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Accessibility

This decision document is important, and it matters to us that everyone who needs to understand it can
do so easily — so we have written it with accessibility in mind.

PGC.Realignment@kaingaora.govt.nz. Any requests will be handled sensitively.

Should you have any additional needs relating to the accessibility of this document, please contact %L
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Foreword

Kia ora tatou,

This document sets out the decisions made on the first and second Continuous Delivery proposals to
support our goal of a more integrated, responsive and efficient work system for the digital enablement
of Kainga Ora. These decisions have been made, following careful consideration of the feedback

received during both consultation periods.

The new work system and structure is the result of a significant amount of work over the lastear.
Together we have trialled, challenged and carefully considered what we do, to find a system that would
maintain our business process, data and technology assets, and support the work we'are responsible
for. It also incorporates the changes we must make in the current environment, whilst ensuring we can

work more efficiently and collaboratively.

Thank you to everyone who provided feedback on the proposed changes. Your suggestions have

informed the final decisions that you see reflected in this document.

We want to acknowledge the professionalism and patience you have shown during what has been a
challenging time. We encourage you to read thtotigh.this final decision document, take time to reflect
on what it means for you, and access the stippornt available to you (via the Navigating Change page on

Atamai) as we move forward into the impleméntation stage.

Nga mihi

Syl Shamy
Acting General Manager — People, Governance and Capability

Andrew McKenzie
Chief Executive Officer



Executive Summary

This document confirms the decisions that have been made to implement a new work system for the
digital enablement of Kainga Ora, bringing together the roles and functions within the Information and
Intelligence, Technology, and Organisational Improvement areas into a single integrated team. This new
directorate will be called Business Enablement, and the new way of working is referred to as the
Continuous Delivery model.

The changes set out in this document were consulted on over two successive proposals between May,
and July 2024. The consultation process has confirmed that changes to both our structure and.the.way
we operate are necessary, and the move to a Continuous Delivery model is supported.

The key factors driving the need for change, highlighted through our own experiences and through
feedback from our customers across the organisation, have been reinforced throughithe feedback and
consultation processes. These factors can be summarised as follows:

e We are operating in an environment of fiscal constraint

e We often work in silos, which has created inconsistenciesgn©unpractices

e We have no centralised planning mechanism to supportslanning for the work being delivered
across inter-connected teams and functions

e  QOur current work systems limit the ability to demonstrate the value of work delivered.

The changes confirmed in this document are based/hn reorganising our structure and the way we work
around Value Streams, which are the key areas @f business results that Kainga Ora is funded and
mandated to provide. Adopting modern ways,of\working — including spending less time on detailed
planning and business casing, and more effort/on maintaining and improving the digital assets we are
custodians of — will ensure we are maore,responsive and efficient.

Overall, the implementation of thexContinuous Delivery system:

e Gives effect to,a rfeduced operating budget from October 2024 by reducing the scale of most
teams. This mgans we will support the wider organisation to prioritise the business
improvements,that will be delivered through Value Streams.

o  Will resultin'’changes to service levels to our customers across the organisation.

o  Shifts us away from formal projects as the main mechanism for business improvement to the
useof stable, multi-disciplinary teams, who hold accountability for maintaining specific business
process, technology and data assets, as well as working with key business stakeholders to apply
those assets for genuine and sustainable business improvement.

e Moves us from a functional leadership model to one in which people leaders can share
accountability with their teams for their collective results.

e Results in a net reduction of 103 roles. 290 roles will operate the Continuous Delivery system as
part of the Business Enablement team. A further 33 roles have been transferred to other Kainga
Ora teams (effective 5 August 2024), as confirmed following the first consultation process.



This decision document

This document sets out the confirmed team structures, together with a summary of what was proposed
in the first and second consultation processes. Where possible, a summary of the key feedback themes
that informed the final decision has been included. This document does not reflect every individual
submission.

A brief overview of the Business Enablement directorate is included in the opening sections, and details
of the specific teams and Value Streams which sit within the directorate are discussed in more detail
later in the document.

Throughout this document you will see reference to both Business Enablement and Contifuous
Delivery.

e Business Enablement or Business Enablement Directorate
The structure or single directorate which houses people and roles delivering the work.

e Continuous Delivery, Continuous Delivery Model (or sometimesiContinuous Delivery work
system)
The operating system through which work is commissioned and delivered.

Context

Our operating environment

Kainga Ora is Aotearoa New Zealand’s largest social housing provider, managing warm, dry and safe
homes for over 180,000 customers'in over 75,000 homes.

The Technology, Informatiengand Intelligence, and Organisational Improvement directorates are
responsible for delivefinglimprovements and maintaining the underlying technologies, data and
business processes.that enable the organisation to achieve its outcomes. We have had a substantial
workforce supperting Kainga Ora across projects, squads, software teams and more, working to deliver
this support:

Our gperating environment is changing, and we are working in the context of shifting strategic direction
andifiscal constraints. We need to better connect and coordinate our work, as well as help the business
to ‘prioritise what we deliver at the right time and in the right sequence. The changes confirmed
through this change process will create an improved delivery system to better support the organisation
to achieve its strategic objectives, respond to changing priorities and eliminate waste and duplication.



Why do we need to change?

The key factors driving the need for change, highlighted through our own experiences and through
feedback from our customers across the organisation, have been reinforced through the feedback and
consultation processes.

We are operating in an environment of fiscal constraint

e Kainga Ora is no longer in a growth phase and now needs to consolidate and carefully priotitise.

e The Kainga Ora operating environment is constantly changing. Our different work systems.mean
responding to changing priorities in a coordinated way is difficult.

e QOur current work systems have a significant amount of waste and duplication.

We often work in silos, which has created inconsistencies in our practices

e Teams across the three directorates have developed individual work practices, leading to
inconsistent ways of delivering, including hand-offs between teams.

e Commissioning new work requires intensive ramp-up andyramp’down effort that is time-
consuming and resource-intensive and does not maximisethe delivery of value to the business.

We have no centralised planning mechanism to support planning for the work being delivered across
inter-connected teams and functions

e The lack of centralised planning for cdrrént;ongoing and future work means we miss
opportunities to combine work with'similar outcomes and achieve efficiencies.

o Inefficient use of resources puts pressure on people, for example individuals being assigned to
multiple pieces of work at once:

Our current work systems limit thevability to demonstrate the value of work delivered

e The current workisystem is not aligned closely enough to business value, making it difficult to
see where and when value is delivered for our customers.

o Inefficiencies identified in our current work systems result in customer dissatisfaction.

To addressithese issues, we will implement a new work system for the digital enablement of Kainga Ora,
bringingdogether the current roles and functions within the Information and Intelligence, Technology,
and Organisational Improvement areas into a single integrated team. This new team will be called
Business Enablement, and the new way of working is referred to as the Continuous Delivery model.



Benefits of moving to a Continuous Delivery model C}'

There are a range of benefits in moving to a Continuous Delivery model, both for the teams that operate within the system and for our customers across the
organisation.
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Introduction to the Business Enablement directorate

The Business Enablement directorate is part of the People, Governance and Capability group and is
responsible for the digital enablement of Kainga Ora. The team will operate using the Continuous
Delivery model, which will fundamentally change the way value is delivered to our customers across the
organisation.

The Business Enablement directorate will develop and deliver the digital strategy and supporting
roadmaps for the organisation — encompassing our technology, data, and related processes. Thesé
roadmaps ensure all work is strategically aligned, grouped into manageable initiatives and pfioritised
across the business.

The successful operation of the Continuous Delivery model in line with the Digital Strategy, rests on the
performance of the Value Management Office and Value Streams. The Value Management Office will
facilitate the delivery of value to the business, through planning, reporting, feédback and supporting the
growth of skills and capabilities, as well as ensuring the overall success ang=maturity of the system.

Value streams are the mechanism for work to flow smoothly throtugh the system, organised around
business value. The Value Streams within the Business Enablementdirectorate are as follows:

Manager

Value Manager Manager Flanagen
g g Manager Value Stream Enterprise
Management Value Stream Value Stream i
Office Services

Value Asset and BibliEsad, Ypusing Home Urban Enterprise
i Supported Housing Growth and = :
Management Maintenance . 4 Ownership Development Services
k and Communities Renewal Value
Office Value Stream Value Stream Value Stream Value Stream

Value Stream Stream

A total of 290 roles will operate,the Continuous Delivery system as part of the Business Enablement
team. A further 33 roles have:beerrtransferred to other Kainga Ora teams (effective 5 August 2024), as
confirmed following the first consultation process.
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The process to reach final decisions

Below is an overview of the process we have undertaken to arrive at the final decisions for the Continu
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The final decisions were
approved by the GM PGC
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announcing final decisions
to all staff.
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Feedback themes and responses

Analysis of all the feedback received produced 16 common themes, which are summarised below.

Further feedback relating to the operating model, specific teams and next steps is outlined within the

relevant sections in the body of this document.
In general, there was:

e Broad support for the need for change.

e Broad support for the proposed Value Streams as an organising principle.

e Arequest to better understand the flow of work across teams and within the CD modehby

providing a worked example.

e General acknowledgement about the need for enhanced business prioritisation‘for the model to

be successful, particularly considering required headcount reductions.

e Interest about potential impacts to in-flight projects over the transition/implementation stage.

e Interest in the implementation support (training and materials) thatawould be available to assist

our people with new ways of working.

e Encouragement to schedule a future review to enable our people and stakeholders to provide

feedback on how implementation has gone and any further refinement that may be beneficial.

Feedback theme one: Directorate level
Structure of senior leadership of the whole system.,

Feedback
There is a large breadth of capability expected of
the Director - Business Enablement, thi§ would be
better managed under a two-person*Directorate.

Response
The Director - Business Enablement role has been
confirmed, with an additional new role created
titled, Manager - Enterprise Services. The
creation of this new role will alleviate the breadth
of capability required by the single Director.

There are a mix of leyels reporting into the
Director - Business'Enablement. Having an
Enterprise Value'\Stream Manager would provide
the technblogy leadership required, reduce the
number of direct reports to the Director and
enablegmpore efficient and strategic Value Stream
management across Enterprise Services.

A new role of Manager - Enterprise Services has
been created. The creation of this new role now
emulates the same structure as all other Value
Streams and provides technology leadership.

Arange of alternative titles were provided for
both the Directorate and the Director role.

Further consideration was given to the titles of
both the Director role and the Directorate. On
balance, there wasn’t a title that offered greater
clarity for the role, so the original titles are
confirmed.

12




Feedback Response

A few alternatives to the proposed Directorate
structure were received. This included
suggestions to have the Director - Business
Enablement reporting directly to the Chief
Executive and all its direct reports reporting to
the GM PGC.

It was decided the proposed reporting line for
the Director - Business Enablement made the
most sense for the structure. Changing the wider
structure of PGC i.e. at CELG level is out of scope
of this change process.

There would be a gap in Technology leadership
should a single Director structure be confirmed.
Feedback queried whether the single Director
structure would be spread too thin, making it
difficult to fulfil all requirements (technology and
delivery leadership) of the work system.

It was decided that a new role of Manager —
Enterprise Services, reporting to the Director —
Business Enablement was needed to provide, the
technology-focussed leadership that is required,

Clarity was sought on the reason that change
management capability was proposed to be at
the senior leadership level and what these roles
were responsible for.

The intent of these roles was to provide change
management support for initjatives and solutions
delivered by the Enterprise Services Value Stream
so the reporting line has'changed to the Manager
— Enterprise Services.

Feedback theme two: Team leadership

Location and gaps of key accountabilities.

Feedback Response

Combining delivery and pastoral care
accountabilities may create conflicting priorities
that reduce pastoral care.

Combining the responsibilities of pastoral care
and the delivery of work into one role was
intentional and aligns to industry standard.
Delivery of results at a team level and a person’s
overall wellbeing are inextricably linked. Having
the same person responsible for both enables the
Delivery Lead to deliver effective pastoral care in
the context of their work environment. Both
pastoral care and delivery of results are of equal
importance, and it is expected the Delivery Lead
will manage these responsibilities appropriately.

Product’Owners should be accountable for
delivéry results.

The Product Owners will work in partnership with
the Delivery Leads. The two roles however have
very different focuses. The Product Owner works
with Delivery Teams to bring the business voice
and ensures the right outcomes are delivered.
The Delivery Lead works with Delivery Teams to
ensure results are delivered in the right way and
the team has everything they need to achieve
good outcomes.




Feedback Response

There was support for the new Delivery Lead
roles.

This has been noted.

Lack of any technical expertise within the
Delivery Lead roles may diminish this role’s ability
to support their team.

This has been noted. Having knowledge and
experience in one of each of process, analysis,
software development or data engineering has
been added to the Delivery Lead job description.
Having a network of technical expertise
throughout the work system will provide a
network of support for all different role types.

Feedback theme three: Governance

Capability, accountability, and location of decision making.

Feedback Response

Further clarity needed on where prioritisation
decisions are made, who is involved, and how
they will be made.

More detail will be Gommunicated on the process
to prioritise workj including who is involved and
how decisions are' made. This information and
more Will'be eommunicated the lead up to the
nevwmodel being stood up.

Caution of diluting SRO accountability for end-to-
end outcomes in an agile model. There is
potential for insufficient accountability and
oversight. Make sure accountabilities are.clear
for governance entities (e.g. CELG and Nga Pae
Tataki).

THe/heWw process that will govern work priorities
ilthe new model will see roadmaps designed for
Value Streams that look a year ahead but are
reassessed each quarter. This regular checkpoint
enables adaptation for changing strategic context
but also routine check-ins on the outcomes
sought through each roadmap. There will be
performance metrics in place to measure the
value delivered through these roadmaps is
occurring as intended. A prioritisation process
will be worked out in conjunction with the
decision groups to clarify where accountabilities
lie.

Value Streams need to be empowered to make
autonomous’'decisions.

More detail will be communicated on the new
work prioritisation process, including where
different decisions will be made. You can expect
to see this in the onboarding material as we
progress towards standing up the new model.

Be careful not to conflate governance with
management. Have clearer definitions of
strategic and operational governance levels.

This has been noted. We have made a concerted
effort to clarify decision making within the
system, by whom and at what level. You can
expect to see more on this in the onboarding
material as we progress towards standing up the
new model.

14




Feedback

Response

Clarify accountabilities for governance in position
descriptions.

We have cross-checked position descriptions to
ensure accountability for decision-making,
system governance, and data governance are
clear.

Feedback theme four: Reporting line configuration

Team reporting line configuration.

Feedback Response

Re-examine the spans of control in some areas
where proposed changes would result in many
direct reports.

One of the key principles when designitig.the
Continuous Delivery model is that we must be
smaller. This has given us the oppdrtunity to have
larger spans of control in some{areas than we are
currently used to.

