
 

 

 

 

Social Wellbeing Agency | Toi Hau Tāngata                Level 3, 117 Lambton Quay, Wellington 6011 | PO Box 639 Wellington 6140                swa.govt.nz 

 
 
 
 
 
 
 
 
 

 
 

4 October 2023 

 

  

  

Official Information Act request  

I refer to your official information request dated 7 September 2023 for “Consultation - and 
Decision Documents that were generated and circulated between 1st July 2016 and 30th June 2021 
as part of any restructure, reorganisation, or (dis)establishment of a team, business unit or 
directorate within the Social Wellbeing Agency.” 

The Social Wellbeing Agency – Toi Hau Tāngata provides cross-sector advice, insights, tools and 
practices to the social sector to achieve our vision that people, whānau and communities live the 
life to which they aspire. We collaborate across the social sector and focus where our work can 
make the greatest impact on New Zealanders.   

We need to have the right roles and people to deliver our evidence and insights to Ministers, the 
social sector and Aotearoa New Zealand. On two occasions during the time period of your request, 
we have carried out restructures or organisational reviews. 

The Social Wellbeing Agency was established in June 2017 as the Social Investment Agency and 
operated with an interim structure. In September 2017 the Agency started a process to design a 
permanent structure for the new Agency. This was completed and implemented in June 2018.   

The second organisational review, Project Māramatanga, began in November 2019 and was 
completed in February 2020. The purpose of this process was to ensure that our operations were 
aligned with our renewed remit following a Cabinet decision to refocus our role and functions. 

The following consultation and decision documents relating to these two reviews are attached as 
appendix 1:  

Title  Date  
Proposal for Input Phase One of SIA Organisation Design 10 October 2017 
Proposal for Consultation SIA Organisational Arrangements  8 May 2018  
Confirmed Decisions SIA Organisational Arrangements  11 June 2018 
Project Māramatanga Proposal for Change  5 November 2019  
Project Māramatanga Response to feedback and proposal update  27 November 2019 
Confirmed organisation structure for the Social Wellbeing Agency  10 December 2019 
Māramatanga follow up proposal  27 January 2020 
Change Proposal Decision email  31 January 2020 
Confirmed Organisational Structure effective 3 February 2020 3 February 2020 

9(2)(a)
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Please note that within the documents names of individuals have been withheld to protect their 
privacy, as set out in section 9(2)(a) of the Act.  

You have the right to seek an investigation and review by the Ombudsman of this decision. 
Information about how to make a complaint is available at www.ombudsman.parliament.nz  or 
freephone 0800 802 602. 

As part of our commitment to transparency, we publish our responses to information requests. 
This response, with your personal details removed, may be proactively released on our website.  

Nāku iti noa, nā 

 
Josh Logan 
Advisor, Office of the Chief Executive  

 
Encl. Attachment 1: Copy of information released under the Official Information Act 1982 
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Recruitment Process

PROPOSED SIA ORGANISATION DESIGN: PHASE ONE INPUT PROCESS

 Advertise all Phase One roles

 It may make sense to prioritise some roles over others

 HR support in place to manage the process
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How to provide input

PROPOSED SIA ORGANISATION DESIGN: PHASE ONE INPUT PROCESS

 Key dates

 The input period runs for 10 days

 Starts Tuesday 10 October and closes at 5.00pm on Tuesday 24 October 2017.

 Ways to provide input

 Using the feedback form – email  SIAFormation@sia.govt.nz

 Drop-in sessions

 Feedback wall

 If you have a question – we will update Q&As regularly

RELEASED UNDER THE OFFICIAL INFORMATION ACT 1982



Support during this time

PROPOSED SIA ORGANISATION DESIGN: PHASE ONE INPUT PROCESS

 Talk to your manager

 Support each other

 PSA

 Employee Assistance via Vitae (0508 664 981)
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Any questions?

PROPOSED SIA ORGANISATION DESIGN: PHASE ONE INPUT PROCESS
RELEASED UNDER THE OFFICIAL INFORMATION ACT 1982
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§ Specialist research and evaluation advice and support for example evaluation design and
methods.

§ Social science expertise and knowledge.
§ Provide intellectual leadership to relevant Insights and Measurement projects.
§ Ensure relevant SIA products are of publishable quality.
§ Strengthen our reputation and relationships with academia.

