Te Manu Korihi as part of her induction.

QUESTIONS/THOUGHTS:

asked how this model was landed on. Response was that it's one of two models that IR reviewed
and this model aligned more with IR.

also asked who monitors progress. Response was that a lot of this will be leader lead, business
groups are responsible for monitoring their own progress, but this is government wide initiative and SSC
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will have a significant role in the monitoring of this programme of work.
asked does this assessment take into account cultural competence in relation to people capabilities
and will our people capabilities need to be enhanced based on findings.
responded that this is being looked into as well as other things like LearnIR or learning and
development material.

mentioned that this feels like we are talking about IR’s culture rather thafdiversity and inclusi
have we considered that the D&I Strategy ought to be reworded so that it reads IR’s Culture @nd the
way we will operate? said that it's interesting how this has come his“is’something.the

been considering as well. v
asked if we had considered how we would be welcoming & into the anisation

considering her role. Action on everyone to consider this.

4. Gender Pay Gap - (Action point from 22 June)

presented on the Gender pay gap paper.

QUESTIONS/THOUGHTS:
asked how this was being shared or c
we are the lead on this initiative, S h n
Governance Board none of it has been e
said that there is a lot of interest i work

how this is shared more widely.

O

2 June)

the Divefs tworks Open Homes.

Key themes:
i Ajobthatp le wld not do’al ; there is a view that Asteron have all the answers so a lot of
questions ked as a res re you come from. Given the topic there was a lot of interest
around how ould work and whether this was just another tick box exercise

i+ Asenseof D eing a waste of peoples time and networks fall into the same category

i So i have a vi v?fl};?&l does not relate to them as their obligations are founded on the
pa ip that is of Waitangi

cipant at\were from networks needed further information on the how this would work

erall there i agreeance with the proposal but an urgency on making this real and not
omething th | the hype associated to it but no action.

Sharon said that she is hearing that we need to be clear about the intersection of D&I and the Treaty of
Waitangi for IR and networks expect perfection from a volunteer army and we need to manage these
expectations better.

Discussions held around religious networks, some felt that their network would not be taken seriously
and wanted to know why they weren’t considered to be a formal network. mentioned that
originally networks were about pastoral care in relation to the EEO policy but we are in a time now
where networks can have more of a platform in order to support the right outcomes for the
organisation. Sharon also mentioned that as an organisation we support networks in general and that
there are some things that we can do to support religious networks e.g. faith rooms and and
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supported this sentiment. mentioned that some of these things are being discussed at a
National property management level along with other things like nursing rooms.

There was a lengthy discussion around Maori responsiveness and that there is a lot of Maori who are

feeling that Diversity & Inclusion is overtaking the Treaty of Waitangi. What it seems to demonstr is
a lack of communications on our part?

said that it would be good if the organisation would put something t ar about the
distinction between D&I and Maori/Treaty of Waitangi. also sugges aron cont

as he working on this work with his team.

Agreed that in two weeks high level themes of the Open Homes W@ elivereddand to Sharon and
shared with IR.

Sharon also asked that we thank everyone who panicipato@
also mentioned that a lessons learnt session be held to unders .. e roll these out going

forward.

The following items need to be carried fo

Update sent out to Te Manu Korihi in-between n
Consider making D&I a mandatory comfone

( ) ( absent)
6. General Business @@) @
tabled two items:
o Titles 9
o Disabilities bejng.méntioned i itment
Meeting end D pm with

u Korihi meeting:

ays of working/Induction Package

k.
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Action point

Responsible

See about inviting Te Manu Korihi members to a lunch meeting with
Communications to share expertise and ask questions. Request bios beforehand.