Separate out Automation from Release, with
Release reporting to the Manager — Value
Management Office and Automation aligning
with the Platform teams in Enterprise Services.

We agreed that the proposed configuration for
these roles was not gptimal. Manager Release
and Environments and the team are now
reporting ta'the Manager -Value Management
Office and/Autemation roles now report to the
appropriate, Platform Lead.

Alternative suggestions were received for the
Chief Architect title and related team.

We agreed that the Chief Architect role was not
reflective of the intent of the position. A new role
has been created to meet the intent - Manager
Digital Standards and Planning.

Individual requests were received for mgvement
of teams and/or roles within the proposed
structure.

Where feedback made a specific request to move
teams and roles, these were all looked at on an
individual basis and as part of the wider
Continuous Delivery Model. The rest of this
document outlines where changes have been
made.

Feedbackthéme five: Configuration of roles / teams

Composition and configuration of teams.

Feedback Response

The size of teams within the Housing Growth and
Renewal, Urban Development and Home
Ownership Value Streams may be too large due
to future uncertainty around mandate and
workload, as well as acknowledging that
technology to support the Housing Delivery
System is still being trialled.

Agreed. We took another look at the
configuration of the Housing Growth and
Renewal, Urban Development and Home
Ownership Value Streams and with the context of
recent organisational settings have made
configuration adjustments.
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Feedback Response

Add more ‘doing’ roles into the system to allow
for more flexibility.

A key principle of the Continuous Delivery model
is that we must be smaller. A key benefit of
establishing a cross-functional structure is that
flexibility is built into the model, where work is
not restricted to one role type, giving teams the
autonomy to flex and support each other where
needed. We also looked at the balance of
leadership versus delivery roles and made
configuration adjustments where necessary.

Feedback theme six: Change Management

Location and numbers of Change Managers.

Feedback Response

More change management resources are
required across the model. If there are to be
fewer roles in the new world, then there should
be a greater ratio of senior roles to reflect a great
capacity for productivity. The Housing Growth &
Renewal Value Stream requires more change
management resources.

A key principle for previding change management
support forur business stakeholders is to move
away fromschange management support being
embeddedwwithin every delivery team but
provide support at an overall Value Stream level.
This will help us support our business customers
in'a more coordinated fashion.

The change management function should be
centralised within the VMO.

The core intent for operating in a Continuous
Delivery model is a move away from functional
arrangement. We have focused on placing
change management resource mainly at the
Value Stream level.

The two Change Manager and‘Senior Change
Manager roles should not report directly to the
Director - Business Enablefment.

We agree. The intent is these roles support
delivery from the Enterprise Services Value
Stream, therefore the reporting line has been
changed to report to the Manager — Enterprise
Services.

Feedhack.theme seven: Business Intelligence

Placerient of a range of Business Intelligence roles.

Feedback Response

The ratio of Business Intelligence roles does not
appear to be correct and the allocation of roles
across Value Streams is insufficient.

Distribution of all role types has been considered
across the entire work system based on the
business functions we need to support. Various
team configuration adjustments have occurred
based on feedback with the overall impact of
each role described in the Impact Tables in the
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Feedback Response

Confirmed Roles and Impacts section of this
document.

Capability and resourcing gaps expected in
relation to GIS Platform.

We have noted this feedback. The GIS /
Snowflake team has a range of Business
Intelligence Specialist and Developers with one
additional role added.

Retain central, functional pool of Business
Intelligence Developers to eliminate dependency
risk of having a single Bl Developer in a team.

The Continuous Delivery model is moving away
from a functional structure. Where Business
Intelligence roles are required, they have been
placed into a cross-functional team. In some
teams where the product the team is responsible
for is a data ‘product’ e.g. Asset Data team, the
teams have had additional Business'intelligence
resource added to deliver compléte‘business
outcomes.

Professional development constraints with
moving away from specialisation towards
generalist BI.

The Communities of Practice are designed to
support the growth and'development of our
people who are infsimilar role types. More detail
on how thisawill Work will come through the
training and onboarding material.

Feedback theme eight: Software Developeps

Placement of software developers in relation to their skiliset and needs of teams.

Feedback Response

Having generalised Developers placed
throughout the model has the potential to create
a single point of failure as Software\Developers
have skills specific to their current'systems.

Agreed. Seven new position descriptions have
been created to reflect the specificity of
Developer roles. This is to mitigate the concern
around single points of failure and misalighment
of skills to roles.

The number of software-specific Developers
today does not aligh,with the reconfirmed roles
outlined in the fixst\consultation. It should be
clearer which rolés relate to which applications to
ensure roles are filled by people with the
requisite skills.

The new Developer role types have been mapped
to the relevant applications. This means the
position descriptions are reflective of the skills
required to work on a particular application. The
specific Developer role type has been clarified for
each team.

Consider the ratio of various roles in the model to
ehsure we have enough resource for ‘doing’
work, with an apparent reduction in Developer
roles.

The configuration of teams was reviewed as a
result of feedback received. Team configuration
adjustments have occurred to reflect more
beneficial or optimal solutions suggested. Overall,
the number of Developer roles has increased
from 19 to 23.

Reducing the number of Kotahi developers will
have a significant impact on the ability to deliver,
particularly as demand is expected to increase in

There has been a slight reduction in Senior
Developer roles for Kotahi from seven roles to six
roles. A robust prioritisation and planning process

17




Feedback Response

tenancy management functions due to the
Government’s new Letter of Expectation. Suggest
adding in more Kotahi developers.

has been built into the Continuous Delivery
model at both the system and team level,
meaning we will only be working on the highest
value work items we have the capacity to deliver.

Increase the number of senior developer roles as
a mitigation for spreading the developer resource
thinly by specifying the application skillset
required.

When reviewing the configuration of teams, the
ratio of Senior Developers to Developers was
determined to be appropriate for the expected
workload and requirements of the work system.

Feedback theme nine: Software testing

Number and location of testers throughout the proposed structure.

Feedback Response

Reduction in the number of testers will reduce

service quality, ability to deliver, single point of
failure in a Value Stream, and other roles being
asked to fill the gap.

A constraint of the Continuous Delivery model is
that we must be-smaller, and it is acknowledged
that we willorkto capacity using a strong
prioritisation\process to make choices.

Retain the testing practice or add additional
testers into various teams.

ThenContinuous Delivery model is moving away
frofmafunctional structure to one where teams
aree€quipped to deliver complete business
outcomes. Various team configuration
adjustments have occurred based on feedback
with the overall impact of each role described in
the Impact Tables in the Confirmed Roles and
Impacts section of this document.

The Oracle eBS team requiresia tester.

Noted. This was a gap. A Senior Test Analyst and
Test Analyst have been added to the Oracle eBS
team.

Feedback theéme ten: Communities of Practice (CoP)

Depth,addbreadth of the Communities of Practice.

Feedback Response

The proposed four Communities of Practice are
too broad to adequately cover the range of
skillsets and facilitate collaboration, development
of capability, and support for team members.

The Communities of Practice have been designed
to cover multiple skillsets within one practice
area. The Continuous Delivery model is moving
away from a functional structure to a cross-
functional model. This rationale carries over to
the Communities of Practice. The Communities of
Practice will be a place for learning and
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Feedback Response

development for skills that can be utilised for
many different role types. Team configuration
adjustments have also been made based on
feedback.

Practice Leads should be required to have
elements of technical expertise in their position
descriptions.

Agreed. The role of the Practice Lead is to design
the programme to uplift capability across the
system in their respective areas and work in
partnership with roles who have education and
learning expertise.

A range of requests for additional Communities
of Practice, in addition to the four proposed.

The Communities of Practice are designed to-be
broad in scope but have sufficient expertise'to
support the growth and development ofifmany
different roles from a practice ared. This means
Communities of Practice are ngt designed based
on functional role type. Noiddditional
Communities of Practicefhave been added
however some team.configuration adjustments
have been made Based on feedback.

Suggestions for alternative names for
Communities of Practice.

We heard this feedback and have changed some
of the names to better reflect the areas covered
by the cemmunities. The confirmed Communities
of Practice are:

o)» Process Engineering (Analysis had
previously been proposed)

e Data Engineering (no change)

e System Development (Software
Engineering had previously been
proposed)

e Ways of Working (no change).

Increase the number of Practice,Leads to bolster
capacity to complete the breadth of
accountabilities of Practicé Leads, including the
capability development of staff.

We agree. We have increased the number of
Practice Lead roles by 1 and retained some
Change Trainer roles to ensure that our people
are supported to grow and progress in their roles.

Feedbackthemme eleven: Work scheduling

How,workds resourced, organised and prioritised.

Feedback
There needs to be flexibility in how we manage
resources to respond to priority demands.
Consider having a separate organisational
structure and ways of working so that you can
flex resources without changing the
organisational structure.

Response
The structure needed to support the model has
been decoupled from the model to ensure that
the intended flexibility of roles is possible. An
example of this is illustrated with the 3 Value
Streams — Housing, Growth and Renewal, Home
Ownership and Urban Development — while still
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Feedback Response

being 3 distinct Value Streams in the model,
delivery is led by one Manager — Value Stream.

More clarity is needed on how work will be
prioritised, how we will say no to work that is
not on the priority list, how reprioritisation will
occur to meet reduced capacity, and reduction
of backlog work.

More detail will be coming out on the new work
prioritisation process, which will include the plan
for how existing work will transition into the new
model. You can expect to see this in the
onboarding material as we progress towards
standing up the new model.

Recommend the creation of performance and
value measures.

This will be important in the new ndodel for us to
understand and track team performance and the
level of value generated thréugh our work. More
will come on this as we pfogress towards standing
up the model.

Feedback theme twelve: Position description / sizibg

Accuracy of position descriptions and sizing of roles

explicitly to specific Value Streams or teams'to
ensure adaptability, should teams need fo be
moved or Value Streams adjusted to reflect
changing organisational mandate or{priorities.

Feedback Response
Caution not to link position descriptions The structure needed to support the model has

been decoupled from the model to ensure that
the intended flexibility of roles is possible. An
example of this is illustrated with the three Value
Streams — Housing, Growth and Renewal, Home
Ownership and Urban Development — while still
being three distinct Value Streams in the model,
delivery is led by one Manager — Value Stream.

We received many suggestions for tweaks to
wording in position.desgriptions.

This has been noted — position descriptions have
been reviewed.

Requests to retest'the sizes of a range of roles.

New roles were evaluated prior to the
commencement of consultation in line with our
job evaluation process by our external partner
Korn Ferry. Following feedback on the sizes of a
range of roles, several were reevaluated to
further test the sizing. This resulted in some roles
having the size adjusted. This is reflected in the
confirmed new roles table.
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Feedback theme thirteen: Consultation process / transition

How consultation has been carried out.

Feedback
There is a high degree of change fatigue across
PGC and this transition and reduction in roles will
further add to this, causing stress and anxiety.

Response
We know that this is a difficult time for those
impacted by the change on many levels. If you
need support to help you as we work through the
change process, please refer to the Navigating
Change section on Atamai.

Further clarity is sought on the plan to implement
the new model.

More detail on the implementation of the model
will be coming as we progress towakds standing
up the new model.

Requests for more information on how existing
projects will be transitioned into the new model,
particularly where work crosses over multiple
teams.

Transition planning for existing projects will run
in parallel with the selection process and
decisions will be made*when new teams are
formed.

Our people need a supportive transition into this
new way of working.

We agree. We know that working in a Continuous
Delivery modeltis-a new way of working for many.
All people will have training and resources
available'to them once the new structure is in
place.

As part of the transition, there needs to be a
focus on understanding the purpose and ‘biggér
picture’ of the Continuous Delivery model.

There is a key focus on providing this information
in the first stage of the onboarding and training
plan.

Seeking more clarity on ringfencing roles, the
redeployment plan and the selection procéss.

The confirmed selection processes are included
within this document to provide clarity here.
Please see the Confirmed Selection Process

Information section

Consideration needs to be given for the business
culture being created through the transition
process.

We agree. We know how important the culture
of our workplace is, and this is at the top of our
minds moving into transition planning.

Concerns about seVeral’‘changes happening at
once across the organisation.

This is a time of significant change in the
organisation. We know change can be unsettling
and challenging for people. If you need support
through this time, please reach out to your
support networks and see our Navigating through
change page on Atamai.
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Feedback theme fourteen: CEP consultation

This feedback relates to changes proposed within the Continuous Delivery consultation and

acknowledges the links to the National Services — CEP confirmed changes.

Feedback Response

Providing a common example of how the model
will work in practice would help to make the
distinction between the roles of Continuous
Delivery and CEP clearer.

We agree and an example is currently being
worked out in conjunction with CEP. This will be
made available as we progress through
transition.

The Value Streams could work more closely with
their business customer to leverage the training
and implementation support held within the
business. For example, a great relationship
between the Public and Supported Housing and
Communities Value Stream and CEP can facilitate
a shift in ownership over change training to the
business, where delivery happens.

The approach to supporting change management
across Continuous Delivery will vary bysvalue
stream. In the case of the Public and Supported
Housing value stream, the Customér‘Experience
and Practice team are now accéuntable for
supporting implementation®fbusiness change to
National Services and Pldce-based teams. In the
cases of Enterprise Serviees, Asset &
Maintenance, Urban‘\Development, Home
Ownership and Housing Growth and Renewal,
Business Enablement is accountable for change
management.

Retain the Change Management and Change
Trainers as a squad which can be used by all
Value Streams to move around the whole of the
Continuous Delivery model.

The proposal to keep Change Managers and
Trainers together as a squad was considered
however the flexibility it presented came at the
expense of other benefits like having more
consistent team and business relationships as
well as the deeper understanding of the business
context that allows us to develop in each of the
value streams.

Cautioned a risk of dilution and downgrading of
specialist change mahagement and training
expertise.

A balanced approach has been taken as part of
the design to ensure sufficient expertise is
available. The relative risks of reductions in roles
across the structure, as well as where
responsibilities have been combined into new
roles has been considered as part of decision
making.

22




Feedback theme fifteen: Non-structural

Feedback to be considered in transition planning.

Please note, feedback was also received on the information contained in the consultation documents in
relation to the Selection Processes. A summary of this feedback and responses is provided in the

Confirmed Selection Process Information section.

Feedback Response

Desire for more information about performance
and capability measurement, career progression,
career development, and training in the new
model.

We know the importance of having this
information and it will be available as part of'the
onboarding material.

The success of this model will in part be
determined by how well we teach the business to
engage with us in a continuous way of working.

There are many elements to the iniplementation
of this model which are crucial fo'its'success, how
the business engages with the'model being one
of them and this will be part,of the onboarding
and training programme?

We should enable a culture of working across
Value Streams so that people within the same
roles are able to support each other.