Principal Adviser
§ Strategic advice and support to the Chief Executive and wider Agency across a broad range of

areas.
§ Ensure that advice and other information provided to Ministers is of a high quality and fit for

purpose.
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It is proposed that there will be a Ministerial Services Adviser, to develop and manage ministerial 
processes, standards and guidance, whilst also responding to and managing ministerial and official 
correspondence.  

It is proposed that there will be a Senior Business Adviser, to provide quality analysis, advice and 
support across a range of Corporate Services areas including (but not limited to) financial 
monitoring, project support and coordination, performance monitoring and preparation of reports 
and papers.  

It is proposed that there will be a Team Administrator, to provide the Social Investment Agency 
(SIA) with efficient, effective and high quality administrative support.

Our MSD and SSC shared services and departmental agency agreements support the Corporate 
Function.
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There are a number of fixed terms roles that support our work programme:

Project Manager positions for DPUP, the Senior Adviser Stakeholder Engagement , Senior Project 
Manager DX.  It is proposed that there will be a Business Analyst (Integration) to capture business 
requirements concisely and accurately, outline business needs, solutions options and business 
impact.

It is proposed that there will be an Architect, to provide to the Data Systems & Analytics team high 
quality descriptions of in-place business, information/data, systems, and infrastructure 
components and their operation, and high quality definition of what business, information/data, 
systems, and infrastructure components and operations options could be in place and their trade-
offs. This will support well-informed decision making and engaged social sector parties.

It is proposed that there will be a Senior Business Analyst (Integration), to provide business 
analysis expertise, developing, analysing and validating detailed functional specification to move 
and exchange data from those who collect it, to those who need it, and to support wellbeing 
decision making.

It is proposed that there will be a Project Coordinator, to provide high quality project coordination 
and support projects and or programmes for the Social Investment Agency (SIA).

It is proposed that there will be a Product Engineer, to provide to the Data Systems & Analytics 
team high quality end user analytics product designs. This will direct the Data Systems & Analytics 
team’s efforts in producing analytics and insights products for social sector parties.

It is proposed that there will be a Senior Business Analyst, to capture business requirements 
concisely and accurately, outline business needs, solutions options and business impact.  

It is proposed that there will be a Manager Analytics, to lead the development of analytical 
products including methods, tools and resources.  To progress and promote measurement of 
intervention effectiveness, including wellbeing for a range of organisations so they can derive 
value from their data holdings, and share it with others.  

It is proposed that there will be a Data Science Technical Lead, to provide expert guidance in 
major fields of data science to the Data Systems & Analytics team to develop analytical and insight 
products. 

It is proposed that there will be four Senior/Data Scientist positions. These position will provide 
high quality, accurate, information analysis and advice as part of the Data Systems & Analytics 
team. This will enable well-informed decision making by those engaged in supporting service 
delivery, developing policy and monitoring departmental performance.

It is proposed that there will be a Project Manager, to provide high quality project management 
for the Analytics work programme.

It is proposed that there will be a Analyst/Senior (Analytics), to produce high-quality documents 
for the Social Investment Agency (SIA) presenting research results for technical and non-technical 
audiences. 

12

RELE
ASED U

NDER THE O
FFIC

IAL I
NFORMATIO

N ACT 19
82



RELE
ASED U

NDER THE O
FFIC

IAL I
NFORMATIO

N ACT 19
82



§ Ensure that SIA is supported by an informed understanding of the history, interests, areas of
activity, and key relationships of potential partners.

It is proposed that there will be a Māori, Pacific & Key Communities Engagement Specialist  to 
understand, advocate for, and include an approach to investing for social wellbeing that fits the 
cultural, community, and structural settings of key communities, to maximise their contribution, 
benefit, and voice within a richly set-out approach that works for them. 

It is proposed that there will be a Manager Design & Implementation to work with partner 
organisations to identify, design, execute and support the evaluation of new approaches, tools, 
and products that enable and embed an investing for social wellbeing approach. This includes 
leading the work to implement pilots, assess results and (once stable and “ready for scale”) drive 
fuller implementation and adoption.

It is proposed that there will be two Senior Advisers  to provide support, co-ordination, analysis, 
and delivery support for the Partnerships function in a general sense. Working with partner 
organisations, it will help to support the wider social system to understand and share new ways of 
working in collaboration with others, develop ideas for partnership, identify gaps and 
opportunities in the growing approach to investing for social wellbeing, and support managers in 
their own functions.

