New Zealand Intelligence Community

Parental Leave in the Intelligence Community
2018

A note about this summary "\\V
The research report Parental Leave in the Intelligence Community was completed in @%)

Qualitative face-to-face interviews were conducted with men and women fro e NZSIS
and GCSB who were either on parental leave or had returned from parent ve in the
period 2015 to 2018. A quantitative survey was also undertaken.

The results formed the basis for a series of recommendations, whi endorsed by the
Senior Leadership Teams of the NZSIS and GCSB and integrated iiﬁq\ range of People and
Capability action plans. This led to the development and imple %T‘ation of the Joint
Parental Leave and Childcare Allowance policies.

This document summary / excerpt reflects most of th@;ive Summary in its original
form. The survey questions have also been include ;ﬁ;\

The baseline information assembled in this research tontinues to inform organisational
improvement work in both agencies. \
!\L

S
Introduction <§>€<

The New Zealand Intelligence C Qynity (NZIC) Diversity and Inclusion Strategy (D&I) was
launched on 21 March 2018. ategy is key to developing a workforce which is inclusive,
dynamic and agile as well @D that reflects diversity in its widest context.

Importantly, our ag %\/alue our employees and their career development and want to
ensure that all st have a full life, which balances career and family.

A key elerrg' %chieving any of the Diversity and Inclusion aims is to better understand
the expe{%\ of those that had taken Parental Leave (PL) in the past three years.

At thetipfe of undertaking this research, we did not have any empirical information on the

iences of those taking PL and did not want to assume our policies and practices were
appropriate. Rather we wanted to learn from those lived experiences so that we could, if
needed, make improvements.

During 2018, People and Capability undertook qualitative and quantitative research into the
experiences of NZIC employees (GCSB and NZSIS) who have taken PL.
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Executive Summary

The experiences of NZIC staff who take PL are critical to understanding how we attract,
retain and grow our employees. Understanding the experience of women who take PL will
also help us to avoid creating a larger gender pay gap.'

This research, which is covered in more detail in the main report, provides a valuable insight
into the “lived experiences” of those who took PL Leave in the past three years (2015-2

We wanted to have a better understanding of how we are perceived as employers @m
we can improve support for parents on PL and those returning from PL.

Summary of Findings (s.z
The qualitative research was generally positive, but provided helpful in ‘?gﬁd practical
suggestions for improving the experience of taking PL. The paper p ty focused on the
improvements we can make, but we acknowledged (and thisis r %@m some of the
comments) that many of our managers already provide gooc{&\ t to employees.

Information: Q‘f\

Participants found information on PL available throug% nal websites and within NZIC
difficult to access and interpret.

Advice from within the NZIC was variable al}d\i\?\bﬁmes inconsistent as were the

interpretations on how to apply the law, r\éi;?gwcies and processes. There is no single point
of contact for information or a subject@%@e expert who could provide accurate PL advice.

Announcement:

Participants worried about d% é PL with managers, especially if they were in
management roles or on s ent. The concerns were about who could replace them or
the complications of bei secondment

There were also co Qabout careers being immediately impacted upon and

discrimination pplied by managers and colleagues. Some participants stated they did
experlence %‘nedlate impact on their career, and some reported discrimination. Overall
though i§ers were supportive and tried to offer helpful advice.

e I appointments:
Were no issues with staff taking time off for antenatal appointments. However there is
no clear guidance for participants or managers on what was allowed.

There are some misunderstandings about sick leave. Under New Zealand law, employees
who are pregnant are entitled to up to 10 days of unpaid special leave. This allows the
employees to take time off for pregnancy-related reasons such as attending medical

" Statistics New Zealand and Ministry for Women (2017). Effect of Motherhood on Pay - methodology and full
results. Retrieved from 111.stats.govt.nz
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appointments, antenatal classes, and preparing for childbirth. There is some inconsistency
on how this is applied with some managers incorporating the time taken as part of the
working day (give and take) and others insisting on sick leave or annual leave being taken.