Agreed. Through the'practices those with the
same role typecan support one another. The
Continuous,Delivery model is moving away from
a functienal structure and into a cross-functional
model, meaning support can come from multiple
areasmnot just from those in the same role.

Queries on how success in Continuous Delivery,
will be measured and how we will measure valae
generated from prioritised work.

Through the onboarding plan we will define
feasures for team performance and value
delivered. These measures will have a strong
focus on sustainable, happy and high performing
teams. More detail on these measures will come
through the onboarding material.

Feedback theme sixteen: Other cost saving options

Suggestions on how to,reduce costs before impacting people.

Feedback Response

Consider @lternative cost reduction activities,
such as consolidating offices and making changes
to thewe€hicle fleet, before reducing roles.

Other cost saving options are also being
implemented e.g. travel reduction, licensing
efficiencies. Reductions in FTE are however a
necessary part of a broader approach.

€oncerns that implementing Continuous Delivery
in conjunction with reduced staffing levels will be
disruptive and result in further complexity.

Implementing a lot of change at once can be
challenging. The move towards a Continuous
Delivery model within PGC has been in train for
some time and it made sense to make a more
deliberate transition now, given the mandate to
deliver more effectively while being smaller.
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Confirmed Continuous Delivery operating model '\q%

There was broad support from people on the overall Continuous Delivery Model and Value Streams as an organising principle.’Reedback also supported the six
Value Streams proposed. The Continuous Delivery model will be organised from an operating point of view as shown in the diagram below.
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Our current structure ?\

The current structure of the functions that look after our technology, data and business improvement activity sees@ganised in to three discrete
directorates in the PGC business group, as shown below: .



SV
N

Confirmed new structure (}'

The diagram below shows the confirmed structure of the Business Enablement directorate, which brings together the qus which are accountable for the
digital enablement of Kainga Ora, including our technology, data and process assets. Work delivered in the Business/Enablement directorate adopts a
Continuous Delivery model for delivering work. O
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Confirmed Structure Team Level

In the following section, the details of the final team-level structure are confirmed.
For each team, there are four sections:

1. Original Proposed Structure — A reminder of what was proposed in the consultation document,
with an organisational chart of each team structure.

2. Summary of Feedback and Responses — A high-level view of some of the common themes that
came through in the feedback process.

3. Confirmed Structure — An organisational chart of the final confirmed team structdre:

4. Confirmed Decisions and Rationale — A record of the key changes that infekmed the final
structure, and the reason those decisions were made.

The overall impacts to roles are captured in the impact tables in the Conffrmed roles and Impacts
section.
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Business Enablement Leadership C}

Original proposed structure ?“

A reminder of what was proposed in the consultation document is detailed below: .

%)
Summary of feedback an{\ésponses - Business Enablement leadership

A summary of the feedback and respo esQ\e proposed Business Enablement Leadership structure is set out above within the Feedback themes and
responses section. 6
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Confirmed structure - Business Enablement leadership

The final and confirmed structure of the Business Enablement senior leadership is detailed below: ?\

N

The diagram on page 9 which illustrates th ue streams within the Business Enablement directorate shows which Value Streams will be led by each of the
Manager — Value Stream roles. B

&
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Confirmed decisions and rationale - Business Enablement leadership

Confirmed Changes Rationale

Led by the Director — Business Enablement, the Business Enablement leadership team are the senior Ieade@nsible for the development, delivery and

operationalisation of the digital strategy.
A,

Business Enablement Leadership

The leadership team are responsible for the development of the digital
strategy, managing our core information technology platforms and
services, providing a range of technology-specific services that are most
effectively delivered centrally. They lead the delivery of strategically
aligned business outcomes through five Value Streams managed through

three teams: Intfoducing a new role of Manager — Enterprise Services, reporting to the

Director — Business Enablement, leading the Enterprise Services Value Stream

e Public and Supporting Housing and Communities provides the technology-focussed leadership that is required.
Asset and Maintenance
Housing Growth and Renewal, Home Ownership and Urban Including the new role of Manager — Enterprise Services emulates the leadership
Development structure across the Value Stream model.

Through the Value Management Office, they lead the ongding
management of the whole work system and its continuous
improvement. They ensure work is identified, brokendown, prioritised
and allocated to enable the Delivery Teams within'the-Value Streams to
focus on delivering the most value to the business.using integrated
roadmaps.

The senior leadership team consists gf:

e Manager — Value Manggemient Office




Confirmed Changes

e Managers - Value Stream (x3)
e Manager — Enterprise Services

The Director - Business Enablement is supported by one Senior Executive
Assistant.

The Enterprise Services Value Stream is led by a new role called Manager
— Enterprise Services. This role is responsible for the operationalisation
of the digital strategy.

Due to the specific technology @%Ip needed and to remain in alignment
treams a new role is required to provide

with the design of the other
oversight of the operatio of the Enterprise Services Value Stream.

The Change Manager and Senior Change Manager originally proposed to
report to the Director — Business Enablement is confirmed to report to
the Manager — Enterprise Services

le for performing change management activities for
elivered from the Enterprise Services Value Stream.

These roles are
initiatives that \R
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Value Management Office (VMO)

Original proposed structure

A reminder of what was proposed in the consultation document is detailed below:

Proposed Teams and Roles
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Summary of feedback and responses - Value Management Office (VMO)

Feedback Response

The size of the proposed VMO is too large relative to the scale of the
Continuous Delivery work system.

Configuration of the teams in the VMO do not have enough resources
who do the mahi and deliver on business outcomes.

VMO could be a single point of work entry and priority setting rather
than have multiple entry points which is part of the challenge we face
today. There were concerns that if the VMO does not work well, it
may become a bottleneck for the rest of the system since all incoming
work is being funnelled through here and it is also responsible for
initial prioritisation of work.

The size of the VMO is proportionate to its responsibilities across the whole work
system.

This function is responsible for ensuring work is prioritised and facilitated
through the system. It has the responsibility of capability uplift, release of
solutions to busin@ss eustomers (data and technology), the development
integrated digital asset roadmaps and providing the standards and frameworks
for our digital assets.

Release and Automation do not closely align and should not be within
the same team. Feedback indicated that Automation is better aligned
with Platforms.

This has been noted. Additional changes have been made.

Technology Change and Problem Management usually isn’t a
capability within a Release team

This has been noted. Technology Change and Problem Manager role is moved to
report to Manager — End User Services.

Communities of Practice may not be able to have the necessary
breadth and depth required with four Practice Leads to'support the
entire CD model.

Removal of specific training skillsets is a gap.
Feedback provided various suggestionstaround how these

communities should and could wofkrard suggestions for what other
communities of practice should be formed.

An additional Way of Working Practice Lead has been added to provide
additional support for the new model. This team is also bolstered with a Senior
Change Trainer and two Change Trainers. The Practice Leads will work in
partnership with the change training roles to plan, develop and implement all
capability strategies — whether this is through delivering specific subject matter
education or conducting ‘train the trainer’ activities throughout the work system.




Feedback Response

The Chief Architect team as a technical team is better aligned with
Enterprise Services.

It wasn’t clear from the proposed structures who is tasked with the
Look Ahead function.

Information and Data Governance specialisation within the whole
work system is too lean and doesn’t align with Architecture

Noted. Additional changes have been made.

Changes have been made to further clarify the'ériginal intent of that team. The
Chief Architect role doesn’t accurately describe the responsibilities needed for
this role. A new role called Manager —Digital Planning and Standards has been
developed to lead this function.

An additional Principal Information and Data Governance role has been added to
this team.

This team provides'and'maintains the standards, guidance and frameworks for
the whole modeliand performs the 'Look Ahead' function for the digital
architecture, of the organisation bringing together integrated roadmaps for
process, [ata, technology and people. This team also focuses on gaining deep
insights into customer needs as part of Value Stream activities.

The Delivery Team within the VMO is not configured correctly t6 be
able to deliver solutions for business customers (in particular, there is
no data or technology roles within the team).

Noted=The intent of the Delivery Team within the VMO was not to provide
overflow capacity for delivery of work. The intent of this team is to understand
the details of business outcomes needed of new work coming into the work
system. It is acknowledged that the configuration of this team does not meet the
original intent. The Delivery Team within the VMO has been removed and the
original intent of the team will be fulfilled through additional analysis resource in
the Portfolio Team.

The Delivery Team is removed from the VMO, and the Portfolio Team has
additional Business Analyst roles to focus on understanding the outcomes
required for new pieces of work before they are allocated.

It was suggested that the Graduate — Trainee\Technology role was
better aligned with a reporting line in.the End User Services team
rather than the Team Leader — Practice Management in the VMO.

Agreed. A change has been made to the reporting line to the End User Services
team. Please note, the Graduate specific rotation may be outside of the End User
Services team as per the Graduate programme.




Confirmed Structure - Value Management Office (VMO)

The final and confirmed structure of the Value Management Office is detailed below: é
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Confirmed decisions and rationale - Value Management Office (VMO)

Confirmed Changes Rationale

Value Management Office (VMO)
The Value Management Office facilitates a centralised view of all planned and current work within the Con wDélivery System for the Value Streams, as

well as maintaining the maturity of the system. The Value Management Office is led by the Manager — Va nagement Office. A Delivery Coordinator
provides administrative support and coordination across the VMO as part of the smooth running of th uous Delivery System.
The VMO has four teams:

e Portfolio

Digital Planning and Standards &OK
WO

[ ]
e Release and Environments
e Practice Management

Portfolio
This team ensures work flows smoothly through the system, from the setting of géals;.objectives and resources, through to the coordination of
delivery/capacity and measurement of results. The team has been confirmgd osed with the configuration adjustments detailed below.
[ KN
T '::S:);r:V|de focus to understand the nature of work as it comes into the work

To clarify the focus of the role and differentiate this role from the System

System Administrator role renamed to System Administrator — Portfolio. . . . ) .
Administrator — ServiceNow in Enterprise Services.

Digital Standards and Planning

This team provides and maintains the standards, gui nce and frameworks for the system and performs the 'Look Ahead' function for the digital architecture
of the organisation, bringing together integrate aps for process, data, technology and people.

This team also focuses on gaining deep insi into customer needs as part of Value Stream activities. Changes have been made to further clarify the original
intent of the team and has been confirméd the following configuration adjustments.




Confirmed Changes Rationale

The Chief Architect role doesn’t accurately describéithe responsibilities needed
for this role. A new role titled Manager — Digital'\Rlanning and Standards will lead
the team and be responsible for the development of digital roadmaps,
developing deep knowledge and understanding of our customers and operate as
the custodian of all data, process anditechnology standards and frameworks for
the work system.

The team is led by the Manager — Digital Planning and Standards.

This is to provide additional'capacity and expertise to manage the organisation’s
An additional Principal Information & Data Governance Specialist role P i .na cepactty P ) g g

data governance obligations, meet the demand for information sharing and
has been added. . . . -
ensure data management practises align with relevant standards and policies.

Release and Environmeénts

This team manages technology and data release activity across the whole system, ensuring a coordinated and consistent release management approach
while looking for opportunities to automate release activities as much as possible{ The team is confirmed with the following configuration adjustments.

Automation and Release have been separated. Automation is moved to align
with Platform teams within Enterprise Services while Release and Environments
remain within the VMO.

The team is led by the Manager — Release and Environments.
The Manager - Release and Environments is responsible for managing the
smooth release of all software and data solutions.

The Technology Change and Problem Manager has reporting line moved
from Team Lead - Release and Automation to Managér/- End User
Services.

Technology Change and Problem Manager is closer aligned with End User
Services.




Confirmed Changes Rationale

The Test Automation Engineer and Senior Test Automation Engineer
roles are confirmed to have reporting lines to Manager — Platform
(Salesforce and ServiceNow)

Test Automation roles are closer aligned with thie Platforms teams where they
can work closely with Developers, Product Owners and other team members.

From a future and strategic point of view)test automation roles have been
moved to the ServiceNow and Salegforce Platform teams.

Practice Management

adjustments. The confirmed Practices are:

System Development

Process Engineering

Data Engineering

Ways of Working (led by two Practice Leads)

This team is responsible for supporting capability growth of people through four Communities of Practiee and is confirmed with the following configuration

Graduate Trainee — Technology

The formation of the three new End User Services teams (refer to Summary of
faedback and responses — Enterprise Services: End-User Services) enabled
placement of these roles (one in each team) as a better gateway to move into
specialist positions and was best placed to oversee the rotation in the Graduate
programme.

The team is led by the Team Leader — Practice Management and
capability uplift will be done in partnership with practice subjectmatter
expertise and training expertise.

Practice Leads will bring subject matter expertise of €ach practice and
will partner with various change management.and training roles to
provide education expertise.

It is confirmed that this team consists-of:

e One Practice Lead for gach.of the System Development, Process
Engineering and Data,Engineering

Retaining change training specialisation within the work system will support the
ability to drive upskilling throughout and train the trainer activities. This was
highlighted through feedback as a gap that would exist should training expertise
be removed completely.

Bolstering the number of Practice Leads for the Ways of Working Community of
Practice is intended to provide the extra support that is needed as the work
system moves to a new way of working.
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Confirmed Changes

Two Practice Leads for the Ways of Working Community of
Practice

One Senior Change Trainer

Two Change Trainers

One Senior Change Manager

One Change Manager

L J

N

The following changes have also been confirmed for this team:

Proposed new role of Community Coordinator removed. e ACommu
Relocate the Graduate — Trainee Technology roles to report to °
Team Leader — End User Services in the End User Services team

in Enterprise Services. Gra

N\

The Gra&
Us r%

programme.

These changes were mad %on the following feedback:

rﬁqordinator is not required.

Trainee Technology roles are closer aligned with the End
s team to have oversight of the rotation areas involved in the
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Public and Supported Housing and Communities Valg{g'\Stream
Original Proposed Structure ?\

A reminder of what was proposed in the consultation document is detailed below: Q
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Summary of feedback and responses - Public and Supported Housing and
Communities Value Stream

Feedback Response

Changes have been made to several teams to ensure the correct distribution
of Business Intelligence, Business'Analyst and Developer roles, whilst
ensuring the future operating environment and support needs from the
Feedback suggested that the ratio of Business Intelligence, Business Analyst ) gt' tp o PP
and Developer roles in this Value Stream was not appropriately balanced organisation are mei

hich might It in bottl ks.
which might resutt in bottienecks The nature of\werk/conducted by Business Analysts often means that they

are working upstream of process, technology and data which means that a
one-to-one,ratio of roles doesn’t meet the overall need of the work system.