©

Send out details on showcase for empathy training on 17/9

Investigate to see if managers can see the diversity details of staff in MIRI or
elsewhere O

Consider and plan how we will welcome

2
A

the applicant to disclose disabilities

Talk to recruitment about the IR employment application wfﬁ/see |f i

Update TMK on IR’s policies and plans surroundlng{\ rooms

Once the detailed gender pay gap plan is completed and approved by the People
and Culture Leadership team, send to Sharon Tho on soi<cé‘§ orwarded to

Te Manu Korihi

Thompson

, Sharon

Compile some wording and/documentation about the d@n between

Diversity & Inclusion and Méori/‘?g\ f Waitangi

Contact about how nabling IR work to mesh with the Treaty of
Waitangi >

Sharon Thompson

Compile Diversity networks workshops data generate key themes (within two
weeks’ time - by early ber). Also consider how the working group can help

in this endeavoy'?

Update to bg\t{éntﬁo/)re Manu_Korihi between meetings

Consider Iama P\(ﬁomponent of its Foundations ways of
worklng/I Package

Check to see\ﬁhere the \&ork/\ﬁifh titles has progressed — Mr, Mrs, Ms, Miss etc.

For any feedbac mmutes please send them to

Inland Revenue - In Confidence Page5 |5




Te Manu Korihi

Minutes 9 November 2018

Attendees:
i (Communications Advisor),
(Internal Comms Advisor) , (Mgr Engment Maori & Diverse
Communities), (Team Manager, Recruitm ( isor
D & I), Sharon Thompson (Deputy Commissioner, Inl ue)

Apologies:

l4

(Principal Advisor-Diversity @;l%mn)

Chair:

Organiser:

Introduction- (The mtentlon is tate p upportlng the Diversity and Inclusion
work programme to come to these m s to glve t dea of what Te Manu Korihi does)
Introduction - @
Minutes from August 24@ were @
1. Current and planned internal cations for D & I
table mmunicatio port

suppo Wople in the organisation for the following initiatives:

ri

i o te a
eek
th areness week,

These we ful because passionate people from the business were telling their stories.
QUESTI OUGHTS
s ed if there were any D & I champions in Dunedin to liaise with so could doa D &
I pre entation to staff.

Update your MIRI details campaign — Only 10 people updated their details. There are more D & I
activities in the plan to keep repeating and remind people to update. noted that it was not an
intuitive system to navigate. ACTION -Sharon asked if someone could get close to the ESS team to
see if we can make this part of the system rollout.

suggested that for the International migrant’s day we should promote and raise awareness to
celebrate diversity. For value add proposition perhaps a story could be run of the value migrants
have contributed to IR.
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ACTION Strategy launch - The plan will be communicated between now and the end of the year
— would like to see our customers used in some of the communications

- reminded us that the Chinese New Year is coming up. ACTION is happy to driw&

- would like to be involved in the International day of the disabled p CTION
to set up meeting with
asked for help from the business as stories need to be authe and that thI
communication team are not the experts. There was some discussi round w rives the

initiatives and whether it was championed from the leaders.

&)

o explained that it is a journey that what we "’tﬁ{ough. ‘ig D & I working group is
a voluntary army. The challenge is that people it as of their job. He suggested

a visible calendar that with whatever we have ublish and urage the business to
take part
i* The will is there, it seems to be an en @E issue n people need to be involved

P talked about people’s level omfort and kes them different as not everyone

feels as comfortable putting themsel out t {fL
O
.

2. Strategic Governance Bo

went over the People and Ma a workforce approach. The People strand, while
mature and up for revie Maori iew and the focus on diversity and inclusion needs to

be strengthened. %y
Where there is cro{@mr between diversity and inclusion and Mahutonga, Te Manu Korihi

members sho an inter%‘éhutonga but not much more than that.

It was a delib act to-set out-an approach and not a work programme.
O =
QUESTI /THOl@

- Making istinction between D & I and Maori matters is great to stop issues arising. She
’ s a kaumatua aligned to IR ACTION to discuss a kaumatua with Lara
omanawa/ELT Maori Champion)

i

Ariell (Pouto

‘

- At MSD, Te reo Maori is being introduced into the DNA of the agency. Several people
have been hired for the Maori language and protocols. She is interested in how does D & I fit with
Maori?

d\that the clear distinction between the Treaty of Waitangi and D &I is being addressed but

ulting with other agencies?

are

- The States Services Commission needs to clarify the EEO policy that has been embedded to
mitigate discrimination and the Public Services Act — D & I ways of working/practice of what we do.