Communication and Keeping in Touch (KIT):

Participants noted the varying levels of communication between employer and employee.
KIT days have been in place since 1 April 2016 and enable an employee to be paid for up to
52 hours work (64 hours from 1 July 2020) during PL, so that employees can work limited
hours during that time, if they choose. But very few participants were aware of that
provision or what it meant to them. C%?V

Once KIT was explained to participants the majority said they would have li kecif(\DO ve used
them. A few did know about KIT, but did not ask to be paid, even when comi NZIC

premises to do work. y
! 0 guidelines for

Although many participants felt supported by their managers, therewe
managers or participants around contact once the employees h ’{Igft the workplace” and
no consistent practice.

Being on a secondment, transitioning between roles, of @n tduring a restructure were all
factors which caused confusion, anxiety and concer@ng the participant group.

Transitioning back to work:

Generally, participants felt supported by their'mdanagers when returning to work. It was
clear that we have some great manager Biowe er, others articulated the wish for managers
to be briefed on what being a new pat r%rs like.

Several participants said they fel%&@;y if they needed time off because they or their child
was sick or if they were workify educed hours. This was often expressed as self-imposed
guilt as opposed to othersf"ece ssarily making them feel guilty.

Ensuring staff have %) meanmgful work is critical - comments were made about being
given "bits and pi E%%’ecause staff were part-time. Being overlooked for development
opportunltles ining were also highlighted.

Flexibili

Job fLeng y is critical for employees returning from PL. It is also a great tool for retention
{ﬂ\tﬁe agencies. The Government wants all public services to adopt “flexible work by
aft’ by 2020 which sets a timeline for us to think about how we can implement this.

Most participants felt encouraged and supported to leave work on time and to take sick
leave as needed.

However participants said job descriptions needed to be clearer around whether or not roles
could be part-time.
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Impact on Career and Finances:

All our female participants said there had been an impact on their career. Some said it was
something they accepted. Others were less accepting and two expressed concern about
being shifted to different roles and having minimal say in those decisions.

There was a general perception (though not specified in any available documentation) that
part-time workers can’t be in operational or undertake people management roles.

It is difficult for us to measure the impact on salary over a long period of time as the
historical data is not easy to access. We anticipate being able to do this in the future. @

Wisdom from the parents: A\&(\
Staff who have taken PL are now more aware of the need to provide supp t@\nng lexibility
to parents and that just because someone is part-time they should not% ed over for

development and training opportunities. Q
Conclusion: \

There are a number of ways that we can improve our proce \*- support those taking
PL. Most of these are easy to fix. The bigger challenge fop-NeywZealand is to change a
societal culture which discriminates against parents, pérticularly women.

This is not just an NZIC specific challenge, ratherk%v;i‘d r societal issue.”> However we can
change things within the NZIC by taking a m & Oactive approach to supporting our

employees who have children or who are R\n ing to have children.

By JSLT (Joint Senior Leadership Tear <ﬁopting the recommendations we are proposing,
P&C (People and Capability) beli (égit fll help the NZIC to retain and attract employees and
provide much needed suppo;{f%q%fnew parents during a challenging stage of family life.

Recommendations: %‘“
(Provided as a summ @n er s16(2)(c) of the OIA.)

Twenty-six rece %\éﬂdations covering eight areas were made in the report. The
recommendations addressed topics such as information and training; outreach; facilities;
ﬂexibilityéh;‘r{ ¢are and equalisation in NZIC; career and financial impact.

N

a

? The Status of Women in New Zealand - CEDAW report 2010 Article 5

? NEXT REPORT 2017 - survey of 1000 NZ women revealed 25% had been discriminated against at work because of
gender. 44% were millennials.
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Parental Leave Interview Questions
Parental Leave Interview Questions

1

10
11
12

13

14

15
16

17

18

19
20

When making the decision to discuss your parental leave with your employer did you have
any concerns? Why? How were these resolved?

Do you feel you were well informed on your rights to take parental leave and what your
entitlements were for taking leave? Why?

Did you feel you were treated differently once you announced your parental leave? Why?
How?

Were you supported to attend your antenatal appointments? ‘j}’ \V
How long were you on leave for?

Before you left did you have a conversation with your manager about how you woﬁ&keep in
touch whilst you were on leave?

On reflection would you change how keeping in touch worked whilst you w‘er\? ?meave?

Before you left did you have an idea on what your return to work(x&}ec? like? Did you
discuss this with your manager? Was this the reality when you retua#(\ii\
™

Do you feel you were kept well informed when on leave? TegWﬁgés, work programmes
etc. Would you change anything? AN Y

Were you happy with your manager’s level of contact?Whgmould you change?