Thisswas,acknowledged as a similar structure to current. Testing the
féasibility of the suggestion showed that having a team solely comprised of

Feedback suggested that the proposal to distribute Kotahi development Kotahi developers would, often, be reliant on other teams to be able to build
skillsets throughout different cross functional teams could increase complete business solutions. Distributing the skill set throughout cross-
inconsistency of delivery and make it challenging to facilitate changés and functional teams who are responsible for business outcomes using Kotahi
updates. One suggestion was to explore the option of having a single reduces the need to hand-off to other teams. It is acknowledged there will be
Kotahi-centric team, bringing all Kotahi developer roles togethet, times where there is a need for similar developer skill sets to work together,

collaborate to ensure consistency and agree on how work is best allocated.
This can be accomplished independently of reporting line structure.

Feedback discussed the proposal to divide roles whigh,worked with

Salesforce functionality across two Value Streams)(Public & Supported This has been noted.

Housing for Community Relationship Management.and Housing Growth &

Renewal for Commercial Relationship Management). Updates have been made to the confirmed structure to combine the two
The feedback said that the He PatakasHerenga project will deliver one Salesforce Relationship Management teams into one and to initially have it
product for our internal customers that would not need extensive reside in the Public and Supported Housing and Communities Value Stream.
enhancements on an enduring basis. The intent is this team can then be redirected as needed based on agreed




Feedback Response

One suggestion was for all roles dedicated to supporting the Salesforce business priorities. The timing of transition from project to the new team will
Platform could sit in one value stream - Enterprise Services. be confirmed as part of transition planning.

Feedback pointed out a gap in that there was an absence of solution Noted. This was a gap. A Solution Architect role has been added at the Value
architecture skillset in this Value Stream Stream level.

Differing pieces of feedback suggested that change management capability
within this Value Stream was required while others suggested that the The CEP team has.core responsibility for implementing practice change
accountability should reside within the Customer Experience and Practice across customerfacing teams.

(CEP) group within National Services.
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Confirmed Structure — Public and Supported Housing and Communigi\e.{c.\lalue Stream

The final and confirmed structure of Public and Supported Housing and Communities Value Stream is detailed below: ?S)

Delivery Lead
(Tenancy}

Busziness Analyst

enior Business v - enior Business
Analyst = Analyst

Continuous Delivery Final Decision Document
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Confirmed decisions and rationale - Public and Supported Housing and Eommunities
Value Stream

Confirmed Changes Rationale
Public and Supported Housing and Communities f\\ N

\ 4

The Public and Supported Housing and Communities Value Stream supports and enables the work that all le to live well in homes we own and
manage. The3 Value Stream is led by the Manager — Value Stream consists of 5 delivery teams with the f 5&@ focuses:

Relationship Management K@

Tenancy teams (x2)
Tenancy Apps

O
S Ncliytl,(é.ingaOra \\Qs\
PP y: (b

<
e The Business Improvement Manager — who maintains an end-to-end @rstanding of key business processes, their performance and opportunities
for measurable operational improvement xs
e The Solution Architect - ensures consistency of design of soluti t a whole of Value Stream level rather than embedded within an individual team

It was an oversight that solution architecture capability was not included in
the original design of the Public and Supported Housing and Communities
Value Stream. The capability has been included in the Public Supported and
Housing and Communities, Asset and Maintenance and Housing Growth
and Renewal, Home Ownership and Urban Development at the Value
Stream level rather than embedded within individual delivery teams. This is
to ensure oversight of the different planned and required solutions being
worked on across the Value Stream.

A Solution Architect role has been added at the Value Stream level.
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Confirmed Changes Rationale

In line with the CEP confirmed changes, the*CEP has core responsibility for
implementing practice change acrossfcustomer facing teams. This group will
work with the Public and Supported Holsing and Communities Value

The Change Manager and Senior Change Manager roles have been removed Stream to formulate adoption strategies for all front-line staff for the

from this Value Stream. business outcomes delivered bythe Value Stream.

It should be noted that the proposal was not to move roles but to move
change managementraccountabilities to other roles within CEP.

Relationship Management

This team is responsible for the delivery of complete business outcomes (software, data andprocess) that are delivered using Salesforce modules.

Ongoing future enhancements for Community and Commercial Relationship
Management is not expected to be required in the long term once
completed. This negates the need to have two enduring teams dedicated

A single Relationship Management team is confirmed. fdrthese purposes.

The team works with a dedicated a Product Owner who is closely aligned with
the business. The reporting line for this role will be confirmed when theteam
is deployed and will depend on the initial focus for the team.

Having a single cross functional team with Salesforce expertise will allow
delivery of Salesforce supported solutions according to business priority.
This team is initially located within this Value Stream.

Having the Product Owner role closely aligned with the relevant business
area ensures that the team can remain close to the business outcomes
required.
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MyKaingaOra

This team is responsible for providing digital solutions for our external customers to be able to manage aspects of their tenancy,online.

A cross functional My Kainga Ora team is confirmed with two Senior
Developers — Kotahi.

The team works with the existing, dedicated Product Owner who is closely
aligned with the business.

The Kotahi developer skillset has been clatified as needed for this team and
additional developer resource has been added with the intent that they
work closely with the Tenancy teams,to support the workload for all tenant
management solutions.

Tenancy Apps

This team is responsible for providing support and solutions that enable our frontline people to manage the tenancy lifecycle in the field.

A cross functional Tenancy Apps team is confirmed with two Senior
Developers — Mobility.

The team works with the existing, dedicated Product Owner who is closely
aligned with the business.

The Mobility developer skillset has been clarified as needed for this team
and additiofahdeveloper resource has been added s to support the
workload for across multiple mobile tenancy applications we need to
support,

Tenancy

These teams are responsible for providing and supporting end-to-end businéss'eutcomes for the Tenancy lifecycle including system management of Kotahi.

Two cross functional Tenancy teams are confirmed, each led by a dedicated
Delivery Lead.

The teams have been confirmed as needing Kotahi skilled developers have
been bolstered with additional Senior Developer — Kotahi, Developer — Kotahi

resources.

The Business Intelligence roles have been increasedjand reconfigured.

Kotahi is our main tenancy management solution. Having a Delivery Lead
per team (instead of a shared role) increases capacity to support these two
teams.

Additional developer resources will increase the capacity of the team to be
able to better support the maintenance and enhancements needed for
tenancy management

Given Kotahi is our main data source, and the teams have been bolstered
with Business Intelligence roles with varying levels of seniority to provide
the support needed to deliver on the data aspects of solutions these teams
are responsible for.
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Asset and Maintenance Value Stream N
Original Proposed Structure c’)\.

A reminder of what was proposed in the consultation document is detailed below:

Proposed Teams and Roles

‘ OQ
ranager — valus stream \

Business improvement Delivery Lead !

Manager Senior Change Manager Pk &O&Ew Lead - [asset Dats) Delivery Lead [Inspections)

— Semior Eusinz@ —  Application Support &nalyst —  Senior Business Analyst
M i i i
| ek & ; - Senigr Business Intelligence | Firtess trhrst

Specialist
0\
&\iorTest Analyst — B Ir!ne_lllgt-nne — senior Developer
() specialist
Business Intelligence Senior Business Intelligence

L T — — Senior Test Analyst
@ specialist Developer X2 ¥
: Protlisel Chimar : — Business Analyst — Solution Architect
I 1

& Senior Application Support
t @ L Analyst - Developsr

Mo Change Mew Role @ : ana\:‘: i/ Minor Eh-an,gel in :- -RL;g:=Tp:| |:-r|_-_r||_-hu-,,=r:;u: -:
eporting Line Duting I groups
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SV

Summary of feedback and responses - Asset and Maintenance Valu S't}eam

O

Feedback Response
L 2
Feedback highlighted that the Asset Data team’s “product’ is a data product | Noted. \O
and would be better supported being configured as a predominately data Q.
focussed team with the additional resources included to be able to deliver All Business Intelligenc rces within this Value Stream have been
complete business solutions with minimal dependency on other teams. reconfigured to ma{ n Asset Data focussed team.

‘(g\(\
&
T\
d\
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Confirmed Structure — Asset and Maintenance Value Stream '\ch

The final and confirmed structure of the Asset and Maintenance Value Stream is detailed below: \
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Confirmed decisions and rationale - Asset and Maintenance Value Stream

Confirmed Changes Rationale

Asset and Maintenance v
The Asset and Maintenance Value Stream enables the work that ensures properties Kiinga Ora owns or manages remain'warm, dry and safe. This Value
Stream is led by the Manager — Value Stream and consists of 3 delivery teams: 06
L 2
e Maintenance \}
e Asset Data (b'

e Inspections K@

Supported by: @

e Business Improvement Manager - maintains an end-to-end understanding of k iness processes, their performance and opportunities for
measurable operational improvement
e Solution Architect - ensures consistency of design of solution at a whole e Stream level rather than embedded within an individual team
e Change Manager — provides change management activities to ensge@ adoption for business stakeholders for all that is delivered by the Value
Stream \
F—

() Maintenance

This team is responsible for providing and supporting end-to-erﬁysiness outcomes for the property maintenance lifecycle.

All Business Intelligence resources within this Value Stream have been
reconfigured to make up an Asset Data focussed team so that the Asset
Data team is optimally configured to build complete data solutions.

AU Asset Data

This team is responsible for maintaining th@nisation's asset data and reporting including related business improvement.
«

Minor reconfiguration adjustments have been made withtheclarification that
the software skillset needed is Kotahi.
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Confirmed Changes

All Business Intelligence roles within this Value Stream are centralised within this
team.

Rationale

The Asset Data team’s “product’ is a data product and would be better
served being configured as a predominaWata focussed team with the
additional resources included to be ablq? eliver complete business
solutions with minimal dependenc er teams.

Inspections

\J

in the field.

This team is responsible for providing and supporting business outcomes that enable our frontline people xﬁ'Qllers to understand and inspect our assets

This team is confirmed with minor reconfiguration adjustments and the software
developer skillset is clarified as being ServiceNow.

The minor re@tlon adjustments provide balance across the whole

Value S 0
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Housing Growth and Renewal, Home Ownership and l,kﬁb@n
Development Value Stream c’)\,

Original Proposed Structure

A reminder of what was proposed in the consultation document is detailed below:

Proposed Teams and Roles

Wanager - Value
Stream

= &

«0....
. Delivery Lead
e FQ {Commercial

Business . .
Delivery Lead 5 Delivery Lead
Improvement Change Maneger ¥ 5 [Housing 5 - 3 i
{Construction) Relationship {Crown Products)
Mangger Data)

Business analyst

Senior Business

L

O

Senior Business
Intelligence
Developer X 3

Intelligen
Develop

niznagement)
|

—  Business Analyst

Senior Business
Analyst

Senior Developer

Senior Business
Analyst

Business Analyst

£
I
i
: | !
—  Zenior @alm { PP DWHER e e Senior Developer
1 i
Q o !
A~ A
1
1 — Test Analyst — Test Analyst
& Product Owner | v L
1
Business senior Business
L Intelligence - Intellizence
Q Specialist Developer

0 Product Owner

(Q@é L _
>
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—  Service Designer

Solution Architect

Trtle Change /
Reporting Line

Minor Changes
in Duties

*rixed Term to allow for development time within Salesforce

)
wntil the team can be refocused elsewhere cument




Summary of feedback and responses - Housing Growth and Renewal, Héme
Ownership and Urban Development Value Stream

Feedback Response

Noted.
There was broad support for combining these three Value Streams under ore

one reporting line structure. Feedback also suggested that the proposed
structure was over-resourced or not needed given recent changes in
organisational settings

We continue to have business fénetions, process, systems and data in these
areas to support. Given the érganisational change in settings, the combined
Value Stream structure gonfiguration has had minor changes made.

Feedback discussed the proposal to divide roles which worked with
Salesforce functionality across two Value Streams (Public & Supported Noted
Housing for Community Relationship Management and Housing Growth oted.
&R | for C ial Relationship M t).

enewal for Commercial Relationship Management) Updates haveésbeen made to the confirmed structure to combine the two
Salesférce'Relationship Management teams into one. This confirmed team

will initidlly reside in the Public and Supported Housing and Communities

The feedback said that the He Pataka Herenga project will deliver one
product for our internal customers that would not need extensive

enhancements on an enduring basis.
g Value Stream. The intent is this team can then be redirected as needed based

. . . on agreed business priorities.
One suggestion was for all roles dedicated to supporting the Salesfortce

Platform could sit in one Value Stream - Enterprise Services.
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Confirmed Structure - Housing Growth and Renewal, Home Ownershig\ﬁﬁ%rban

Development Value Stream

The final and confirmed structure of this Value Stream is detailed below:

anager - Value
Stream

Business Delivery Lead .
Improvement Housing Suppl ;[éf,l:sfrr:c?:sl
Manager Data)

Senior Business
Analyst

Senior Businass
Intelligence
Developer X 2

Intelligence
Specialist

r-- IgEnce
Developer
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Confirmed decisions and rationale - Housing Growth and Renewal, Home Ownership
and Urban Development Value Stream

Confirmed Changes Rationale

- - N
Housing Growth and Renewal, Home Ownership and Urban B& pment

This Value Stream is responsible for supporting our various appropriation-funded products like our H 'Mnership products as well as our Construction
Systems and Data. The structurally combined Housing Growth and Renewal, Home Ownership an{ Development Value Streams is led by the Manager

— Value Stream and consists of 3 delivery teams:

e Housing Data Supply
e Construction

e Crown Products \

Supported by: .
e The Business Improvement Manager - maintaining an end-to-e anding of key business processes, their performance and opportunities for

measurable operational improvement
e The Solution Architect - ensuring consistency of design of s at a whole of Value Stream level
e The Change Manager — providing change management activities to ensure smooth adoption for business stakeholders for all that is delivered by the

Value Stream N

\\‘ Housing Supply Data

This team is responsible for maintaining the orga i@s housing supply data and reporting including related business improvement.

The Housing Supply Data team’s “product’ is a data product and would be well
served being configured as a predominately data focussed team with the
additional analysis resource included to be able to deliver complete business
solutions with minimal dependency on other teams.

One Senior Business Analyst role has been,added
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Confirmed Changes Rationale

With the changes in organisational settings coupled with*how closely aligned
the Housing Data Supply and Construction teams are, a shared Product Owner
will provide business alighment support for both teams as a trial. Workload will

U EN Tz L QLG e ot O £ i LOSTTne be reviewed with a view to instating a separate-Product Owner if needed.

role for the Construction team.

This role is confirmed to be the existing\Product Owner role reporting to
Construction and Innovation.

The configuration of Business Intelligence roles has been confirmed as:

e Two Senior Business Intelligence Developers i
. . . . To provide a more balanced level of support for the team.
e One Senior Business Intelligence Specialist

e One Business Intelligence Developer

Construction

This team is responsible for maintaining and improving construction systems and (’e}%d organisational data sets, business reporting and processes
2N

With the changes in organisational settings coupled with how closely aligned
the Housing Data Supply and Construction teams are, a shared Product Owner
will provide business alighment support for both teams. This will be reviewed
after an appropriate period. This role is confirmed to be the existing Product
Owner role reporting to Construction and Innovation.