- talked about his 8-minute experience at parliament where he introduced multiculturalism and
how after that experience the Treaty based multicultural communities concept was introduced.
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There was some discussion on linking Maori - Crown - D & I and:

How tikanga fits into the D & I space
How do we demonstrate the importance of the Treaty of Waitangi?

Building a multiculturalism on a bicultural foundation i%

e me mwe mwe
. . . .

Monoculturalism

3. D&I implementation plan

The strategic approach was endorsed by ODC. has articulat his igto a 3- year tion plan.
To some extent we have considerable diversity already and the f more ab bun ding an
inclusive culture. At the Strategic Governance Board meetin lELT committe t
<>
i* Proactively integrate into existing programmes‘e, e &C I@ programmes, ESS
etc @

i* Enhancing understanding of and commit Iat particularly leadership
through communication, education an es
3 t

Setting up the systems and process Ve acce y for D&I, including
nance r &I

structures, roles and responsibiliti
Reporting mechanisms

i© Leaders visibly role modelling i work - and behaviours.
walked through the 3-year |tat|0n pla<§\7
QUESTIONS/THOUGHTS
Sharon —-Release 3 as part ransfor will let our people achieve personal and
organisational goals. A ELT will get to hear a D & I view of the world and
someone from the rain mun e speaking.
- The one-page plan is comme e and pretty swish and the best plan since she sat at the
table. Suggest tha udge be aI| ed to the work plan.
- His j % wante a nowledge and commend Mark, Cath, , and Sharon
- Ca d cap ding.
to se starting with governance, policies and processes.
There wa posmg inions of the Rainbow Tick including:

i*  Providi
conti

ework and is not the be all and end all but is a good starting point with yearly
rovement process - Good to have an employment brand
i So the tick and think I'm safe here. Without the tick the person may not come in?
T s caused controversy within the rainbow community outside of IR. Some think that
h n organisation gets accredited it is a good place to be gay but not trans
r %e rainbow community within IR are also divided and want to know what the value of the
Rainbow Tick is. They think it is not a priority and awareness of the community is needed
across the public sector
i We should be more considered in our approach with more detail
i* The Rainbow Tick is considered value add in the private sector

Action see what the appetite for the Rainbow Tick with the States Services Commission and the best
use of our resources.

suggested that we should look at cultural competencies which is more than a brown bag
session. Cultural supervision or inclusion supervision. Leaders on the frontline qualified for D & I
matters couple with an awareness programme e.g. rainbow induction.
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4. Diversity Networks

tabled the action plan and asked for feedback on Shaping the future of Our People s
networks for IR.

talked about the relaunch of the networks at each site and symboli e whakat
(proverb) Poipoia te kakano, kia puawai (Nurture the seed and it WI||

QUESTIONS/THOUGHTS:
Sharon - We should start small and be very clear and dlrec he |nt networks which
will help the networks be sustainable

Sharon - Don't formalise anything until June 2019 due aln on espeC|aIIy with
release 3 launching in April
r s

Action Tap into the public-sector women's netwo agency
Action Include a "strategic intent" page for pe@

5. General Business @
Meeting ended 1:00 pm wit ’qa

@@

Action point” Responsible
Update to bﬁ\@t\é Te Maﬁw between meetings

Conside W latory component of its Foundations ways of /
working/I ct|on

Strategy launch /
Start working/M\fH\ESﬁ to ensure updating of personal details is included /
Chinese New Year celebrations

International-day of disabled persons &
Talk to Lara‘@about aligning a kaumatua to IR

Link with the State Services Commission regarding the Rainbow Tick /
Tap intothe public-sector women'’s network, cross agency networks

Include a “strategic intent” page for people to make a business case

For any feedback on these minutes please send them to
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Minutes 28 February 2019