It is proposed that there will be a Project Manager  to provide high quality project management 
leadership to ensure the definition and assessment of a range of partnering opportunities prior to 
handover to a delivery project manager. 

It is proposed that there will be a Project Coordinator to provide high quality project coordination 
and support projects and or programmes for the Social Investment Agency (SIA). 

It is proposed that there will be a Principal Communications  Adviser to promote the adoption of 
an investing for social wellbeing approach and what works thinking, ensuring active participation 
from a wide range of external stakeholders, utilising relevant channels and a breadth of 
relationships.

It is proposed that there will be a Design & Channels Adviser to produce impactful graphics and 
imagery in line with the requirements of managers and teams and to manage the online channels 
utilised by the Agency for sharing updates and information.

It is proposed that there will be a Writer to produce high-quality documents for the Social 
Investment Agency (SIA) presenting research results for technical and non-technical audiences. 
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Proposed structure supported – majority in support of the structure with some areas 
needing small adjustments.
Ministerial servicing – concerns about location of the role  and  levels of support needed 
to meet expectations.
Research & Evaluation – support for an R&E function but some questions  about where it 
should sit. 
Insights function – questions about the role and purpose of the Insights team and did the 
job descriptions and skill sets required reflect the functions of the team as people saw it.
Portfolio Management/Project Management – questions about how the portfolio role 
would work; where the role should sit in the structure; and the relationship with the 
Project Management roles.

Summary of consultation feedback

SIA ORGANISATIONAL ARRANGEMENTS PROJECT – FINAL DECISIONS DOCUMENT
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Roles and job levels – there were a number of comments about roles including: certain 
roles were not pitched at the correct level and should be more senior (or junior); the 
scope of some roles and titles were not correctly aligned; and some responsibilities did 
not reflect the functions and/or tasks that are delivered now. 
Resourcing levels – concerns about having the correct level of resources or functions 
needed to deliver some work programmes.
Temporary roles – people wanted to see all temporary roles in the structure.
Relationships – questions about how we’ll work better together within the new structure.
Strategic direction – some thought the strategic direction for the organisation was not 
clear enough and therefore presented a challenge with understanding how the structure 
would work in practice.
Work programmes – concerns that some work programmes were not reflected in the 
structure i.e. GAN, The Hub.

Summary of consultation feedback contd.

SIA ORGANISATIONAL ARRANGEMENTS PROJECT – FINAL DECISIONS DOCUMENT
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Change Process/Recruitment
 Expression of Interest process will commence today for permanent employees – where their role has been 

disestablished.

 The Change Management Protocol supports the change process.

 Following reconfirmation and first phase of reassignment for permanent employees we will advise all permanent roles 

that are available and the timeframe for recruitment.

 All permanent remaining positions will be advertised – with support from MSD Recruitment and recruitment agencies.

 Tranche 1 roles have been identified, these are the Director and manager roles. 

 For temporary employees - transitional arrangements have been agreed and your manager will discuss what this means 

for you this week.

SIA ORGANISATIONAL ARRANGEMENTS PROJECT – FINAL DECISIONS DOCUMENT
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Support during this time
 Talk to your manager

 Support each other

 PSA

 Employee Assistance via Vitae (0508 664 981)

 External change support is available - provided by  Career Partners 
International (CPI)

SIA ORGANISATIONAL ARRANGEMENTS PROJECT – FINAL DECISIONS DOCUMENT
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Any questions?

SIA ORGANISATIONAL ARRANGEMENTS PROJECT – FINAL DECISIONS DOCUMENT
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2018 SIA Organisational Arrangements
Confirmed Position Impact Summary

Position Reporting Line Impact on position(s) Impact on incumbent employee/s
Senior Policy Analyst 

x 4

Manager Engagement Position disestablished. The core policy functions of 
this position are not required in the new 
structure. The new Senior Analyst (Insights) 
position has a focus on translation of analytics,  
data-driven insights using analytics as foundation,  
working with other agencies and selling insights.

Considered for reassignment into vacant 
roles

Senior Policy Analyst Director Data and 
Commissioning

Position disestablished. The core policy functions of 
this position are not required in the new structure.  
The new Senior Adviser, Partnering position is
focused on providing support, co-ordination and 
analysis for the Partnering function including 
development of ideas for partnership, 
identification of gaps and opportunities in the 
growing approach to investing for social wellbeing, 
and supporting managers in their own functions.