The team is supported by a Product Owner who will also fulfil the same
role for the Housing Supply Data team.

Crown Products

This team is responsible for providing and suppt@ i;usiness outcomes for all Kdinga Ora Crown Products
N
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Confirmed Changes

The team is reconfirmed with the following configuration:

e Business Analyst
e Senior Business Analyst
e Test Analyst

Rationale
The team has been reduced in numbers in line witHchanges in organisational
settings, yet is still provide support for the existing systems, processes, and
data.

Given there is no, one single software de%ﬁnent skillset that looks after all
our Crown Products, any software development work needed will be done by
working with an appropriate soft veloper in another team.
Dependencies and capacity wil naged through the prioritisation process.
Similarly, to meet any ad h needs, work will flow to another team in this
Value Stream. ?b'
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Enterprise Services Value Stream ,\Cb
Original Proposed Structure — Enterprise Services Leadership c’)\.

A reminder of what was proposed in the consultation document is detailed below: Q

o Qo)

Enablement

Proposed Teams and Leadership Roles

[ I [ I

Manager — Manager -
- _ Value Stream Manager - Value Stream M _
= (Public and Value Stream (Housing Growth anager " - -
Value Technology Senior Change Senior Executive
e — Supported (Asset and and Renewal, Home . Partnarships and Manager Change Manager Assistant
o:i Housing & Maintenance Ownership and Admini tr':ﬁcn
. Communities Value Stream) Urban Development i

Value Stream) Value Streams)

No Change New Role i

<& . . .
Summary of feedback and resp@es — Enterprise Services Leadership

A summary of the feedback and responses on the r@& Business Enablement Leadership structure is set out above in the Feedback themes and responses
section This feedback is what informed the shapi e Enterprise Services Leadership structure.

N\
6\}

6@
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Confirmed Structure — Enterprise Services Leadership (}'

The final and confirmed structure of the Enterprise Services leadership is detailed below: ;

Manager —

anager - End. | i O Technology Senior Change
User Services = Partnerships and Manager g £

Administration
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Confirmed Changes

O\

Led by the Manager — Enterprise Services, the Leadership team within Enterprise Services lead teams who ptovide core and common information,
technology and operational services that are more efficient to manage centrally

Enterprise Services Leadership (Q N

The new role of Manager — Enterprise Services reports to the Director —
Business Enablement and leads the Enterprise Services Value Stream.
This role provides the technology-focussed leadership that is required.
The Enterprise Services leadership team consists of:

Manager — Platform

Manager — Infrastructure and Applications
Manager — Technology Partnerships and Administration®

And is supported by: ®
e Senior Change Manager é
e Change Manager 6

Who is charged with activities to ensure '%!‘@Jser adoption of

Manager — End User Services x

hDue to the specific technology leadership needed and to remain in alighment
with the design of the other Value Streams a new role is required to provide
oversight of the operationalising of the Enterprise Services Value Stream

deliverables from the Enterprise ServE'ces Stream

<
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Enterprise Services - Platform c’)\
Original Proposed Structure ?‘
A reminder of what was proposed in the consultation document is detailed below: . OQ

'\
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Summary of feedback and responses — Enterprise Services: Platfarm

Feedback Response

There was broad support for having a separate Platform Team managing the Noted
oted.
proposed platforms

Platforms are nfade ‘up of components that can be reconfigured to solve
a range of different business problems. Kotahi is an application which
serves@,specific business need for Kainga Ora. Kotahi is not being used to
solvesother business problems across the business.

Kotahi should be included as a Platform

NotedwFeedback was taken on board and reconfiguration changes made
Various suggestions around team configuration were offered Where feasible. A gap in testing resource is filled within the Oracle eBS
Platform team

New roles were evaluated prior to the commencement of consultation in
line with our job evaluation process by our external partner Korn Ferry.
Following feedback on the sizes of a range of roles, further information
The new roles are not sized appropriately was provided to Korn Ferry to provide greater clarity on the roles, and

these were reevaluated to further test the sizing. This resulted in some
roles having the size adjusted. This is reflected in the confirmed new
roles table.
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Confirmed Structure — Enterprise Services: Platform Q
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Confirmed decisions and rationale — Enterprise Services: Platform

Confirmed Changes Rationale

Platform f\\ N

The Platform team is responsible for the provisioning and maintenance of our core and common, key technol d data platforms. They manage the build,
configuration, testing and commissioning of platform capabilities for business-facing Value Streams as wg%p
the Digital Workspace. The team is led by the Manager — Platform and consists of: @

roviding specific Microsoft Solutions through

Platform Lead (Salesforce)

Platform Lead (ServiceNow) O
Platform Lead (Business Intelligence) &
Platform Lead (Oracle EBusiness Suite) \Q
Team Leader (Digital Workspace)

Platform Lead (Integration) o\®\

Platform Lead (GIS / Snowflake)
N4
O

Sale;fe&ﬁn'd ServiceNow

These teams manage the Salesforce and ServiceNow platform - systMnfiguration, maintenance, upgrades, and general operation. It manages
methodology and best practice standards for on-going develop on the platform.

& B

Teams have been reconfigured to include additional testingiand automation

. Automation testing is better aligned with both platforms.
testing resource.

h‘/ Business Intelligence
This team manages the EDW, IDP, and ODI orms - system configuration, maintenance, upgrades, and general operation. It manages methodology and
best practice standards for developmit ese platforms

A significantly more beneficial alternative has not been identified through
testing of suggestions.

Confirmed as proposed.
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Confirmed Changes Rationale

Oracle eBusiness Suite

practice standards for development on these platforms.

This team manages the EBS and EPM platforms - system configuration, maintenance, upgrades, and general operation. [t manages methodology and best

Team reconfiguration adjustments have been made and clarified that the
developer roles needed for this team are Senior Developer — Oracle eBS and
Developer — Oracle eBS.

Testing capability has been added to this team.

To enhance the support,\capacity and provide clarity on skillsets needed.

Digital Workspace

This team is responsible for the delivery and maintenance of complete business outcomes,based on MS Power Platform and other MS tools - system
configuration, maintenance, upgrades, and general operation. It manages methodelogy and best practice standards for development on the platform / tools.

Digital Workspace has been confirmed as the name to describe the teamy
Note — the team was previously called Power Platform in the propogal for
change.

The name ‘Power Platform’ does not accurately reflect the work this team
does. In addition to the Power Platform, this team also works with,
administers and provides solution using other tools such as SharePoint and
Microsoft 365. Since the team is expected to continue supporting the same
systems, tools and processes, it is more suitable if the name does not imply a
reduction in scope.

Integration

This team manages our integration systems including configitation, maintenance, upgrades, and general operation. It manages methodology and best
practice standards for development on these platforms ‘and delivers specific integrations for delivery teams.

The software developer roles have been clarified\as/Developer — Integration
and Senior Developer — Integration.

To provide clarity on the skill set needed.

GIS | Snowflake

standards for development onghese’platforms.

Manages the GIS and Snowflake platforms - system configuration, maintenance, upgrades, and general operation. It manages methodology and best practice
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Confirmed Changes

Confirmed with minor team configuration. To enhance the support, capacity and p ' de-clarity on skillsets needed.
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Enterprise Services: Infrastructure and Appllcatlonsc’)\
Original Proposed Structure ?~
A reminder of what was proposed in the consultation document is detailed below: . OQ
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Summary of feedback and responses — Enterprise Services: Infrastrugture and
Applications

Feedback Response

There was broad support for having a separate Infrastructure and
Applications team rather than distributing the capability throughout the
work system.

Y Noted.
Suggestions were offered to consolidate this team with the End User
Services team, Platforms team, move roles into other teams or other
reconfiguration options.

Testing of alternate’various scenarios showed that we had choices. The
team is canfirmed as described below.

Various hames were suggested.

Feedback suggested that the work performed by the Technology Condition Noled
team would work by being a separate team as proposed or have the work ored.
spread through the work system. Scenarios were tested which showed we had choices. The team is

. . confirmed with some configuration adjustment as described below.
Alternate team configurations were offered.

The Infrastructure Product Manager role should include bringing visibility
across all Technology systems and their lifecycles.

Noted.
Recommend moving this role to report to Delivery Ledd (Technology
Condition) so that the role can expand its scope to include not only
Infrastructure systems, but wider and broadér across all technology

The role remains unchanged however the intent is that this role works
closely with all teams charged with maintaining our technology assets.

systems.
Noted.
Have separate Infrastructure Specialist-and Engineer teams as they have
different focuses Having blended teams allows for capacity fail over and support. Team

activities can be conducted irrespective of team structure.
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Confirmed decisions and rationale — Enterprise Services: Infrastructure and
Applications

Confirmed Changes Rationale

Infrastructure and Applications 5\\

This team is responsible for the delivery of third level operational support and maintenance of the K a ICT infrastructure environment. They play a
pivotal role in the development and delivery of infrastructure works, changes and |mprovements s

e Infrastructure (x2) O
e Application Support (x2) &

e Delivery — Technology Condition

ists of the following teams:

Supported by a Delivery Coordinator to provide administrative support and cogrd' \n across the Value Stream.

Ianre
These teams are responsible for back-end services such as servers, ﬁrewalls and a wide range of infrastructure systems, ensuring we stay online
and functional and that our infrastructure is healthy, well maintaine resment

Levels of experience of Infrastructure Engineers and Specialists within each team

These teams have been confirmed with configuration adjustments.
€ ) has been reconfigured to provide balance of skillsets across both teams.

- Application Support
: {7& pp pp

These teams are responsible for operational mo ing, management and support of the organisation’s business applications to ensure they are secure,
robust and delivering optimal business valui@ke operating to agreed and appropriate service levels.

A significantly more beneficial alternative has not been identified through testing

Confirmed as proposed. .
of suggestions.
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Technology Condition
8y r’.\

4
This team is responsible for maintaining supported versions of Kainga Ora systems (excluding our key platforms and Ko?which are managed by the
appropriate Platform teams) to ensure maintenance, fixes and security updates are available from the relevant vendors and support partners.

The volume of systems to main '@uwes additional senior project
This team is confirmed with an increase in Senior Project Management management support to coor plan and execute. As there are likely to be

support. s occurring, it is anticipated that these would
o be undertaken as projects.

continuous, point-in-time u
be good candidates for
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Enterprise Services: End-User Services c’)\
Original Proposed Structure ?‘

A reminder of what was proposed in the consultation document is detailed below: OQ

L J

Proposed Teams and Roigs \

hanager - End
Uiser Services
|

[ | | |
Team Leader - Team Leader - End ﬂellu':.r"rl.aad_ Drlivery alineer
Servios Desk User Technology = IS [ e ik
Banagement] Coardinator

Servios Desk End User Technalagy = \
. — B Analyst An -
[ Technician X Engimeer X G R IS % i

Senior End User

; : : : - ;
Lead Scru_l-:_e sk Il Technology Engineer | Senior Eﬂ:lnﬂ\\ md User Technology
Technician

Engimeer

i Analyst &
Technology Logistics | Dn@ Semior End User

Lead Device Engineer

( 4

Senior End User Technology Lagstics
. [OF -
4 eveloper st

Device Enginesr *»

& — Test Anakyst
| | Senior Service | Senior Business
Q Designer Intelligence Developer
0 Seriar Business

Inteiligence
t Specialist
@ = Solution Architect

Product Owner
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Summary of feedback and responses — Enterprise Services: End- &skervices

Feedback Response
Reduction in Service Desk numbers would significantly hamper the level of () '

service able to be provide.
This has beer{ .

Service Desk and End User Technology could be in one team as the services
provided are very closely aligned. Three er Services teams are confirmed with configuration

ad\ ents made.

Service Desk and End User Technology role are not interchangeable — they \
have different focuses. .

'\

Q©
O‘\

%\Q

<
%
®
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Confirmed Structure - Enterprise Services: End-User Services C}'

Continuous Delivery Final Decision Document



Confirmed decisions and rationale — Enterprise Services: End-User Services

Confirmed Changes Rationale

End User Services (Manager)

teams:

e Three End User Services teams

e Delivery - Enterprise Service Management
e Delivery — Workspace

e Technology Change and Problem Manager

The End User Services Team will be accountable for leading the robust and secure delivery of business-facing technology solutions and services to Kainga
Ora people and external partners. The team is led by the Manager — End User Services and consists ofithe following teams: and consists of the following

Supported by a Delivery Coordinator who provides administrative support andcoerdination across the Value Stream.

The Technology Change and Problem Manager’s reporting line is movedto
the Manager — End User Services.

The role is more closely aligned to this team.

End User Services

These teams are responsible for first level ICT and second,level technology support — providing a mix of remote and onsite diagnostic hardware and
software support. Responsible for hardware deployment andrdesktop patching.

Three End User Services teams are confirmed.

Each of these are led by a Team Leader — End User_Services who report to
the Manager — End User Services. Each team censists of a blend of Service
Desk and End User Technology roles.

Service levels are accepted to be slightly reduced given the mandate to be
smaller.

To minimise this, three amalgamated End User Services teams are
confirmed. The intent is that roles within these teams will be closer aligned
and be able to provide overflow capacity in times of high demand. It is not
the intent that the roles are generalised so much that every role does
everything.
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Confirmed Changes Rationale

Three separate teams provide options td coyverthe three main
geographical regions should the teams wish to organise their work in this
way.

The reporting line for the Graduate Trainee — Technology is confirmed to
be to the Team Leader — End User Services

To provide a better gateway to move into specialist positions and this role
is best placed to oversee the'rotation in the Graduate programme.

Enterprise Service Management (ESM)

Service Desk tickets, HR workflows, Finance workflows.

This team is responsible for ServiceNow development on Arawhata. This includes any internal,use’workflow development, including but not limited to

The team has been bolstered with an additional Senior Business
Intelligence — Developer.

To provide additional data support.

A new Product Owner role is confirmed with a reporting line to the
Delivery Lead.

To provide focussed guidance and prioritisation on the outcomes this team
is responsible for delivering. Business Enablement is the custodian of ESM
as this is an enterprise-wide service, not Value Stream specific, which is the
reason for having a Product Owner with a reporting line to the Delivery
Lead

Delivery — Workspace

people

This team is responsible for supporting the enduting\needs of Kainga Ora facilities and ensuring they provide effective and efficient workspaces for our

Confirmed with the removal of a Senior Business Intelligence Developer.