Attendees:
s , " s (Internal
Comms Advisor), , (Mgr Engment Maori & Diverse Communitie
(Advisor, Performance and Culture), (Snr Adv%ent
Maori & Diverse Communities), , (Governanc isor),
(National Learning & Development Manager), rformance‘\and

Capability Consultant), (Performan pabilit

( (onst ant)
Apologies:
Sharon Thompson, 3 5 i
(Principal Advisor-Diversity@;gion) 3 @

Organiser: @ &
Introduction- and @

Welcome- @
Minutes from November @were
1. Inclusive learning
There was disc m the % earning & Development team around the future state of
d and
i d

IR where you m respecte enabled to bring your whole self to work. Also, how D &I
will be incl g@ uctio is currently looking at the induction material.

There wi revie o@ontline foundation and how we will enable self-determined
learners. &

Culturally resp r@arning drawing on the knowledge of our people will be created.

There is i inking approach taking into consideration inclusive, special abilities and
cultura cts.” Enabling and empowering Maori trainees. There is wisdom in Maori pedagogies
in th do learning. But, not only focussing on Maori but the diverse groups and not one

gende r the others.

T @ existing approach is Capability based learning. With that it needs to be more fit-for purpose
and more modular. Recognising that people bring their own knowledge. It fits in with the
*Whanake approach. *(Whanake, meaning to grow/ develop is our performance approach. It is
designed to support you to develop and perform to your potential in our transforming organisation, and to
help us create the culture we want for IR. The intent of Whanake is to support you and your leader to have
good, timely conversations about the right things for you - the things that enable you to learn, grow and
perform both for now and into the future. Whanake is designed to enable you to own and drive your
performance and development at IR)

This also means not designing learning for 5 full day where some of our people must jump
through hoops to attend learning.

Inland Revenue - In Confidence Pagel | 4

IN CONFIDENCE



Te Manu Korihi

Enabling learning in a social way, breaking though the tradition offering more flexibility, learning
at their own pace.

QUESTIONS/THOUGHTS:
The question was asked if the strategy had been changed. plained that w
and presented in April it was from the operational view.

There was interest on how this looks like from a Maori trainees’ p iew. is
keen to talk to more people and mentioned whanaungatanga. s this resonate‘with a
trainee? Is it connecting with Maori in IR? Hearing from peop ther business units?

ethi

Advised whanaungatanga is not something we teach but som g we feée ot the

traditional pakeha way. @
es re everything was E-

uction in IR. Will they

The group spoke of people they knew or themselve

based and asked if they were talking to people that ha
look like me or connect with me. Advised hu 'Q"

Advised Employee led networks also pla ~part’in connec nd that they could help with
the learning design. @

Advised a quick win would be to look at urposing w other agencies are doing. The learning
0 shouldn’t act from that.

The question was asked tha ork w done for front line staff and how to interact
with different customers@ &@a ere was ‘Empathy’ training which can be shared
S

cultural learning. (unlocking the sense and getting to

cC
52
@ g
©w o
g'n.
as
<m
ol"‘
c <
(@)
DO
D
)
@,
~
~
\/fm

There wa <q\\y>on aroun%@m leader suite of learnings. The programme Accelerate
contains@ mtellig understanding your own biases. There are also leader

expectati
O =
There was prais@ earning and thinking design. And were keen to have and the team
t

return to shar gress.

2. Curre %Ianned internal communications for D & I

@ tabled the communication report

QUESTIONS/THOUGHTS:

The Wellington Pride conference in conjunction with the Pride festival will be held in
Wellington from the 18 - 22 March. It's the first conference ever in the southern hemisphere
so around about 500-1000 people from all over the world will be attending this event.

Adyvised External comm’s to mirror what is internally communicated. For e.g. if we are
wanting to sell IR as a good place to work, perhaps showing some of the Diversity and
Inclusion messaging out like one of the Senior Leaders attending Diwali etc. This sends out a
message to our staff and the community about IR being an inclusive place to work.
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The group acknowledged the excellent communications update and a huge improvement from
what has previously been shared.