Considered for reassignment into vacant 
roles

Business Adviser Manager Engagement Position disestablished. The business services 
functions at an adviser level are not required in the 
new structure. New Senior Business Advisor 
(Corporate) position to provide quality analysis, 
advice and support across a range of Corporate 
Services. 

Considered for reassignment into vacant 
roles

Principal Analyst Director Measurement 
& Insight

Revised position description, change in reporting 
line.

Reconfirmation to Principal Analyst, 
Insights

SIA ORGANISATIONAL ARRANGEMENTS PROJECT – FINAL DECISIONS DOCUMENT

RELEASED UNDER THE OFFICIAL INFORMATION ACT 1982



2018 SIA Organisational Arrangements - Confirmed new positions
Position Reporting Line
Chief Māori Adviser Chief Executive
Chief Science Adviser Chief Executive
Principal Adviser Chief Executive
Executive Assistant Chief Executive
Personal Assistant Executive Assistant
Portfolio Director Chief Executive
Director Corporate Chief Executive
Director Insights Chief Executive
Director Data Systems & Analytics Chief Executive
Engagement Programme SRO (TEMP) Chief Executive
Director Partnerships Chief Executive
Manager Research & Evaluation Director Insights
Principal/Senior Analyst, R&E x2 Manager Research & Evaluation
Analyst Research & Evaluation Manager Research & Evaluation
Research & Evaluation Consultant (TEMP) Manager Research & Evaluation
Consultant Evaluator (TEMP) Manager Research & Evaluation
Principal Analyst, Insights x2 Director Insights
Senior Analyst, Insights x2 Director Insights
Analyst, Insights Director Insights
Consultant Econometrician (TEMP) Director Insights
Senior People & Culture Adviser Director Corporate
Senior Ministerial Services Adviser Director Corporate
Ministerial Services Adviser Director Corporate
Senior Business Adviser Director Corporate
Team Administrator Director Corporate
Programme Manager Wellbeing Measurement 
(TEMP)

Portfolio Director

Senior Project Manager DX (TEMP) Portfolio Director
Project Manager DX & Data Systems (TEMP) Portfolio Director
Project Coordinator x3 (TEMP) Portfolio Director

Position Reporting Line
Technical Project Manager Portfolio Director
Senior Project Manager (DPUP & ISW) (TEMP) Portfolio Director
Project Manager (TEMP) Portfolio Director
Manager Data Systems Director Data Systems & Analytics
Senior Adviser Director Data Systems & Analytics
Manager Analytics Director Data Systems & Analytics 
Business Analyst (Integration) (TEMP) Manager Data Systems
Solutions Architect Manager Data Systems
Product Developer Manager Data Systems
Senior Business Analyst (Integration) Manager Data Systems
Data Science Technical Lead Manager Analytics
Senior/Data Scientist x4 Manager Analytics
Senior/Data Scientist(s) (TEMP) Manager Analytics
Senior Adviser Stakeholder Engagement (TEMP) Senior Project Manager (DPUP & ISW) 
Communications Adviser (TEMP) Senior Project Manager (DPUP & ISW) 
Senior Service Design Analyst (TEMP) Senior Project Manager (DPUP & ISW) 
Principal Analyst (TEMP) Senior Project Manager (DPUP & ISW) 
Senior Policy Analyst (TEMP) Senior Project Manager (DPUP & ISW) 
Māori, Pacific & Key Communities Engagement 
Specialist

Director Partnerships

Manager PBIs (TEMP) Director Partnerships
Manager Design & Implementation Director Partnerships
Senior Adviser PBIs (TEMP) Manager PBIs
Partnerships Lead x2 Manager Design & Implementation
Senior Adviser, Partnerships x2 Manager Design & Implementation
Coordinator Manager Design & Implementation
Principal Communications Adviser Director Partnerships
Communications Adviser x2 Principal Communications Adviser

SIA ORGANISATIONAL ARRANGEMENTS PROJECT – FINAL DECISIONS DOCUMENTRELEASED UNDER THE OFFICIAL INFORMATION ACT 1982
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CE FOREWORD
Kia ora tatou

This document outlines proposed changes to SIA’s organisation structure. Its purpose 

is to explain my thinking and to seek your feedback. 

As you know, SIA is integral to the Government’s improving social wellbeing 

approach. SIA will be renamed to the Social Wellbeing Agency to reflect functional 

changes recently confirmed by Cabinet (refer Appendix A).