K:u \\\

If you did use keep in touch days did you enjoy them? Did they help with your return to
work? R

If you did not use keep in touch days, do Q{il:l wish you were offered to use them? Would this
have helped with your return to work?, ~’

Whilst on leave did you consider wha‘f\y%our return to work would look like in your job role?
Were you provided with optlons? D’rd | you want options?

Did you use keep in touch days? Why/why not?

Did you feel supported transw\%amng*back to work? What would you do differently?
WITHHELD 6(a) {Q’ NG

How have you found\’fmlng back into work with your team/ staff? Do you feel your
perception has cllaj;!gaé? Why/how?

How have you f&und fitting back into work with your team/ staff? Do you feel your
perceptlorg{i’as changed" Why/how?

When@pu\@e\tﬁrned to work had your role changed in any way? How?

(Q{\lywﬁnswer if a manager) Having taken parental leave, as a manager what would you do

< dlfféréntly now for you staff with children or going on parental leave?

2<1, f}nre we missing any staff benefits compared to other agencies that you know of?

22
23

24
25

26

" When you returned to work and baby was unwell, did you feel supported to take sick leave?

At any point have you felt that your career has stalled due to taking leave? Why?

On reflection are we missing any entitlements or procéss that would have been helpful?

What changes do you feel need to be made to any part of you parental leave/ parenting
experience?
On reflection what would you change about your experience of the whole process?
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New Zealand Intelligence Community

Experiences of Women Research Paper:
NZSIS & GCSB

A note about this summary / excerpt {j%%’%{,,
WO
Research into the experiences of women in the NZSIS and the GCSB was completé"d{ﬁ}ZM g

The results formed the basis for a series of suggested actions, which were%ddpted by the
Senior Leadership Teams of the NZSIS and GCSB and went on to form ?Qe Experiences of
Women in the NZIC Action Plan. - ‘3&\

This summary / excerpt provides the main points from the resear@h\gw

The baseline information assembled in this research contmues»» BﬁnForm organisational

improvement work in both agencies. Q\ \!
p ° ‘\\g \
,\\
N J
N N S
=\

Purpose N N

The New Zealand Intelligence Community NZL@ DI\ierSity and Inclusion (D&l) Strategy was
launched on 21 March 2018. This Strategynwas key to developing a workforce which is
dynamic and agile, and reflects dlversmy IFQtS widest context. The D&I Strategy established a
programme of work across the GCSB a‘nck NZSIS to better understand and improve the

x,}}

diversity of our workforce. \»
.e\

One of the priorities for the first. 18 months was to focus on women - attract, retain, develop,
progress and increase the ndmber of women at all levels. In line with this focus area we
aspired to: Y
» Increase the' n\umber of women within the NZSIS and GCSB by one per cent per year,
over the ne@)three years; and
o Reducéthe gender pay gap (GPG) within the NZSIS and GCSB to a maximum of five
penge@tyby 2021,
In supportef-our D& Strategy and associated action plan, we committed to undertake
research.nto the experiences of women in the NZIC. The purpose of this research was to
i} ’ef[;ténd the current environment for women in order to identify opportunities for
#%,\rbvement - thus helping us to achieve our D&l aspirations.

Objectives
This research, conducted in 2019, investigated the stages of the employment life-cycle as per
our D&I Strategy (attract, retain, develop and progress) and aspects of the culture in the
NZIC. Specifically, we wanted to know:

e The attitudes and behaviours toward women in the NZIC.

e The touchpoints that are particularly impactful for women and their careers.

e Women's career ambitions and aspirations.
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e Opportunities to improve retention.
e Is the experience for women different to men?
e Isthe NZIC a good place for women to work?

Data collection

Data was collected through an online survey and focus groups. The survey was primarily
quantitative with some free text commentary questions. All women were invited to complete
the survey, with the aim of getting a 60% response rate.

The survey was also sent out to a random selection of 150 men across both agencies
(proportionate to the size of the agencies), with the hope of receiving 50 respons%s‘;\] ‘
important that we had a control group of males as a 'test group’ to understanman help

identify what issues occur across genders, compared to women specifically. fhe comparlson
with males is captured in the quantitative research. , %;m

%,

The results of the online survey were then analysed to scope areas fo;; f@;rther exploration
through focus groups. Where the survey results showed 5|gn|ﬂcanf<d|fferences between
female and male responses; these were explored in the focus gf;oﬁlps with women.