3. Update Mahutonga workforce approach <§
gave an overview on the following: @ <§

Reengaging Inland Revenue with the Treaty of Waitangi

Integration of Maori world views

Moving from being a monocultural to a blended cul i-cultural

The Treaty is providing the umbrella for the cultural shift.

A working group called Te Ropl Pou Tokomanawa b er?establuilt around our
champion Lara Ariell and they have been having ries of hui ss what they are
e

-t mee mwe mwe
. . . .

trying to achieve and what are our objective is p’s kaumatua.
While there is no official action plan yet@ ¢ still some_ things happening:
ir Refreshing the Maori language uia ki te\Reo ; partnership with Te Taura Whiri
i CCS has established their i economy % vhich we are working alongside
the

i©  Assessment on the Taonga collection, with't im of using this to create a wider
cultural shift 7
i

i Nga Kaupapa (partof't A:IR ¢ Agreement). Currently, there is a survey
of 250 IR PSA Maofi’merr o fi their views on a range of issues, including
recruitment a velop

actions falling out of this survey will be progressed
jointly

i Review of e Secte
i* Buildi ultura capa@%
QUESTIONS/THOU S:
The gro@yised tus work programme and wished well.
houl

Advi Q - Té Man i uld support and that the Mahutonga needs resources.

4. D&I implen%' plan
edwith the group that the Draft Inclusion and Diversity plan went to ODC for

approv he was pleased to say that the plan went through unscathed. She has their full
ppart and endorsement.

¢ thanked everyone that contributed to it and is working on a Comms approach to launch
it. Part of the plan to committing to leading and endorsing was to share it with leaders to
raise engagement with them. It's about integrating it into everything we do and that she will
be looking to get into leadership meetings. The other things happening are:

ir There is a video coming out in the next few weeks with Naomi and Sharon as the D & I
champion, and the intranet page will be updated.

i* All agencies have been asked to update their Gender Pay Gap plan. The good thing is
that IR already had a plan. There is quite a lot of work around it and the good news is
that a project plan and workstream lead is being implemented. But, the work they are
doing is over and above their day job.
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i* In the Recruitment space, where roles are needed we are looking at how we are
writing the adverts

ir Employee networks -development of a toolkit for sustainability, Stocktake of the
Release 3 in April. There was a 73% success rate
loped to supp
encies a
proactively undertaking activities to improve inclusion, i

current networks (currently at 40) and the relaunch
i Campaign for updating employee details for ethnicity data except for those invg\%n
i* Rainbow Tick —-There is a cross sector work programme bei r
rainbow inclusion across the public sector. As part of this,

e are progressing with
the Rainbow Tick programme. SSC has obtained the Rain Tick, however there are
no directives for now. IR is beginning its journey a art of our wider'\D&I plan it
has been recommended that we pursue the Rainbow Tick progr due course.

/
QUESTIONS/THOUGHTS: @ §@
The stocktake of the employee led networks is ru to a few@n es. There are some that
i n

don’t want to engage and are suspicious of IR’s i ons. Pe% to feel safe and its not just

management trying to tell them how to be. discussi ther all networks were
required to be formalised. As part of the diversi etworks , we would like to make networks
more official so that they can be better su and e have more visibility and access to
these.

£

There was discussion of the new Hami@' is developed to be inclusive. There was a

presentation given to the Maori
Now it is not just art the tao

w of the office and the Taonga and artefacts.

on th
Iiving@
tanda e are mixed feelings about the rainbow tick. There

MSD are looking at the »so
was further discussion>ab *I. grou o) g with Government Agencies called ‘Inside Out’

The group as é\\f\v&@ final str%&nd plan could be shared with Te Manu Korihi
5. General iness @\ >

n/a

Meeting ended 3% ith a karakia

Action point Responsible
Update to be sent to Te Manu Korihi between meetings
Strategy and I & D plan to be shared with Te Manu Korihi
Empathy training to be sent to Te Manu Korihi