Feedback highlighted this role is not required.
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Enterprise Services: Technology Partnerships and A@ninistration

Original Proposed and Final Structure - ;
Feedback confirmed the structure of this team with no changes from the original proposal. The Manager Te h\ — Partnerships and Administration is
confirmed to report to Manager — Enterprise Services. &,

Continuous Delivery Final Decision Document
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Summary of feedback and responses — Enterprise Services: Technolagy Partnerships
and Administration

Feedback Response

We considered changes that would.@nhance our partner management
capability and balance those negds With the requirement to reduce capacity. It
has been agreed not to contifiie with these at this point due to potential
synergies with some prociirement capabilities being considered as part of the
Future State Programmre,and review these in a coordinated way in the future

This team seems to be undersized given the scope of the Enterprise
Services team.

The team should report into one of the other managers within the . . . . . .
The introduction/©fithe Manager — Enterprise Services means that this team will

Enterprise Services Value Stream rather than reporting directly to the . . .
report into a Value Stream Manager instead of the Director.

director as this doesn’t fit well.

. . . . As part of the'Continuous Delivery model design, the team’s position
The Technology Partnerships and Administration team would benefit N o o
. descriptions were within the scope of the expected model and a decision was
from further review of the role the team performs.

madeithat a review was not part of the scope for the model redesign.

Confirmed decisions and rationale = Enterprise Services: Technology Partnerships and
Administration

Confirmed Changes Rationale

The Manager — Technology Partnerships and Administration is
confirmed with a reporting line change to Mahager — Enterprise
Services.

The current configuration is assessed as fit-for purpose for the new Continuous
Delivery model.

The current configuration is assessed as fit-for purpose for the new Continuous

This team is confirmed with no changesfrom the original proposal. Delivery model.




Product Owners

Confirmed Product Owners

Continuous Delivery Team

Existing or
New Role?

Confirmed Business
Group

Comments

Tenancy and Mobility

My KaingaOra

Construction and Housing Supply
Data

Relationship Management

Maintenance

Inspections

Asset Data

Enterprise Service Management

Existing

Existing

Existing

New

New

New

L

National Services

National Services

Construction &
Innovation

g

NationalSérvices

\Y4
@ional Services

Strategy

Business Enablement

The reporting line for this role is as current

xv
TP{@ ing line for this role is as current

The reporting line for this role is as current

The reporting line for this role will be confirmed when the team is deployed
and will depend on the initial focus for the team.

It is confirmed that this role reports to the Director — Maintenance
Contracting and Asset Services

It is confirmed that this role reports to the Director — Maintenance
Contracting and Asset Services

It is confirmed that this role reports to the Manager — National Asset

Management

It is confirmed that this role reports to the Delivery Lead - Enterprise Services
Management
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Selection Processes Feedback Summary




Summary of feedback and responses - Selection Processes

In addition to people having the opportunity to consider and respond to the proposed changes to organisational structure and the proposed new operating
model, during the first and second consultation periods people were invited to provide feedback on the approach Kainga Ora intends to take for placing as
many of our people as possible into the new organisational structure.

We greatly appreciated the feedback you provided. It has enabled us to make some positive amendmentsto the’approach we will be taking to these

processes. The table below provides an overview of this feedback and our responses.

Theme Response

General

There was not enough information in the first
consultation document setting out how the
selection processes would work.

Further information about the intended selection processes was provided in the second consultation
document. Positive feedback'was/received during the second consultation period on the clarity of the
selection processes.

Current People Leaders should be included on
the selection panels and the selection process
and panel members should be separated from
the CD project and team members.

We agree. People Leadérswill be included on the selection panels. For selection panels for ring-fenced
processes will typicallyinclude the current People Leader and People Leaders in the new organisational
structure will typically’be on the selection panel for roles within their team. Members of the CD project
team will be part of a selection panel only where it makes sense to do so in their substantive position —
they would not be deliberately included or excluded based on membership of the CD project team.

People on secondments should be able to

submit an Expression of Interest for new roless

The change management procedures that Kainga Ora follow set out the principles of the change
management process for secondees. When initiating the change proposal, we considered our people on
segondment and how the proposed change could affect any secondment arrangements. In the event we
are not able to redeploy an affected person to a role, people not affected by the change process (including
those on secondment) would be able to apply.

People in fixed term employment agfeements
should be able to submit an Expréession of
Interest for new roles.

Our priority is to redeploy permanent people who are affected by the change. In the event we are not able
to redeploy an affected person to a role, people not affected by the change process (including those in
fixed term employment agreements) would be able to apply.




Theme Response

People wanting confirmation that we won’t be
advertising roles externally.

If a person with affected status applies for (or expresses an interest in).a role at Kainga Ora, we are
committed to considering that person for the role before any other cardidate/s without affected status
are considered.

Suggestion that people should be to be able to
submit a tailored CV for each role they wish to
express an interest in.

In addition to ensuring the process is fair, equitable, transparent etc, we also want to make sure it is
simple and not overly burdensome for people to participate,in. The selection processes request a CV to be
submitted and suggests one CV per person. Howeveg,if({people prefer, they may submit a separate CV for

each role they express an interest in.

Positive feedback was received on the support
for people to participate in selection processes
(via FuturePath). Additional feedback
suggested it would be beneficial to have
access to the support sooner.

We appreciated the feedback and saw metit in arranging early workshops with FuturePath to support
people who wish to prepare early ahead/ofifinal decisions being announced. Further workshops on EOI
submission, CV writing, and interview techniques have also been arranged to support people around the

time of final decisions being announeed.

The time between the decision announcement
and the closing date for voluntary redundancy
applications is too short.

While applications for veluntary redundancy have been open for some time now, we have heard this
feedback and have extended'the closing date for applications to be submitted (it is now five working days
following announcement of final decisions rather than the earlier proposed three working days).

Some people raised a perception that roles
currently occupied by women were proposed
to be more greatly affected than roles
occupied by men and reminded us of Kainga
Ora’s commitment to Kia Toipoto and the
PSA’s pay equity work (Kainga Ora Gender and
Ethnic Pay Gaps Action Plan Dec 2022).

We want'toreassure people that the gender of current incumbents has not in any way shaped or
influenced the decision making in this change process. The annual reporting on the Kainga Ora Gender
and/Ethnic Pay Gaps reports on our pay gaps for females, Maori, Pacific peoples and Asian groups against
the Public Service Pay Gaps data. Kainga Ora remains committed to improving our gender and ethnic pay

gaps in line with our Action Plan which can be viewed on Atamai 222 here.
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Theme Response

Ring-fenced Selection Process

More information was requested about how
people participate in the ring-fenced process
and guidance about what (or how much)
information to submit.

We have created selection process guides to support our people through the process and these will be
provided to affected people following communication of the final decisions.

People in ring-fenced positions should be able
to participate in EOI process.

We agree. People participating in a ring-fenced selection process are also encouraged to submit an EOL. In
the event a person is not reconfirmed into a position through an applicable ring-fenced selection process,
they will be considered for the roles they express an interest in through the EOI process.

Ring-fenced selection processes should take
place first (before EOI process).

We agree. This will provide certaintyito'people in the ring-fenced selection processes as early as possible
and provide greater clarity regarding participation in the EOI process.

Preference for interviews to be conducted for
people in ring-fenced roles.

We have considered this suggestién‘and have decided on balance to retain the earlier proposed paper-
based ring-fenced selection processes. To interview all people participating in ring-fenced selection
processes would unreasonably prolong the selection processes at a time when people are generally
seeking clarity and/Certainty. We are also confident that the paper-based process is a fair and effective
way to assess suitahility for a reduced number of roles. In addition, if presenting your information in
written format'presents challenges for you, we are open to considering receiving the information you wish
to provide in‘an-alternative format such as audio or video. This will be assessed on a case-by-case basis.

Concerns around people not being
represented fairly if their current people
leader has left the organisation already when
selection processes commence.

We understand this concern. Where a current People Leader is not available to participate in the
selection panel for a ring-fenced selection process, the ‘next best’ person will be asked to take their place
on the panel. As mentioned in the second consultation document, the composition of the selection panel
will be confirmed prior to the commencement of the selection process.

Concerns for people leader bias/influence.

Any perceived risk of bias is balanced by the transparency of the process. People will have an opportunity
to provide feedback on the selection outcomes and have this considered before the selection outcome is
confirmed. Additionally, selection panel members will be encouraged to refresh themselves on the
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Theme Response

Unconscious Bias learning module before conducting any assessments. In(addition, People Leaders will
receive further guidance from the People Team on bias in selection progesses.

For ring-fenced selection pools, senior and
non-senior positions should be included in the
same ring-fenced selection pool. For example,
Senior Change Managers and Change
Managers should be in the same pool, and
Senior Project Managers and Project

Managers should be in the same pool.

We have applied the definition of ringfencing provided for in pur,employment agreements. This means a
role is ring-fenced “where there is a group of employees whase-positions would have been confirmed
positions except for the fact that there are more employees‘than positions within the new structure”. In
this situation “these employees will be placed in a seléction pool in which the available positions will be
ring—fenced for those employees only” (see CEA clause 8.2.2). Therefore, different roles are not included
in the same ring-fenced selection pool.

Expression of Interest (EOI) Selection Process

Some people supported the idea (as part of
the Expression of Interest process) of people
being asked to rank positions in order of
preference, while others indicated they would
prefer not to rank their position preferences.

We understand the various viwpoints and preferences that were shared during the consultation periods.
On balance we have decided\tolretain the request for people to rank positions in order of preference,
however doing so is not.cempulsory — you can leave this part of the Eol form incomplete if you prefer.

Some people expressed a preference to have
separate interviews for each role, while others
expressed a preference in being interviewed
once for all roles. During the second
consultation, the feedback received indicated
people want to attend a separate interview
per role.

While wecansee the potential benefits of reducing the number of interviews people may need to attend,
we agree with the feedback received and confirm that an interview will be held for each role a person is
shortlisted for in the expression of interest process for new and vacant roles.

People were keen to understand how,people
will be able to participate in the EOI process if

they are on leave.

It is important all people are supported to participate in the EOI process, this includes making reasonable
accommodations for those on leave. How this will be done will be assessed on a case-by-case basis and
may include:
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Theme Response

- If people are not able to access the MS Form, they may submit.their.EOI to the PGC Realighment
email inbox.

- If people are not available to attend interviews in personforvia Microsoft Teams, consideration
will be given to phone interviews and/or receiving responses to the interview questions in an
alternative format.

- If people are away for the duration of the selectign,process, when submitting their EOl they may
also wish to indicate their team preferences/(which would be considered when determining
assignments to teams).

People should ensure they have provided their preferred method of contact (ideally an email address) to
their people leader and the PGC Realignment'email inbox prior to commencing leave.

Selection Criteria

A proposal to reduce the number of selection | The proposal had its merits and'was being given serious consideration; however, the final decision is for

criteria for the Business Analyst position was Business Analysts to be Confirmed into their roles, therefore a ring-fenced selection process is not
received during the second consultation required.
period.

It was suggested there should be more focus The leadership attributes required for the role (both for people leader roles and for individual contributor
on the leadership attributes (particularly for roles) form(partof the “what you’ll need” section of the PD and therefore will be included in the selection
people leadership roles) given the importance | criteria fox the role and will be considered equally alongside the other relevant selection criteria for the
of these attributes to role success. role.

- . N Minor' changes to the selection criteria have been incorporated into the Position Descriptions for the
Feedback on specific selection criteria

contained within specific position descriptions following roles:

. - System Administrator — Service Now: One of the What you’ll need requirements has been updated
was received for a small number of roles.
to; Significant demonstrated experience with ServiceNow platform administration, ongoing
operations, and maintenance of the environment.
- Release Train Engineer: One of the What you’ll need requirements has been updated to; Certified

in relevant Lean, Agile, or Scaled Agile certifications is desirable
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Theme Response

- Manager Applications and Infrastructure: One of the What you’ll heel requirements has been
updated to; Significant experience in a senior technical management position leading medium to
large teams across complex infrastructure and applicatiop-environments.

- Senior Developer — Oracle: One of the What you’ll need-requirements has been updated to;
Analysis and design skills for technical and/or functional.specifications.

- Developer —Oracle: Two of the What you’ll needyequirements have been updated, as follows:

o Relevant process qualifications (e.g. ATIL,.CMMI, RUP) is desirable, and
o Analysis and design skills for techficahand/or functional specifications.

Assignment to Teams

We agree. People will be able to indicatetheir preference for which team/s they would like to be assigned
There was a preference for people to have a . , ) ) . .
. . to. Relevant people leaders will take people’s preferences into consideration when determining team
say in which teams they are allocated to. .
compositions.

It was not clear to people how they would be | \y/e can confirm that newly. appbinted people leaders plus the one up people leader will be involved in the

assigned to the new teams. More detail was
requested around the assignment of teams

assighment to teams following completion of the selection processes.

such as which people leaders would be When assighing peeple'to teams, consideration will be given to candidate preference, individual skills,
involved and what criteria there might be. knowledge andexperience, and overall team composition.

People want to submit an EOI for a particular | The selectionprocesses will result in people being appointed to specific role type. Following the
Value Stream or team rather than just a conclusionof the selection processes, the process of assigning people to a to a specific team will
specific role. comimence.
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Confirmed impacts to roles

The tables in the following section provide confirmed impacts to existing roles, confirmed new roles and sizes, and confirmed impacts to vacant roles.

Reconfirmed roles (no change or minor change)

Minor changes include position title, reporting line or a minor change in responsibilities.