It is important to remember the research is about the perception of the participants. We
have not attempted to differentiate whether their perceptlon is correct or not or to prove or
disprove their comments, rather we have given them\egn opportunity to tell their story.

W
Responses L \f
There was a 60% response rate to the sur\(ey

N t

We ran six female focus groups wrth staﬁ across the agencies - one of these was with our
Women in the New Zealand Intelhgence Community (WNZIC) network. The focus groups
were a key part of the research as it gave us a chance to further explore the responses from
the survey and to hear ﬂrst-band from women their “lived” experience in the workplace. The
groups provided rich lnft;"{‘matlon which helped us to better understand their perspectives.

Two reports wereh;;roduced one for GCSB and another for NZSIS. While much of the
commentar f’o\r both is similar we found there were also some differences which identified
agency spgt‘;!j@.sfgues.

Cone usrons

Th experlences our women are facing are not unique to us. You only have to look at the
research to see the same things occurring in other organisations - and that they have been
occurring for a very long time. Organisations have made progress in some areas, but the
same issues keep presenting themselves.

For the NZSIS, results showed:
e Gender discrimination does exist;
* Women are concerned about how they are treated in the NZSIS;
e« Women are keen to progress to more senior roles; however some find this really
challenging;
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* There are myths about what a part time person can and can't do (eg bein
operational roles or be managers);

* We need more flexibility in the workplace, to benefit both women and men:

¢ We need to help managers be better people managers, and ease the burden on
them at the same time (many are seen as being overworked);

» There are ‘pockets’ of poor behaviour in the NZIC:

e The views on our culture are both positive and negative;

e Poor behaviour is not being called out or addressed.

For the GCSB, results showed: & ‘;
e Gender discrimination does exist: C f?
e Women are keen to progress to more senior roles; however some find thls“reéf
challenging; N\

* We need more flexibility in the workplace, to benefit both women and’men

e We need to help managers be better people managers, and ease“the*fburden on
them at the same time (many are seen as being overworked) N

 There are ‘pockets’ of poor behavior throughout the NZIC:4 “\\ f

e The views on our culture are both positive and negatlve%‘w »

¢ Poor behaviour is not always called out. i“\\_l \

{.“
- \

The key touchpoints for our women in terms of their car_éers is when they are wanting to
progress into more senior roles, and/or choosing tQ havé a family. We need to ensure there
is no bias or prejudice toward women in some areas “of the NZSIS and GCSB, especially when
working through internal appointment proces,se é-‘-thS will enable more women to progress
internally into senior roles. \

Equally, if we can embed flexible woﬁkmg as the 'norm’ and have managers (including senior
managers) modelling this behawar,,,women will see a pathway to having a career and a
family in the NZIC. A\ ﬁ\/

We can improve the systeﬁw\(workplace) through addressing the culture - the behaviours,
attitudes and norms gf h@W’We are working. And, in our case not just about i improving the
environment for women\’men will also benefit in some areas (eg ageism, being treated
differently for belng a working parent, access to flexible working practices). Any change we
make will beﬁfb(\’spe greater good.
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Foreword

A Message From the Directors-Generals

Tena koutou katca

The Government Communications Security Bureau
(GCSB) and the New Zealand Security Intelligence Service
(NZSIS) are referred to in this document as the New
Zealand Intelligence Community (NZIC).

New Zealand faces a rapidly changing and challenging
security outlook, and many threats to New Zealand's
national security will continue to intensify. In order for
the NZIC to protect New Zealand against such threats, we
need to develop and retain & workforce that is diverse,
highly capable, and engaged.

Retention is an NZIC priority, and it starts with attraction,
recruitment and the onboarding process. It is about
knowing and embracing our culture and mission, the

key attributes we want to emphasise, and then seeking
these out in our future workforce. Once new employees
start, it's about offering the best 'employee experience’

to ensure they stay engaged. This means creating a
workplace that people want to be part of, and a workplace
that people want to stay in.

Every individual has different motivators and
expectations. To retain an engaged workforce we must
recognise what these are, and then offer opportunities
and experiences that align with their expectations, and
Qur mission.