Resourcing for Mahutonga
See if L & D can come back for an update

For any feedback on these minutes please send them to
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Minutes 30 May 2019

Attendees:

A

s (Internal Comms Advisor), (Senior Advisor
Engagement Maori & Diverse Communities), , (Governance Advi Andy
rfo

Rodger (Director Stakeholder Relations), ior Advisor, ance
and Culture), (Senior Advisor, Perform Culture)) Sharon

Thompson (Deputy Commissioner CCS Individuals, & Complian ervices)
Apologies: i . & . ;

Organiser:

opened the meeting with a Sam

Welcome- @

Introduction- Andy Rodger,

NB: The order of m% rs fro

1. Inclusive Lead Capabilitie
and @i;d the ps orting Leader Inclusiveness Education & Awareness’ (see
meetin

Key outcomes:
1. Allle &ﬁ( understand what inclusive leadership is and what they need to do to lead this

w
2. %%workplace where leaders hold each other to account for inclusive behaviours
3 nclusive culture is the norm - and is the way we lead at IR

IR already has a current leadership suite ‘Te Kohure’ for Emerging frontline leaders, Advanced and
strategic and leader connection models.

The team are not establishing anything new but thinking about what they already have such as
scoping material and integrating D & I including:

ir  Gap analysis
ir Education & awareness — providing tools for leaders
- Reinforcing inclusion
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It won't be adopting the Deloitte’s model but using it more as a conversation starter.

Comments:
e Eurocentric feel &

e How are we addressing gaps, ethnicity?

¢ Management of our current talent i.e. Emerge programme - h this add ethnic
minorities? &

e How do we connect better with Maori and Pacifica?
e In the public sector there is no current umbrella.

Inclusive leadership capabilities are not intended to be @ anagg%‘gramme

ACTION - and to work together to pr v aori Ien
2. D & I Leadership group & Future W. rking nu Korihi

tabled the proposed D & 1 Leadershlp p (see g pack).
The purpose of the D&I Leadershi |s to d 1 ence and champion the implementation of
D&I within IR. The group will P oIe in ¢ d ng D&I into the business and be active and
visible in supporting IR to ac &l go
The proposed group WI|| be up of%& embers and from different parts of IR and come

from different functio s R ixe. Co ns, etc.
Proposed recrwtme@roup members‘will include an expression of interest.

Comments @
How do ropose hlp group work with the working group?

We will eed w ps but, not a fixed group. The benefits of a flexible group are the
ability of pople s | ion to come and go depending on what they are working on.

Is the propos strategic or operational - how does IR see it functioning?

een 2 years and we started this meeting off with a framework about trying to drive
an inclusive adershlp team. The group consensus was that IR is not quite there yet.

insights and perspectives and non-binding strategic advice.

1. Provide advice and suggestions to help Inland Revenue build an inclusive culture and meet its
diversity and inclusion objectives. This is the primary focus for Te Manu Korihi.

2. Occasionally, help test Inland Revenue’s thinking about other issues that may benefit from
having diverse insights and perspectives. For example: providing guidance on how to better
connect with diverse communities as part of policy development consultation or a marketing
approach. This is a secondary focus for Te Manu Korihi.
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Te Manu Korihi

Advised
e Via email, has resigned her position as a group member
e Via email, will step away if IR no longer needs her strategic inpu
o - Advocate for Te Manu Korihi to continue alongside new group: ere

is still a place for Te Manu Korihi in the proposed structure for a str:
only inward looking by externally as well). External perspectives
challenge

o and said that external members do other work (bes attendinggs and
providing advice & perspective) on behalf of IR e.g. raisinﬁgéproﬁle as diverse-and
inclusive workplace in other forums.