Cabinet also confirmed that SIA must operate with reduced funding. We must reduce 

our ongoing operating expense by $1.5M. Therefore, we must find sustainable cost 

savings within key operating expenses, including workforce costs. Changes to our 

organisational design and structure are therefore inevitable.

In order to achieve savings and be functionally effective by 1 July 2020, Project 

Māramatanga was initiated to progress the development and implementation of SIA’s 

future organisational design. This Proposal for Change outlines proposed changes to 

the organisation of SIA, and has been produced as an output of Project Māramatanga. 

Notwithstanding the current situation, we all want the SIA to be the best it can be. In 

addition to financial sustainability, and in response to current challenges, we want to 

be an organisation that:

✓ Consolidates our customer focus.

✓ Improves our planning and prioritisation of how and where we allocate

our time.

✓ Lifts our delivery disciplines and delivers to our mandate.

✓ Drives collaboration and breaks down silos.

3

We want all these things and must achieve them within financial constraints. That’s 

why I’m proposing changes to both how we’re structured and how we work.

Consultation

While a great deal of thought has gone into these proposed changes, it is only a 

proposal, and I genuinely want to hear your feedback and ideas. I am committed to 

making changes that are in the best interests of SIA, and I look forward to feedback 

that will help us make the right changes to achieve that. 

I know that proposing changes to our organisation’s structure is unsettling. It is 

important that we look after each other at this time. You may wish to access Vitae, an 

independent and confidential service, that can offer specialist support and is available 

to all people. Contact them on 0508 664 981 to talk to someone, or to arrange a 

meeting with them at a time that suits you. 

I look forward to hearing your feedback, and value the thought and energy that many 

of you are already contributing to this process. Thank you also for your ongoing 

professionalism and dedication to doing a great job, which I see demonstrated every 

day across SIA.

Ngā mihi

Dorothy Adams

Chief Executive Officer
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WHAT COULD THIS MEAN FOR YOU? 

This proposal will potentially impact a number of roles. You can see the proposed 

impact on your role in Appendix B on page 22. 

Any impact relates to potential changes to your current substantive position. If 

you are seconded into another position, any impact on that seconded position 

will be set out in this document.

Once feedback has closed and been reviewed, and if the final decision is made to 

proceed, then the next stage of the change process will be undertaken. The next 

stage will be to reassess and confirm the impact of this new structure on 

individual people within the scope of this proposal.

5

If you are affected by the confirmed structure you will be advised in writing of the 

impact on you. We intend to use SIA’s change management protocols to place 

affected people into roles in the new structure by reconfirmation and 

reassignment processes.

Any new positions unfilled through the reconfirmation and reassignment 

processes would be advertised internally and some may also be advertised 

externally. 
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CHANGE & DESIGN PRINCIPLES

From the outset I asked Project Māramatanga to uphold the following change 

principles:

✓ Minimise staff disruption and confirm changes before 2020

✓ Make cost savings to SIA baseline of $1.5M

✓ Focus on SWA functions and form in line with Cabinet Paper

✓ Minimise functional silos, and

✓ Uphold our strategic mission, vision and values.

In addition, the extended leadership team identified additional design principles 

in response to current state challenges. These design principles have helped me 

navigate organisational design nuances and trade-offs. The design principles have 

helped me determine the structural changes set out in this proposal for change.

Current state challenges discussed with the extended leadership team include:

• We’ve been uncertain about who are customers are and what they want.

• Our functional structure ‘feels’ incoherent and there are too many silos in our

organisation.

• Our delivery planning is more ‘supply-side’ than ‘demand-side’ focussed and is

disconnected from workforce planning decisions.

• We lack consistent delivery discipline.

6

In response to these challenges, our future organisational design must uphold the 

following design principles:

✓ Consolidate our customer focus.

✓ Improve our planning and prioritisation of how and where we allocate our

time.

✓ Lift our delivery disciplines and delivers to our mandate.

✓ Drive collaboration and break down silos.

✓ Thrive within our means.

I know that implementing a new structure won’t fully achieve these principles (or 

goals) because we will also need to adapt our ways of working, and other 

organisational capabilities…but it’s a significant step towards delivering on our 

intent. It’s also responsive to the need for sustainable cost savings.

Having the right people in the right roles with a clear understanding of individual 

and shared responsibility is a priority. As such, organisational structure is my 

immediate focus, and proposed changes to our structure is the primary focus of 

this document.
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ENHANCED MODEL: PROPOSAL 3 – Consolidate our core business functions

14

Proposal 3C: Establish DCE Adviser

The proposed new DCE will need operational support for the day-to-day running of 

our core business functions. Therefore I propose establishing a new DCE Adviser 

position. 