In recent years we have been placing greater emph
discovering what matters most to our people by
with them through a range of avenues. Under
employee satisfiers and dis-sausfiers throu
engagement means we can develop init that will
strengthen employee satisfiers and add the dis-
satisfiers. While we have made so gmﬁmmm thereis
more we can do to retain our m\#mm

Our approach to retentio 472_:% NZIC-wide and
directorate level initiativkg ahd strategies. This NZIC
Retention Strategy s.@n s on areas that are consistent
igs and will have the greatest impact
wectorates will then support the NZIC
Retention through implementing initiatives at a
directogate-level that will help address directorate specific
rete ﬁm:ma. Through a combined approach we aim
tQA ve retention across all areas of the NZIC.

ing

A

% Sl % New Zealand Intelligence Community
Te Ropd Parongo Tdrehu o Aotearoa

A2
D

The mﬁﬂmm‘&__m us where we aspire 1o be and sets out

an aclio n on how to get there. It is a living document
th evolve over time as we measure progress against
@ tion plan. We are committed to supporting and

Jﬂma_zm the NZIC forward through the implementation

A

of this retention strategy, ensuring we continue to
attract, develop and retain a highly capable security and
intelligence workforce that delivers an exceptional service
for New Zealand and New Zealanders.

We aspire to be recognised as one of New Zealand's
top employers - one that develops, values, and retains
talented, dedicated emplayees.

Cebecta _ﬂ&w&%

Rebecca Kitteridge
Director-General of Security

Andrew Hampton
Director-General GCSB



What is Retention?

m.m_st_Nmm_m:a_:ﬁm_:@m:anoB:._:_.__G
(mwa\ Te Ropa Parongo Tarehu o Aclearca
s

Why does retention matter to the NZIC?

-mployee rete

Direct Costs Indirect Costs

and New Zealanders

: Exiting costs \ >~ Lost productivity
+ Exit processing . + Performance differences (impact on
*  Administrative time : remaining team members)
+  Separation pay (e.g. accrleddeave) - Lost institutional knowledge
enges on ) N - Decreased customer satisfaction
+ Impact on delivery of outputs

Replacement costsi,
+ CommunicatjaiRphrew vacancy
+  Pre-emplay{Rémr administration reputation

cicalectionk »  Administrative time

nlpracesses (shortlisting, ;
mmmmmm,?ﬁm:n centres, interviews) » Separation pay (e.g. accrued leave)

- PsyBotogical assessments
- _Testing, background checks
esSeturity clearances

+ Potential damage to organisational

Training costs

+ Extensive on-boarding programme
- Formal training

+ Equipment and resources

+ On-the-job training

0 deliver our mis




Turnover for the Past Five Years

ears, 0 el
2015/16 2016/17 2017/18 2018/19
Public Service 11.1% 11.5% 12.1% 11.8%
Government Communications Security Bureau 9.3% 6.9% 7.1% 12.0%
New Zealand Security Intelligence Service 9.6% 11.5% 10.3%

12.1%

2019/20

N/A
130%

12.3%

New Zealand Intelligence Community
Te Ropa Pirongo Tarehu o Aotearoa




New Zealand Intelligence Community
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Future Turnover Targets

Turnover aspirations across our agencies s
To help understand where we currently are and where we want to be, thedgitetving graphic shows our current

turnover rates, and target turnover rates, \

e Public Sector

d setting our

We are therefor

average as a baseline,

target turnover rate below t

Our target turnover rate will
be >10%, which takes into
consideration the requirement

for a TSS clearance. Current Target Current

(June 30 2020) §(june 30 2024) (June 30 2020) (June 30 2024)
13.7% >10% 12.3% >10%

We have deliberatel an aspirational

rarget bhecause we think it 1s vital we make

5L

a concerted effort to address retention

*The current turnover rates represent employees who leave the NZIC. They do not
account for employees appointed to new positions within the NZIC.

on plan
trategies we
nover and

improve the retention of our talented

employees




Focus Areas

Leadership

Our managers provide the leadership to achieve our mission, and
play a critical role in retaining staff. Growing leadership capability will
therefore continue to be a priority for the NZIC.

In the past few years we have made good progress developing

our leadership capability. In 2018 we implemented a new NZIC
leadership competency framework, aligned to the State Services
Commission framework. This framework includes core competencies
expected of leaders, which are included in all people managers’
performance and development reviews.

in support of our NZIC leadership competency framework we have
invested in a comprehensive offering of leadership and management
training which reflect the competencies required. We have also
developed a leadership development map which outlines mandatory
and recommended learning for all leaders.