e Consider Te Manu Korihi as an external group %

e Hold a workshop if needed and include Te Manu ihiimembers @

e There is a need for people that are dedicated an end recruiting’a crew that is
dedicated and can put a lot of effort into this wor

e Think about cross pollination - (Older me t@vo have on‘th
members)

e Explore what it means by leadership g @

n do

e Leverage off what our employee network
Networks should be led by the people-and not fro p

e Proposal should have been discussed with net (s ‘before the proposal was tabled at this
meeting @
e Governance structure doesn’t right, top down’and hierarchal -invert this (bottom up)

e Concern that the D & n will final decision on group members, however,
{ at.IRthe pa proach is the norm.

clens (D is no
ort, pus

is journey with new

this is not the case a

e

ACTION - & She

ACTION - @ 3p the journ n one page from the last 2 years and what Te Manu Korihi
has been able tg adviseon and-achieved to date.

;V
Noted: Mo sion n
3. Our P!a ple’s n@

Work going o

the scenes strengthening the current networks and helping new networks

ites have secured one-off funding for Samoan language week until a funding process

been put in place

ing and sequencing of things happening in the pipelines and how to reach middle
management

ir Toolkit is one part of strengthening the networks and is near completion will be sent to Te
Manu Korihi for comment - (One new and one re-establishing network currently using the
toolkit to test usability) ACTION: to circulate toolkit

i* Looking into a dedicated space on the intranet for networks

i Ongoing support to be determined

4. Action points from the last meeting

i* Confirmation of the minutes
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Te Manu Korihi ‘

i* Update to be sent to Te Manu Korihi between meetings- (did not complete), -
unable to do so as not across D&I
ir Strategy and D & I plan to be shared with Te Manu Korihi - (complete)

-Gender Pay Gap - has been a challenging few months. States Services Commission
request for annual plans and building the relationship with the Unions.

ir Empathy training to be sent to Te Manu Korihi - (unable to share ex )
ACTION: / to present at the next meeting

ir Resourcing for Mahutonga- - deferred

i See if L & D can come back for an update- - deferred

General Business &
Who activates the response in the event of another tragedy @ng Iike in Christchurch?

ACTION: to investigate IR’s response
Andy to check Business Continuity (BCEM

World Refugee Day 20" June
ACTION: to investigate \ § \ ;

Action point, Responsible
Empathy training to be presented-at the next Te Manu Korihi /

Resourcing for Mahutonga Deferred from Feb 28
See if L & D.can comeéback for an update Deferred from Feb 28
Provide a Maori | @orting Leader Inclusiveness Education & /

Awareness’ &

Consider advice given by Te Manu Korihi regarding D & I Leadership | Sharon/
group & % ays of Working for Te Manu Korihi

Map h(bey on one page from the last 2 years and what Te
Manu Korijhi has been able to advise on and achieved to date.
Circulate Toolkit for Our People’s Networks

Emergency response from IR - for events like March 15 in /
Christchurch

World Refugee Day

For any feedback on these minutes please send them to
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May 2017

Te Manu Korihi established

Sept & Nov
2017

Diversity & Inclusion
Benchmarking Survey

Policy advice

Te Kahu Mataroa (IR’s
Strategic Futures Work
Programme)

April 2018

Leadership support

Demographic shifts to meet
the needs of our customers

August 2018

Diversity & Inclusion Maturity
Assessment

Cultural & language
celebrations

February &
May 2019
Inclusive learning

Diversity & Inclusion
Implementation plan

Sharon
Thompson

,' Te Manu Korihi

’

—”

DiQersity & Inclusion
0 Advisory Group

s -

- June, July 2017

Diversity & Inclusion
/ Champions Annual plan
4

Communication strategy and
tactical plan

Diversity in recruitment
panels

Feb 2018

Enabling aspirations —
budget and resources

Data collection on gender
diversity, disability and
ethnicity

Formalising Diversity &
Inclusion

initiatives thee@#e
have begi@@ble to

N

June 2018

Diversity & Inclusion
Strategy

IR’s Annual report

Diversity Networks Open
Homes

November
2018

Strategy Launch

Diversity Networks action
plan
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