Role title Number of roles  Confirmed outcome
o o o Reconfirmed with change in reparting line to ‘Team Leader — Application Support’.
Application Monitoring Specialist 1
Application Support Analyst 7 Reconfirmed with one'tole with a change in reporting line to ‘Delivery Lead — Asset Data’
. Reconfirmed. Team cenfiguration confirms existing number of roles. Change in reporting
Business Analyst 18 ) ) )
line to Delivery kead or Platform Lead or Team Leader - Portfolio
Business Intelligence Specialist 8 Reconfirmed with a change in reporting line to Delivery Lead or Platform Lead
Capacity Manager 1 Reconfirmed with a change in reporting line to Team Leader — Infrastructure
Change Trainer 2 Reconfirmed with a change in reporting line to Team Leader — Practice Management
Developer - Business Intelligence 5 Reconfirmed with a change in reporting line to Platform Lead or Delivery Lead
. Reconfirmed with new position description created and mapped due to the technical
Developer - Kotahi 1 o
specialist nature of software development
Reconfirmed with new position description created and mapped due to the technical
Developer - Oracle eBS 2 o
specialist nature of software development
Digital Workspace Engineer 3 Reconfirmed with no changes
Digital Workspace Specialist 1 Reconfirmed with no changes
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Role title

Number of roles

Confirmed outcome

Reconfirmed with change in reporting line to Team Leader — End User Services with one

End User Technology Engineer 4 . .
role reporting to Delivery Lead - Workspace
Enterprise Architect 1 Reconfirmed with change in reporting line to Manager = Digital Planning & Standards
. . . Reconfirmed with a title change to Information,Architect and change in reporting line to
Enterprise Architect - Information 1 o ]
Manager - Digital Planning & Standards
. . . Reconfirmed with a title change to Integration Architect and change in reporting line to
Enterprise Architect - Integration 1 .
Platform Lead (Integration)
Environment Manager 1 Reconfirmed with no changes.
Graduate Trainee - Technology 3 Reconfirmed with a change inreporting line to Team Leader — End User Services
. Reconfirmed with a/change in reporting line to Team Leader — Infrastructure or Platform
Infrastructure Engineer 4
Lead
Infrastructure Product Manager 1 Reconfirmed . with a change in reporting line to Team Leader — Infrastructure
Infrastructure Specialist 4 Reconfirmed with a change in reporting line to Team Leader — Infrastructure
Lead Business Analyst 3 Reconfirmed with change in reporting line to Manager — Digital Standards and Planning
Lead Service Designer 2 Reconfirmed with change in reporting line to Manager — Digital Standards and Planning
Lead Service Desk Technician 2 Reconfirmed with change in reporting line to Team Leader — End User Services
Manager - Release and 1 Reconfirmed with change in reporting line to Manager — Value Management Office.
Environments Addition of responsibility for release activities for all data and technology solutions
Manager - Technology Partnerships . . . o . .
. . 1 Reconfirmed with change in reporting line to Manager — Enterprise Services
and Administration
Principal Information and Data 5 Reconfirmed with reconfiguration of Digital Standards and Planning team. Change in

Governance Specialist

reporting line to Manager — Digital Planning and Standards
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Role title

Number of roles

Confirmed outcome

Release and Deployment Analyst 1 Reconfirmed with no changes.
Release Manager 2 Reconfirmed with no changes.
Senior Application Support Analyst 5 Reconfirmed with one role with a change in reporting line to ‘Delivery Lead — Asset Data’
Senior Business Analyst 16 Reconfirmed with change in reporting line'tg Delivery Lead or Platform Lead
Senior Business Intelligence ) ) . A\ Q. )
8 Reconfirmed with a change in reportingline to Delivery Lead or Platform Lead
Developer
Senior Business Intelligence ) ) . o )
o 6 Reconfirmed with a change imreporting line to Delivery Lead or Platform Lead
Specialist
. Reconfirmed with a rflew position description created and mapped due to the technical
Senior Developer - Salesforce 1 o
specialist nature of goftware development.
. . Reconfirmed with ajt¢w position description created and mapped due to the technical
Senior Developer - ServiceNow 3 oo
specialist natarewof software development.
. Reconfirmed with a new position description created and mapped due to the technical
Senior Developer - Oracle eBS 1 Y 4
specialist nature of software development.
. ) . Reconfirmed with a change in reporting line to Team Leader - End User Services or
Senior End User Device Engineer 1 )
Délivery Lead — Workspace
Senior End User Technol
enfor na Liser Technology 3 Reconfirmed with a change in reporting line to Team Leader — End User Services
Engineer
. . Reconfirmed with a change in reporting line to Team Leader — Infrastructure or Platform
Senior Infrastructure Engineer 3
Lead
Senior Infrastructure Specialist 3 Reconfirmed with a change in reporting line to Team Leader — Infrastructure
. . . Reconfirmed due to the number of roles needed in the team configuration. Change in
Senior Service Designer 3 . . .
reporting line to Delivery Lead.
Senior Technology Coordinator 2 Reconfirmed with no changes.
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Role title

Number of roles

Confirmed outcome

Senior Test Automation Engineer 2 Reconfirmed with a change in reporting line to Platform lead
. . Reconfirmed with a change in reporting line to Manager —¥alue Stream or Delivery Lead
Solution Architect 7
or Platform Lead
Team Lead - Infrastructure 1 Reconfirmed with a change in reporting line to Mahager — Infrastructure and Applications
Operations and title change to Team Leader — Infrastructure,and minor change in duties.
L Reconfirmed with a change in reporting line to, Manager — Infrastructure and Application
Team Leader - Application Support 2 . i ) . o ¢ . o N
with confirmed minor changes in responsibility to include monitoring activities
. Reconfirmed with a change in reporting line to Manager — Platform and minor change in
Team Leader - Digital Workspace 1 .
duties.
Technology Change and Problem ) ) ) o )
1 Reconfirmed with a change/in reporting line to Manager — End User Services
Manager
Technology Coordinator 3 Reconfirmed with né ehanges
Reconfirmed with a change in reporting line to Team Leader — End User Services or
Technology Logistics Lead 1 ) € P €
Delivery lead
Test Analyst 5 Reconfirmed with a change in reporting line to Delivery Lead or Platform Lead
Test Automation Engineer 1 Reconfirmed with a change in reporting line to Platform Lead




Ring-fenced roles

Role title

Number
of roles

Confirmed outcome

Position Description

Business Improvement
Manager

Reduction from 8 roles to 3 roles due to the cessation of the @perational
Excellence Uplift Programme and the move to Value StreamsiChange in
reporting line to Manager - Value Stream.

Due to attrition the ring-fenced process will be 5.t0,3 roles.

Business Improvement
Manager.pdf

Change Manager

Reduction from 12 roles to 4 roles due to thetmove to Value Streams, the
accountability of the change management activities moving to CEP and
change in reporting line to Delivery Lead‘or Manager — Enterprise
Services or Manager — Value Streamy,onTeam Leader - Practice
Management.

Due to attrition the ringsfénced process will be 7 to 4 roles.

Change Manager.pdf

Principal Business Intelligence
Specialist

Reduction from 4 roles to 2 roles due to the move to more persistent
platform teams which reduce the number of senior roles required.
Change in reporting line to Manager — Digital Planning & Standards

Principal Business
Intelligence Specialist.pdf

Senior Change Manager

Reduction from 10 roles to 3 roles due to the move to Value Streams
accountability of the change management activities moving to CEP.
Change'in reporting line to Manager- Enterprise Services or Manager -
Vialue Stream or Team Leader - Practice Management.

Due to attrition the ring-fenced process will be 8 to 3 roles.

Senior Change Manager.pdf

Senior Change Trainer

Reduction from 3 roles to 1 role due to the transfer of Change Training
accountabilities to National Services and the move to persistent teams.
Change in reporting line to Team Leader - Practice Management.

Senior Change Trainer.pdf
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Role title

Number
of roles

Confirmed outcome

Position Description

Reduction from 7 to 6 roles as per the skill requirements of teams in the

Senior Developer -

eéxpected reduction of service levels.

Senior Developer - Kotahi 6 . o . )
new structure. Change in reporting line to Delivery Lead. Kotahi.pdf
) » Reduction from 3 roles to 2 as per the skill requirements of teams in the Senior Developer -
Senior Developer - Mobility 2 . o . —
new structure. Change in reporting line to Delivery Lead. Mobility.pdf
Reduction from 3 roles to 1 role due to reduction in Sehior-Management ) )
. Lo . Senior Executive
roles that these roles support. Change in reportingline to Director — )
. . . . Assistant.pdf
Senior Executive Assistant 1 Business Enablement.
Due to attrition the ring-fenced process will be 2 to 1 role.
Reduction from 12 roles to 3 roles due toa confirmed work system
where projects are an exception. €hange in reporting line to Delivery Senior Project Manager.pdf
Senior Project Manager 3 Lead.
Due to attrition the ring-feneed process will be 10 to 3 roles.
Reduction from 15 roles to 11 roles due to the move to more persistent
cross functional teamsteducing the number of senior roles required. Senior Test Analyst.pdf
Senior Test Analyst 11 Change in reporting line to Delivery Lead or Platform Lead.
Due to attrition the ring-fenced process will be 14 to 11 roles.
. . Reddction from 14 roles to 9 roles due to the confirmed work system and ) o
Service Desk Technician 9 Service Desk Technician.pdf
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Disestablished roles

Confirmed Disestablished Role Rationale

Administrator - Process Excellence

Due to the shift from functional teams to delivery teams:

Administrator - Project Management Services

Due to the shift from functional teams to delivery teams.

Advisor - Business Improvement

Due to the shift from functional teams to delivéry teams.

Advisor - Business Intelligence

Due to the shift from functional teams to'delivery teams.

Coordinator - Business Intelligence Delivery

Due to the shift from functional teaims to delivery teams

Delivery Lead — Digital

Due to the change in scope in the'\confirmed structure

Developer — Business Applications

Due to some duties to béwundertaken by the System Administrator — Portfolio and other parts of
the role no longer required in the confirmed structure.

Digital Product Manager

Due to the change(in scope in the confirmed structure

Director - Information and Intelligence

Due to the chahge in scope in the confirmed structure

Director - Organisational Improvement

Due to the change in scope in the confirmed structure

Director - Technology

Due tojthe change in scope in the confirmed structure

Manager - Applications Support

Due'to the change in scope in the confirmed structure

Manager - Business Agility

Due to the shift from functional teams to delivery teams

Manager - Business Analysis and Service Design

Due to the shift from functional teams to delivery teams

Manager - Business Operations

Due to the shift from functional teams to delivery teams

Manager - Development Practice

Due to the shift from functional teams to delivery teams

Manager - End User Services

Due to the shift from functional teams to delivery teams

Manager - Enterprise Portfolio Qffice

Due to the shift from functional teams to delivery teams

Manager - Information andData Governance

Due to the shift from functional teams to delivery teams

96




Confirmed Disestablished Role

Manager - Infrastructure Operations and Solutions

Rationale

Due to the shift from functional teams to delivery teams

Manager - Process Excellence

Due to the shift from functional teams to delivery teams

Manager - Project Management Services

Due to the shift from functional teams to delivery teams

Manager - Solution Delivery

Due to the shift from functional teams to delivery teams

Manager - Testing Practice

Due to the shift from functional teams to delivery téams

Portfolio Analyst

Due to the change in scope in the confirmed structure

Practice Lead - Solution Architecture

Due to the shift from functional teams te delivery teams

Principal Advisor - Organisational Improvement

Due to the shift from functional teams'to delivery teams

Principal Advisor — Portfolio

Due to the shift from functional'teams to delivery teams

Programme Coordinator

Due to the shift from fungtional teams to delivery teams

Programme Manager

Due to the shift from functional teams to delivery teams

Project Control and Assurance Lead

Due to the shift'from functional teams to delivery teams

Project Coordinator

Due to the shift from functional teams to delivery teams

Project Manager

Due toe.the shift from functional teams to delivery teams

Scrum Master

Duetothe shift from functional teams to delivery teams

Senior Advisor - Business Improvement

Due to the shift from functional teams to delivery teams

Senior Advisor — Portfolio

Due to the shift from functional teams to delivery teams

Senior Information and Data Governance Specialist

Due to the shift from functional teams to delivery teams

Team Leader - Automation

Due to the shift from functional teams to delivery teams

Team Leader - Business Analysis and'Service Design

Due to the shift from functional teams to delivery teams

Team Leader - Business Improveément

Due to the shift from functional teams to delivery teams

Team Leader - Business Intelligence

Due to the shift from functional teams to delivery teams
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Confirmed Disestablished Role Rationale

Team Leader - Business Intelligence Data Engineering

Due to the shift from functional teams to delivery teams

Team Leader - Change Enablement

Due to the shift from functional teams to delivery teams

Team Leader - Development Practice

Due to the shift from functional teams to delivery teams

Team Leader - Development Practice - Integration

Due to the shift from functional teams to delivery teams

Team Leader - End User Technology

Due to combining the Team Leader Service DeSkiand Team Leader End User Technology role

accountabilities.

Team Leader - Project Management Services

Due to the shift from functional teams:to delivery teams

Team Leader — Service Desk

Due to combining the Team Leader Service Desk and Team Leader End User Technology role

accountabilities.

Team Leader - Testing Practice

Due to the shift from functional teams to delivery teams

Technical Lead - Testing Practice

Due to the shift from functional teams to delivery teams
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Vacant Roles - Removed

Number of
Role . Impact
vacancies
Administrator - Business Analysis and 1 Removed
Service Design
Application Support Analyst 1 Removed
Business Analyst 1 Removed
Change Trainer 3 Removed
Chief Architect 1 Removed
GIS Developer 1 Removed
Manager - Business Intelligence 1 Removed
Manager - Change Enablement 1 Removed
Manager — Digital Strategy 1 Removed
Manager - Information and Intelligence 1 Removed
Delivery
Portfolio Demand Planner 2 Removed
Principal Information and Data 1 Removed
Governance Specialist
Project Control and Assurance Lead 1 Removed
Project Coordinator 7 Removed
Project Manager 4 Removed
Senior Advisor — Portfolio 1 Removed
Senior Agile Coach 2 Removed
Senior Application Support Analyst 1 Removed
Service Designer 1 Removed
Team Leader - Business Analysis and 1 Removed
Service Design
Team Leader - Project Management 3 Removed

Services
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Number of

Role :
vacancies
Team Leader - Service Desk 1 Removed
Team Leader - Service Delivery 1 Removed

Confirmed new roles and available vacancies

New roles and vacancies available for affected people to apply for through the Expression of Interest (Eol) process. All new roles have been evaluated in line
with our job evaluation process by our external partner Korn Ferry.

Role title Number Confirmed Position Description Confirmed Sizing
of roles
New-roles
Delivery Coordinator 3 Delivery Coordinatefpef 14
Delivery Lead 14 Delivery Leadspudf S3
Developer — Integration 1 Developer - lategration.pdf 16
Senior Developer - Integration 1 Senior D€VYeloper - Integration.pdf 17
Director - Business Enablement 1 Diregtox ~“Business Enablement.pdf 22
Manager - Digital Planning & Standards 1 Mahager - Digital Planning & Standards.pdf S4
Manager - End User Services 1 Manager - End User Services.pdf S3
Manager - Enterprise Services 1 Manager - Enterprise Services.pdf S7
Manager - Infrastructure & Applications 1 Manager - Infrastructure and Applications.pdf S3
Manager — Platform 1 Manager - Platform.pdf S5
Manager - Value Management Office 1 Manager - Value Management Office.pdf S6
Manager - Value Stream 3 Manager - Value Stream.pdf S5
Platform Lead 6 Platform Lead.pdf S2
Portfolio Analyst 2 Portfolio Analyst.pdf 16
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Role title Confirmed Position Description Confirmed Sizing
Practice Lead 5 Practice Lead.pdf 17
Product Owner 5 Product Owner.pdf S1
Release Train Engineer 4 Release Train Engineer.pdf 17
Senior Portfolio Analyst 1 Senior Portfolio Analyst.pdf 17
System Administrator - Portfolio 1 System Administrator - Portfolio.pdf 14
System Administrator - ServiceNow 1 System Administrator - ServiceNow.pdf 14
Team Leader - End User Services 3 Team Leader - End User Services.pdf 17
Team Leader — Portfolio 1 Team Leader - Portfolio.pdf S3
Team Leader - Practice Management 1 Team Leader - Practice Managementgpdf S3
Vacant positions
Application Monitoring Specialist 1 Application Monitoring SpeaialistYpdf 17
Application Support Analyst 1 Application Support Analystypdf 15
Developer — Salesforce 2 Developer - Salesforce pdf 16
Developer — ServiceNow 3 Developer - ServideNow.pdf 16
End User Technology Engineer 3 End User Techndlogy Engineer .pdf 15
Enterprise Architect 1 Enterprise Architéct .pdf S3
Information Architect 1 Information Architect -.pdf S3
Infrastructure Engineer 1 Infrastcu€ture Engineer.pdf 16
Release and Deployment Analyst 2 Rélease and Deployment Analyst.pdf 15
Senior Business Intelligence Developer 2 Senior Business Intelligence Developer .pdf 17
Senior Business Intelligence Specialist 2 Seénior Business Intelligence Specialist .pdf S2
Senior End User Technology Engineer 1 Senior End User Technology Engineer.pdf 16
Solution Architect 3 Solution Architect - PGC.pdf S2
Team Leader — Infrastructure 1 Team Leader - Infrastructure.pdf S1
Technology Logistics Lead 1 Technology Logistics Lead.pdf 15
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Timeline

The below table shows a high-level timeline of the key activities and dates in the change process. We
are currently at the step of final decisions on the Continuous Delivery Change proposal.