In July 2020 a new Leadership Development programme, Te Ara o
Tatariki - The Path of Kaka/Leadership commenced. This programme
is aimed at tiers 4 & 5 and is designed to shape leaders who can

act on the demands of an evolving environment, who are sirategic.
innovative, agile, adaptable and authentic. The programme will

cover Leadership, Strategic Execution, Leading Change & Resilience,
Teamwork and Collaboration, Decision Making in Complexity and &'
Ambiguity. O@

To manage and lead people well it is important that all lead

understand what matters to their employees at an indiyidUsidevel
- this includes their personal motivators, neads and and
then being able to tailor an approach to best sui ing the

a_<mﬁm5\mnaShmzﬁ_zoc:mmBmmna_m,\mEmw_;mm:m_uoﬁm:cm_
will also help to build a high performing an ”@Vm?m workplace.
Building on cur current leadership capa ﬁ‘m will focus on these
leadership skills moving forward.

Culture

Our mission to keep New Zealand and New
Zealander’s safe from significant national
security threats is at the forefront of everything
we do. It unites us through a shared cause and
is demonstrated through the dedication and O
commitment of our people. }/

To deliver on our mission, we want to e
a work environment that enables o ted
people to do their best work. o

Our goal is to have a culty,
respected. included and
contribution, a cultur

re everyone Is
d for their unique
re every individual
has a sense of Umxfm . When we combine our
differences m:n@ ss them, we will benefit
from the _:@Vc n and strength that comes from
diversity.

ﬁ@m@_: Diversity and Inclusion (D&d) Strategy

€ established new employee networks,

%&ccma research to identify improvement areas,

eveloped enhanced entitlements (e.g. parental
leave), and invested heavily in training to upskill
and develop awareness of the importance of D&I.

Regular and ongaoing engagement with employees
on their experiences means we are able to co-
create improvements that contribute to a better
workplace culture. We have come a long way,

but there is still more we can do to improve. For
example, when developing workplace initiatives led
from Wellington, we will be more conscious of our
regional sites to ensure they are included, and feel
part of the NZIC family.

ﬁ gio £ New Zealand Intelligence Community
: Te Ropa Pdrongo Tarehu o Aotearoa

Qv
N

Toa t and retain diversity we have to be

mirkdful of what matters to potential future

e yees. The 201 ﬁ.:ﬁuo.:., Driving Diversity
ecruitment in the NZIC showed that if we want

to attract and retain ethnic diversity, we need to

have a culture that is collaborative, respectful and

focused on helping others - a sense of "giving back”

in relation to protecting New Zealand is strongly

routed in duties associated with Kaitiakitanga,

whanau and cultural identity.

Organisational culture is about aligning personal
values of that with an organisation. Our shared
values model what we stand for, how we treat one
another, ana what we expect from each other.

We have grown in size significantly over the last
few years and have more growth on the horizon.
Refreshing and reinforcing our shared values will
help bring them to life. We not only want everyone
to embrace our values, we want them 10 carry our
values with them in everything they do.

To enable us to continue to grow In a fast changing
employment landscape, It Is important we are
adaptable and open to doing things differently.
More flexibility in how, where and when we work
will optimise the way we work, increase our
candidate pools, and build our long term capability.
Security will always be at the forefront when
considering flexible working; however, in order to
be competitive we aim to provide employees with
flexibility wherever practically possible, to balance
work and life commitments.



FoCus Areas

Career Development

While our focus is on developing employees with the
skills, knowledge and behaviours we need for the present
and future, we must not lose sight of their individual
career goals. We want our employees to see a clear path
of progress in the NZIC, and to know we will help them
achieve their career aspirations - this may mean rotating
in and out of the NZIC. Understanding our employees’
needs, goals and preferences, and helping them achieve
their aspirations is vital to retention.

Initiatives undertaken in the last 18 months include

a review of the entire Career Development Board

process, the introduction of Poutamatia (a women's
self-development programme), a new Learning and
Development Strategy which has a focus area on ‘career
pathways being clear, and the commencement of a new
leadership development programme - Te Ara o Tatariki, as
referred to previously.