The DCE Adviser would be responsible for providing high quality advice and 

support to the Deputy Chief Executive across a broad range of areas including: 

• Business planning, reporting and analysis, including programme and project 

coordination support to business group managers,

• Process improvement initiatives,

• Advice and support for the development of capability initiatives, and

• Risk management.

The DCE Adviser must build and maintain relationships with senior staff across the 

agency and will oversee and help ensure the effective day-to-day running of our 

core business, acting as a key link between the business group and other parts of 

SWA.

Proposal 3B: Disestablish Director Insights, Director Data Systems & Analytics, 

and Director Partnerships positions

If the proposal to establish a single DCE position goes ahead, it removes the need 

for three current tier two positions. Therefore I am proposing to disestablish the 

following positions:

• Director Partnerships,

• Director Data Systems & Analytics,

• Director Insights.

If confirmed, the new DCE position would be a contestable position for current tier 

two Directors affected by this change process.

Reporting to the proposed DCE positions would be the following current 

management positions:

• Manager Partnerships

• Manager Design & Implementation,

• Manager Data Systems,

• Manager Analytics, and

• Manager Insights.
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We intend to use SIA’s change management protocols (developed in 2018) to place 

affected people into roles in the new structure.  This document provides an 

excellent overview of the approach we intend to use, however for clarity there are 

three distinct approaches:

1. Reconfirmation – where you may be reconfirmed into a role that is the same

or substantively the same as the one you do now.

2. Reassignment – where you may be reassigned to a role where your skills and

experience may be a good match for the role.

3. Redundancy – our third and final option when despite our best endeavours we

have been unable to place you into a role within SWA or another Government

organisation. Then the terms and conditions of your IEA will apply.

In summary, for affected people in the first instance, we will initially work through 

a reconfirmation process. You may be reconfirmed into a role if:

• The position description is the same, or substantially similar, to the existing

position.

• The remuneration is the same or better.

• The position is in the same location (local area) or vicinity.

• A change in reporting line or a minor change in title.

• Terms and conditions (including career prospects) are no less favourable.

CHANGE MANAGEMENT PROCESS
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If you are not reconfirmed in a role you will be asked to submit an expression of 

interest for any remaining new roles as part of the reassignment process and to 

provide a copy of your CV. The reassignment process matches people’s skills to a 

role that requires similar skills. 

The reassignment process may include interview and an assessment of:

• Previous / current experience in SIA.

• Skills and/or competencies for the position.

• Qualifications and experience.

• Previous confirmed performance ratings (if available).

After the reconfirmation and reassignment processes have been completed we will 

work with individuals who we haven’t been able to place in the new structure to 

understand their preferences and help them find a new role. We want to help 

retain the skills of our people in the public service where possible. We will work 

with other agencies to try to identify potential opportunities. Redundancy is our 

last option.
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Appendix A: Social Wellbeing Agency Functions

The Social Wellbeing Agency functions include (per the Cabinet Paper):

1. Provide strategic advice on social issues that cut across or fall between agency responsibilities, in partnership with social sector agencies.

2. Lead, as requested by social agencies, cross-cutting pieces of work (for example being a neutral broker to run a sector-wide budget process).

3. Provide the secretariat for the SWB to enable the SWB to facilitate cross-sector work to track system progress and activity against key cross-
system priorities.

4. Support for the OSWC where necessary (for example, monitoring progress and activity against the CPC priorities allocated to the SWC).

5. Create cross-system foundational insights, tools, and practices that improve decision making and ultimately social wellbeing.
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WHAT COULD THIS MEAN FOR YOU? 

This proposal will potentially impact a number of roles. You can see the proposed 

impact on your role in Appendix A on page 18. 

Any impact relates to potential changes to your current substantive position. If 

you are seconded into another position, any impact on that seconded position 

will be set out in this document.

Once feedback has closed and been reviewed, and if the final decision is made to 

proceed, then the next stage of the change process will be undertaken. The next 

stage will be to reassess and confirm the impact of this new structure on 

individual people within the scope of this proposal.

5

If you are affected by the confirmed structure you will be advised in writing of the 

impact on you. We intend to use SIA’s change management protocols to place 

affected people into roles in the new structure by reconfirmation and 

reassignment processes.