I

Final decisions communicated 15 August 2024
Expression of interest (EOI) and ring-fenced selection processes 15 August 2024
commence

Applications close for voluntary redundancy 22 August 2024
Closing date for ring-fenced selection process submissions 22 August 2024
Closing date for Expressions of Interest applications 29 August 2024

Outcomes of selection processes (ring-fenced outcomes will be notified Erom 26 August 2024

first)
Notice of redundancy 30 September 2024
New structure effective 30 October 2024

Confirmed Selection Precess Information

Now that final decisions on the confirmed structure have been made, the process to fill positions will
begin. The purpose of includingthis,section in the final decision document is to provide a reminder of
the key information you may wish to refer to related to the process to fill positions.

Changes will be implemented in accordance with employment agreements and other related policies
and procedures that formyour obligations as a good employer — see Change Management Procedures
(H-126) and the_Change Management Policy (SH-POL-110). The process aligns with our commitment to
treat people with kindness, openness, and respect, in line with our values.

When considering change that might have an impact on people, the aim is to retain employees within
Kainga Ora wherever possible.

What does ‘affected’ person mean?

People become affected by a change process if their role is either disestablished or impacted by a ring-
fenced process. A ring-fenced process means there are fewer roles required in the new structure and
these people will have priority for the available roles as an affected person. In addition, only affected
people will be eligible to participate in the redeployment Expression of Interest (Eol) process.



What does ‘reconfirmed’ mean?

Where a person can continue in the same or similar position following a change process, they are
described as being reconfirmed to a position. A person who is reconfirmed is not affected, but their
position may have some minor changes such as:

e Achange in position title

e Achange in reporting line

e Anupdated position description

Ring-fenced Selection Process
What is a ring-fenced selection process?

Where there is a group of people whose positions would have been reconfirmed, except for the fact
that there are more people than positions within the new structure (i.e. a reduetionin number of the
same role), these people would be placed in a ring-fenced selection processsin which the available
positions will be ring-fenced for those people only.

Who will participate in a ring-fenced selection process?

Kainga Ora reserves the right to consider all eligible people forseconfirmation to a ring-fenced position,
irrespective of whether they choose to participate in thesselection process.

A person who is appointed to a role through a ripg-fenced selection process will be reconfirmed into
that position. People who are not selected foratole in a ring-fenced selection process will be deemed to
be in a disestablished position and will then™be eonsidered for other redeployment options (including
participation in the Expression of Interestiprogess set out below) or will be entitled to redundancy
compensation if no redeployment option is identified.

The following ring-fenced selection,process is confirmed:

e The selection critéria,will be based on the skills, knowledge and experience required for the role
as detailed in the,What you’ll need section of the relevant Position Description.

o A selection{panel will be formed to make selection decisions. The selection panel will have a
minimum of two members. Where possible, the selection panel will consist of the current
People Leader/s and the one up People Leader and will be supported by a representative of the
People team. The composition of the selection panel will be confirmed in advance of the
Selection process commencing.

e «/A paper-based selection process will be used to arrive at selection decisions.

® People participating in a ring-fenced selection process will have the opportunity to provide
information to the selection panel regarding each of the selection criteria.

o If presenting your information in written format presents challenges for you, we are
open to considering receiving the information you wish to provide in an alternative
format such as audio or video.

e Arating scale (1 to 5) will be used by selection panel members to assess candidates against the
selection criteria.
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e Feedback will be provided to all people who are unsuccessful.
o Affected people will receive support to help them work through this process.

Further details regarding how to participate in the ring-fenced selection process will be provided to
relevant affected people following communication of the final decisions.

Redeployment Process

What is redeployment?

Redeployment is where an affected employee is placed into a suitable alternative position which’allows
their permanent employment to continue, therefore avoiding a redundancy situation. An alternative
position is ‘suitable’ if:

e aperson is capable of undertaking its duties and responsibilities, following s@me reasonable
training if required, and

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

e the person agrees to accept the position as an alternative to redundancy when it is offered to
them by Kainga Ora.

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

What roles will be available for people to expiess an interest in?

The list of roles that are now available for people to express an interest in being redeployed into can be
found in the table titled Confirmed new roles‘and available vacancies which is located in the Confirmed
roles and impacts section.

What happens if | am not redeployed to a position through the Expression of Interest process?

Affected people who havelnoet been successfully redeployed, or offered a suitable alternative position,
may have the opportunity to apply for other positions within Kainga Ora during their notice period. If
redeployment to‘a suitable alternative position is not possible, then redundancy will take effect from
the notified date

The following Expression of Interest process is confirmed for redeployment:

Thefollowing Expression of Interest (Eol) process applies for any affected employees as a part of the
Continuous Delivery final decisions and for affected employees as a part of the National Services —
Customer Experience and Practice final decisions:

e Through an Expression of Interest (Eol) process, affected people will indicate which position/s

they are interested in, rank their position preference, and provide an up-to-date CV.
o Affected people should complete the Microsoft form to submit their expression of interest.
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o If presenting your information in written format presents challenges for you, we are
open to considering receiving the information you wish to provide in an alternative
format such as audio or video. This will be assessed on a case-by-case basis.

e The selection criteria will be based on the skills, knowledge and experience required for the role
as detailed in the What you’ll need section of the relevant position description.

o All Expression of Interest (Eol) applications will be reviewed by a selection panel. The selection
panel will have a minimum of two members. Where possible, the selection panel will consist of
the relevant People Leader/s and the one up People Leader and will be supported by a
representative of the People team. The composition of the selection panel will be confirmed in
advance of the selection process commencing.

e If needed, a shortlisting process may apply to determine a shortlist of candidates who"are able
to be taken through to an interview process. Shortlisting will be assessed against the selection
criteria for the position/s, based on the information provided in the Eol.

e If a person expresses an interest in more than one position, it may be possible for them to
attend one interview — this will be assessed on a case-by-case basis.

e Avrating scale (1 to 5) will be used by the selection panel to assess candidates against the
selection criteria.

e Feedback will be provided to all people who are unsuccessful.

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

o If redeployment or a suitable alternative position,is notpossible, then redundancy will take
effect from the notified date.

Further details regarding how to participate in the expjession of interest (Eol) process will be provided
to affected people following communication of the final decisions.

Process for Assigning Pegpleto Teams

Where applicable, following.completion of the selection processes the process of assigning people to
teams will take place, Qur priority is to redeploy people wherever possible into permanent positions.

People will,be asked to rank their preference in terms of the specific team or Value Stream they would
prefer to be placed in. When assigning people to teams, relevant People Leaders will consider candidate
preferenee, individual skills, knowledge and experience, and overall team composition. Please note, it is
not poessible to guarantee that peoples preferences will be able to be accommodated.

Participation in the Expression of Interest process resulting from the Customer
Experience and Practice change process

As mentioned in the earlier change proposal document, whilst the People, Governance and Capability
group has been developing this proposal, other business groups have also been identifying opportunities
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to enable greater effectiveness and increase efficiency. Consequently, alongside this proposal for
change process, members of the Customer Experience and Practice group in National Services are
participating in a separate change process.

Roles created as an outcome of the Customer Experience and Practice (CEP) change process may be
suitable alternative positions for people whose roles have been disestablished though the Continuous
Delivery change process to express an interest in. Likewise, roles created as an outcome of the
Continuous Delivery change process may be suitable alternative positions for people within Customer
Experience and Practice whose roles have been disestablished through their change process to express
an interest in.

The Expression of Interest process for CEP is underway and applications closed on 22 July 2024. We
have several of our people participating in this process. People affected by the CEP changeunay also
participate in the Continuous Delivery EOI process.

Transition Next Steps

In parallel with the selection processes, the following transition/activities will be undertaken to ensure a
smooth transition to the Continuous Delivery model. Transitioh, ptanning covers the following:

1. People transition into a new way of working
2. In-flight work transition
3. Prioritisation and planning process

1. People Transition

A comprehensive, targeted training and“onboarding programme has been developed, will be finalised
within the next couple of weeks,'and an implementation plan for all people confirmed into roles in the
new structure will be developed. The following onboarding modules / learning packs will be available
and delivered as people aré donfirmed into roles after the selection processes have been completed:

e Foundational Continuous Delivery

e Goyernance Forums

o Wider business stakeholders

o (People Leaders within Business Enablement
e_~Value Stream teams

e, Value Management Office

2. Work transition

Transition planning is underway for all in-flight projects. This will be worked through on a case-by-case
basis to acknowledge that different projects are at different stages. Several opportunities available to us
to ensure continuity and transitioning for each project could see a combination of each of the following:
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e Complete as a project before people transition to new teams
e Distribute work to the appropriate team in the new structure
e Any other identified option

Work will be transitioned according to the individual plan when the new structure is effective.

3. Prioritisation and planning process

The prioritisation and planning process is currently being tested and refined with senior leaders —this is
the process where the Business Enablement directorate works closely with the wider business'to make
decisions on when and how work travels through the Continuous Delivery work system.Fusther
refinement workshops are planned to occur during the first two weeks of selection processes and will
become part of the onboarding programme.

Voluntary Redundancy

Who is eligible for voluntary redundancy?

As part of the PGC Realignment Project, any membeft of aniimpacted PGC team will have the option to
request voluntary redundancy through an application process. For the purposes of this change process
this means any member of the Technology, Information and Intelligence and Organisational
Improvement teams.

When can voluntary redundancy be applied for?

For a limited time, you will have'the,option to request voluntary redundancy through an application
process. Applications for vo untary redundancy must be received no later than 5pm, Thursday 22
August 2024. Applicationsneed to close at this time to provide sufficient certainty as to who will be
participating in the selectjon processes.

How can | apply.for.voluntary redundancy?

Applicatiens.for voluntary redundancy must be made using the Application for Voluntary Redundancy
Formr{available HERE). If you want to have a conversation that might be regarded as ‘sensitive’ related
to'your'personal circumstances and would prefer not to raise a question via email to
pgefrealignment@Kaingaora.govt.nz, you are welcome to contact s9(2)(a) , Senior People Partner

in confidence by email at s9(2)(a) kaingaora.govt.nz.

Does everyone who applies for voluntary redundancy have their application accepted?

All applications for voluntary redundancy will be considered carefully on a case-by-case basis and
determined at the sole discretion of Kainga Ora to maintain a balance of skills, experience and
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knowledge in the workplace. People may wish to provide relevant information about their personal
circumstances in their application. Kainga Ora will take this into account when making voluntary
redundancy decisions.

Who will assess my application for voluntary redundancy?

Voluntary redundancy applications will be assessed by the General Manager — PGC in consultation with
relevant people leader/s.

What happens if | have been accepted for voluntary redundancy and | change my mind andwwant.to
stay?

If you apply for voluntary redundancy, you will be committing yourself to taking it if yoUr application is

accepted. When a voluntary redundancy application is approved it cannot be revoked by the applicant
unless Kainga Ora expressly agrees.

Support and Further Informyation

Expression of Interest/CV support

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

e Assistance and support with updatingand reviewing CVs and with EOI applications through
FuturePath. You can sign up fernthe FuturePath workshops here.

e Self-led resources on buildifng €Vs, and interviewing are available on our Navigating Change
Atamai page - Navigating.change (sharepoint.com).

e Access to sessions fram Inland Revenue on the implications of being made redundant on Income
Tax, KiwisaveraStudent loans, Working for Families and child support. Information on how to
access these sessions has been communicated from the PGC Realignment email.

Outplacemént support

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

Information on how to access outplacement support will be provided to those with approved voluntary
redundancy applications or no redeployment options.
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Employee Assistance Programme (EAP)

We understand that change can be unsettling and want to ensure you feel supported. You have existing
support channels such as your People Leader or colleagues, but we also want to remind you that you
can access the Employee Assistance Programme (EAP) at any time. EAP Services is an independent
external company providing access to qualified and registered practitioners, including registered
counselling professionals with a minimum of five years’ experience, legal advisors who are qualified
solicitors, and budget advisors.

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

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

e The programme is voluntary and completely confidential

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

Clearhead (through Unimed)

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

Sessions must be booked via the online booking tool_hot.directly with your chosen mental health
professional, for them to be funded through UniMed. You will need your UniMed Policy ID to complete
the booking.

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

Public Service Associatian (PSA)

In addition, the PSArhave’been notified of this consultation and are available to provide advice and
assistance to theinmembers. You can reach out to PSA Delegates: Dylan Longley or Nick Brown.

Indepehélent Advice
You are welcome and entitled to seek your own independent advice, guidance and support throughout

this process. This independent advice could be from the PSA, trusted friend or whanau member or
representative/lawyer.
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Navigating Change Atamai page

We have also set up a dedicated page on Atamai called Navigating Change, which provides our people
with all the different support services available and on offer during this period. This page is being
regularly updated with information, resources and upcoming sessions to help you prepare and support
you through a period of change and uncertainty, so make sure to visit the page regularly Navigating
change (sharepoint.com).

MoneyTalks.co.nz

Confidential free budget advice can also be sourced through MoneyTalks.co.nz. The online MoneyTalks
search tool identifies budget mentor services near you.

Further questions?

Questions about the confirmed changes can be raised with your people’leader or emailed to the PGC
Realighment Team at pgc.realignment@kaingaora.govt.nz.

Where possible, we will respond to questions within,72¢hours.
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