We may not be able to provide everyone with the
opportunity to progress into a more senior role by
virtue of our size. It 1s alsc acknowledged that not all
employees want to progress. Our commitment is to invest
in all employees by providing continual learning and
development opportunities aligned to career goals and
aspirations, whatever they may be.

Our intention is to provide an environment where

employees can continually learn and grow, and be O
challenged in their work. For those who want to %m.

S.ms..w__mcnuoa::m«zaucﬁﬂjmﬂ:m:mjmdmmﬁ :woﬂ
promotion and help them map out a n_mmﬁ%v\ for

development and advancement. /\

all
mp. mployees.

Job Satisfaction

To enable improved job satisfaction significant investment
over the past 12 menths has gone into improving the
available tools and resources we have. This work is
ongoing and will continue to be a priority focus.

To closely align skilis with role responsibilities we must
clearly communicate the role requirements and ensure
employees (including future potential employees) full
understand role expectations and what the overal @
outcomes of the job entail. Position descriptio he
basis of role expectations and are intended
well-defined picture of what we expect fr
Although we cannot include classified in ation, we can
clearly describe the skills they will usa without necessarily
saying what they will do or how t do it. If written
well this will provide a clear sefisey®f direction about

the role responsibilities, m@ ately align employees
expectations with reali

If managers are Vﬁw\m@oumm into ambiguous
1

environments t is more difficult to clearly outline

_.o_m mxnmnjﬂ

O:nm: _mm:Em.:_mEgcuﬁooc::m:mmmﬂmﬁo

effecy %33::.8% the job responsibilities and to
ork that aligns with the skills and experience of

tis important for managers to identify each employee’s
strengths and then ensure job functions utilise these
strengths, contribute to their career goals and link to
our mission. It is @ matter of continually communicating
with employees to understand what gives them personal
accomplishment and then tailoring work assignments to
align with this.

, then we need to recruit for adaptability.
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Pay & Benefits ./AVQu

Although pa % benefits is not a significant driver for

employees{eaying the NZIC (based on our current data),

we Ecmnﬁr ose sight of it. The job market is continually

cha th response to econemic, technological and

i -specific factors. It is essential we regularly review
mployment package offerings and evaluate salaries

\fmm:&n the market to remain competitive.

The public sector is not our only competitor. As the private
sector becomes more security focused the competition for
skills increases. Although we will never be able to compete
with the private sector when it comes to salaries, we

can compete when we focus on our overall employment
package which includes a wide range of benefits - and

the opportunity to contribute te a higher purpose - our
rission of protecting New Zealand and New Zealanders
from significant national security threats.

Access 1o significant learning and development
opportunities, wellbeing support, flexibility, and work-life
balance all form part of the total employment package
we offer. The NZIC offers significant benefits compared
to other employers but this is not widely publicised
externally. Promoting the total employment package

is crucial - showing that we are comparative and
competitive.



Looking to the Future

This strategy has a four year
life span. It comprises six areas
for maximising retention in the
NZIC, and identifies immediate
focus areas. These areas will
be supported through building
an inclusive culture and
understanding our data and
acting on the information we
receive and tracking progress.

The enclosed detailed

action plan describes the
activities and initiatives to

be undertaken to support
retention in the NZIC
Directorates will also have
their own retention strategies
or initiatives Lo address the
retention issues that are
unique to them. By having
NZIC and directorate strategies
and initiatives we will have

a combined and whole of
organisation approach to
improve retention

Each NZIC and directorate
level strategy will be living
documents that evolve and

change over time as and when

required.

We envision a future where...

Q‘ Leadership

Our leaders will be at the
forefront of retention

@ Job Satisfaction
Employees will have clear role
expectations and be satisfied with the
work they do

’ Culture

We will have a workplace where
everyone is included and valued for
their contribution

@ Pay & Benefits

We recognise the talent and commitment
of our employees by providing a
competitive employment package

,.. m. st.Nmm”m:n__ﬂm_:mm:nmooaacz_z
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; e\ ent

Everyone will get development
opportunities that align with their career
aspirations

Everyone has the opporiurity 1«

career aspirations

Qur people are empowered

careers thraugh customised cares
Employees cansee a career path

regardless of what role they a

their career goals

We offer career develop
including secondments, succe
planring and rotational exper

& Data

Our data will provide the insights we
need to enhance our retention initiatives
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