Any new positions unfilled through the reconfirmation and reassignment 

processes would be advertised internally and some may also be advertised 

externally. 
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PROPOSAL AREA 1 – Office of the Chief Executive (continued)

7

Did you notice I used the spelling ‘Advisor’?

As an aside, I got feedback to suggest we adopt a different spelling for ‘Adviser’. You 

suggested ‘Advisor’ because it’s consistent across public sector agencies. Hence, all 

‘Advisers’ will be ‘Advisors’ going forward.

The Office of the Chief Executive would be led by a Director…

With the communications function proposed as part of the Office of the Chief 

Executive, there’s now a substantive change in accountability for the position leading 

this branch. Therefore, as a consequence of this, I propose disestablishing the position 

of Principal Adviser (previously proposed as a change of title only to ‘Chief Executive 

Adviser’), and establishing a new contestable position called Director - Office of the 

Chief Executive. The new position would include current Principal Advisor duties in 

addition to leading the Office, and coordinating SWA’s strategic narrative.

Further more, it was suggested in feedback that our two Chief Advisor positions (Chief 

Science Advisor and Chief Māori Advisor) should form part of the Office of the Chief 

Executive to emphasis that both Chief Advisors work across the organisation, with a 

dotted reporting line to the CE.

Other feedback 

I have reconsidered the need for a Principal Advisor Social Wellbeing Board. There’s 

no longer expectation on us to provide such a position and your feedback also 

suggested current staffing levels were appropriate. Therefore, I propose 

disestablishing the current vacant position.

Feedback also indicated the Ministerial Advisor position be appointed permanently 

via a contestable process, which it will be. 

The Ministerial Advisor positions will also be renamed as:

• Senior Advisor – Office of the Chief Executive.

• Advisor – Office of the Chief Executive.

External Relationships

There was a question about clarity of ownership and accountability for agency 

relationships. I see the Office of the Chief Executive as leading our relationships with 

central government with support from the Deputy Chief Executive and Managers. The 

proposed Deputy Chief Executive (proposal 3) will lead relationships with other 

stakeholders. Managers have accountability on a day to day basis for managing 

relationships as appropriate. 
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PROPOSAL AREA 2 – Organisational Performance (continued)

9

People and Culture / HR

There was positive feedback about keeping HR resource within SIA. It was 

suggested that the Principal People and Culture Advisor role should be 

contestable. I am now proposing to make this role contestable through the 

expression of interest process. 

Feedback suggested the reporting line for the HR Administrator should be 

retained with the Principal People and Culture Advisor. It was also suggested that 

the HR Administrator title should be consistent with the People and Culture role. I 

agree and I’m proposing to retain the reporting line and rename the position 

People & Culture Administrator. Clarity was sought on what would happen when 

the secondment into this role ends. I expect this role will not be needed in the 

long term as our people work programme will be significantly progressed at that 

time. 
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PROPOSAL AREA 3 – Consolidate our core business functions (continued)

11

Combining DX and DPUP would make functional sense

Your feedback in relation to DX and DPUP highlighted that these teams are 

functionally aligned and there’s an opportunity to combine the two under one 

management position.

Feedback also found the overlay of a project vs management structure difficult to 

decypher.

To make things simplier and in keeping with your feedback (which makes 

functional sense), I proposed combining DX and DPUP teams into one team, and 

establishing a new manager position – Data Programme Manager. I’m not sure 

the name is quite right so I particularly welcome your feedback or suggestions on 

the name. The position would be fixed term for 18 months. In addition to leading 

the DX and DPUP programme teams, it would be accountable for leading the 

thinking on where such system assets would reside in the future. As a 

consequence of this I am proposing to disestablish the current Manager Data 

Systems. 

The Tier 3 Management Team under the DCE is optimal

Some of your feedback challenged whether there was further opportunity to 

consolidate the Tier 3 Management structure under the DCE, and specifically 

whether Design & Implementation and Partnership positions should be combined 

into one team.

I disagree with the feedback and consider the proposed tier 3 structure as 

sustainable and practical. 

The management positions that represent our core business are mutually 

exclusive and collectively exhaustive. Whilst a couple of positions have smaller 

teams, these specialised positions are very hands-on and have significant external 

engagement responsibilities. Combining Partnerships with Design & 

Implementation at this stage would stifle the progress being made in these 

teams. Therefore I am not proposing any change to this part of the structure.
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PROPOSAL AREA 4 – Other proposed changes
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Product Development Manager

You supported the proposal to disestablish the Product Development Manager 

role. It was noted that as we move to more of an advisor/integrator role from a 

producer of products role we need to consider other positions within that have a 

product focus, such as Data Scientists and the Design and Implementation roles. 

After consideration I believe that the skills of those roles will still be required. 

Disestablishing Vacant Positions

There were two concerns about the proposal to disestablish two vacant positions. 

Firstly in the future it may create incentives for positions to be filled quickly. 

Secondly, that our organization is top heavy with senior staff and disestablishing 

these roles will exacerbate that. In considering this feedback and other feedback 

about the level of project coordination support I am proposing to retain the 

vacant Project Coordinator position and the Graduate Analyst position. 

Career Pathways

You raised concerns about the lack of career pathways in our structure and 

commented that our top heavy structure limits internal progression and our 

ability to grow capability. I’ve always believed because of our size and function we 

need senior specialist staff. However I agree we need to think about career 

pathways but not as part of this process. At this stage we don’t know our future 

workforce needs. We are planning to undertake workforce planning in 2020 and it 

will inform our thinking on career pathways. 

Executive Team and Leadership Team

There was support for a smaller executive team but feedback strongly supported 

the Chief Māori Advisor being on the Executive Team. I agree and have revised 

the proposal. 

You raised concerns about the size and the make up of the Leadership Team. I 

agree this needs further thought and I will consider this further outside of this 

process. 

Titles

Feedback was received about our naming conventions and whether we could use 

Te Reo for our titles. I’m open to this and ELT can consider this for roles within 

their groups in the future as appropriate. 
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We intend to use SIA’s change management protocols (developed in 2018) to place 

affected people into roles in the new structure. This document provides an 

excellent overview of the approach we intend to use, however for clarity there are 

three distinct approaches:

1. Reconfirmation – where you may be reconfirmed into a role that is the same

or substantively the same as the one you do now.

2. Reassignment – where you may be reassigned to a role where your skills and

experience may be a good match for the role.

3. Redundancy – our third and final option when despite our best endeavours we

have been unable to place you into a role within SWA or another Government

organisation. Then the terms and conditions of your IEA will apply.

In summary, for affected people in the first instance, we will initially work through 

a reconfirmation process. You may be reconfirmed into a role if:

• The position description is the same, or substantially similar, to the existing

position.

• The remuneration is the same or better.

• The position is in the same location (local area) or vicinity.

• A change in reporting line or a minor change in title.

• Terms and conditions (including career prospects) are no less favourable.

CHANGE MANAGEMENT PROCESS
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If you are not reconfirmed in a role you will be asked to submit an expression of 

interest for any remaining new roles as part of the reassignment process and to 

provide a copy of your CV. The reassignment process matches people’s skills to a 

role that requires similar skills. 

The reassignment process may include interview and an assessment of:

• Previous / current experience in SIA.

• Skills and/or competencies for the position.

• Qualifications and experience.

• Previous confirmed performance ratings (if available).

After the reconfirmation and reassignment processes have been completed we will 

work with individuals who we haven’t been able to place in the new structure to 

understand their preferences and help them find a new role. We want to help 

retain the skills of our people in the public service where possible. We will work 

with other agencies to try to identify potential opportunities. Redundancy is our 

last option.
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believe our structure will help us to deliver the Government’s repositioned expectations of us.
But structure alone can’t do this. ELT and managers have plans to bring their new teams
together and plan how we will deliver as teams and as an organisation. And, we will build on this
at our annual staff hui later this year.
 
On Monday there will be changes for people. We’ve got people in new roles and some of us will
have new teams, new reporting lines or new direct reports. We will have a few folk moving desks
to be closer to their new teams. And, in traditional SIA style, we’ll acknowledge our new
structure with a morning tea.
 
As mentioned at Stand Up  and  are working closely with MSD to make changes in
myHR. There is a lot of work to transition to our new structure and some changes may take a bit
longer to show up. If things don’t look right by the end of next week or if there are any issues
please talk to  or .
 
Change can be exciting for some and for others it take as a bit of getting used to. Talk to your
manager if there’s any support you need.
 
Cheers and have a fabulous weekend
Dorothy
 
Dorothy Adams
Chief Executive

 
Social Investment Agency
117 Lambton Quay – Level 3| Mobile: 
http://www.sia.govt.nz
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