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Overview

Background and rationale for change.

Financial viability for our ITPs is critical to supporting the Government’s plans for the future of the
sector. The sector has experienced financial challenges for some time. Concerns were raised with Te
Piakenga by the TEC in June 2024 regarding the viability of the ITP business divisions within Te
Pakenga and were required to seek specialist assistance under section 332 of the Education and
Training Act 2020. Consultants have been reviewing the finances of the ITP divisions and exploring
opportunities for sustainable viability, with the goal of establishing regionally autonomous ITPs
where possible. This work has helped shape the rationale for some of the changes outlined within
this document which highlights concerns around the need for change to ensure that we are

financially viable. LL

Z,
In response, the TEC launched the Regional Institutes of Technology and Polyﬁ:hnics (RIV) Viability

Project in July 2024 to accelerate efforts to enhance financial performance across the network.
L 4

As part of this initiative, our corporate services are under review, with‘associated information
provided in a further proposal on 26 March 2025. This reviewdims to ensure \htec aligns with
government directives, including the Minister’s May 2024 Létterof Expectatiohs, which emphasised
the importance of achieving financial sustainability across.all Te'Piikenga‘divisions. Regardless of
Wintec's future structure, our priority remains delivering value to}ea\ners industry, and
communities while maintaining sound financial p\m\’ce; to suKrt long-term success.

During the consultation period for the Corpor and Support Services proposal, of which Maori
Achievement Unit (MAU) was included, we feceived substantive feedback relating to the proposed
structure for the MAU. Following cargfu |derat|orx is feedback, a further proposal for
consultation was presented. /

The proposal and second phaseg&:onsultaﬁonivgs managed directly with the Maori Achievement
Unit (MAU) and was not |n(epded to be£haredAwith the wider Corporate and Support Services
teams. The distribution of{he'decmo\ocument is only provided to those listed in the distribution
list at the start of tpis Mr’nent

/
Period of Ongoing Chaxg
We acknowledge that Wintec and Te Piukenga have undergone a range of changes and formal
consultation protessesin recent years due to the creation and then reversal of Taraia te anamata |

Creating ourFutdres. We also appreciate that a time of uncertainty continues while we wait for
clarity on what the disestablishment of Te Pakenga will mean for Wintec.

While thefuture is uncertain, we believe the changes proposed as part of this consultation will
support the viability of Wintec and the network overall and will also support Wintec to respond to
future changes and reviews as they arise.
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Final Decisions

This section describes both the proposed changes and the final decisions to structures made
following review of feedback.

Proposal

The proposal provided for consultation proposed a new structure and changes to positions and FTE
for MAU as a result of feedback received through the recent Corporate and Support Services change
review. The proposed changes are intended to contribute to the overall financial viability of Wintec,
realise efficiencies, realign functions, and create collective leadership across MAU to effectively
deliver locally on our strategy and workplan.

Rationale for Change
The consistent rationale for change across the recent corporate service areas review, of WI&Q' AU
were originally included, and the current review for further consultation are: »
e To assist Wintec in achieving financial viability in 2025 and enat th&nancial susta'inability
of Wintec into the future. .
e To realign regional functions to divisions (e.g. property);“eonsistent mt\he’dlrechon of Te
Pikenga returning to divisional decision making.
e To improve efficiencies and alleviate dupllcatlon ofwork
e To right size the corporate service functions of: ervec tO}lng with income and operational
(delivery) size. )
o Right number. The right number\of‘roles and r§&gnment of resource to complete
business as usual (BAU) respo ilities.
o Rightroles. Having the rightiroles at the tight level of the organisation to ensure
sustainability of the of a%saﬁon.
o Right capability. Realignment gf capability that enables the delivery of the required
business unit functions andefisuring a responsive and adaptive workforce to realise
Wintec's pote:i'f%nd growth as a standalone institute of technology.

Change and ﬁnamla\uﬂahves t\date

Steps taken overthe la?.t fev&rﬁs to support Wintec's overall financial viability and right sizing of

the organisationthave incl umber of initiatives:

e Corporate and Support Services review 2025. Following the faculty staff review, corporate
and supporat(;gwices underwent a review to align our support services with the operational
(delivetry)size. The outcome of this proposal confirmed the disestablishment of 11.6 FTE, of
whi{hﬁ.ZFTE are vacant positions.

e /Staff vacancy management. Where kaimahi have left our organisation, we have a stringent
process in place to ensure that only key and/or necessary roles are approved by ELT to be
replaced, and other vacancies are held to reduce cost to the organisation through attrition.

e Faculty staff review in 2024. With the year-on-year decline of domestic and international
equivalent full-time students (EFTS) post-COVID we have recently reviewed the viability of
our programmes and the academic kaimahi needed to support the delivery of those
programmes. The outcome of this proposal confirmed 15.7FTE as disestablished, 5.6FTE of
those were vacant positions and 3.7FTE are fixed term agreements that will end on their
cessation date. The actual impact in terms of current kaimahi is 6.4FTE.

e Financial initiatives to reduce cost. We have sought several financial efficiencies across the
organisation. Previous initiatives include:
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Proposed Structure Organisation Chart

Executive Director
Pouarahi Maori

MPTT Manager

(1FTE) Kaihauti (1FTE) Kaihautd (1FTE)

Kaitthono Mahi

(SFTE) Kaiarahi (2FTE)

$ .

, 7—
Kaiawhina MPTT X D'%:r Mzori
1FTE) chievemen
( (1FTE)

No impact Significant
impact

While there has been a redlstrlbuhorfgf the‘work und%taken by the vacant Kaihaut role, feedback
received through the Corporate afhd.Support Services proposal provided a different way for us to
structure our team, provide collective leadefship across a number of roles while partnering with the
organisation and providing’trategic direction.for MAU.

(=

)

The Director Maori Achievehfent r le% established to position the Maori Achievement Unit
(MAU) for alignmeﬂyv fpotentlag\hgred services at a regional or national level. Through Taraia te
Anamata | Creating Our Futuyres, |ntec was included in a regional directorate, and two senior
Maori leaders fremthe M %g:e successful in securing regional roles within that structure.

With the shift towards becoming a standalone institution, the need for the Director of Maori
Achievement role*ha en reassessed to ensure better strategic alignment, an enabling structure
for collaboratién across the team and organisation, and financial sustainability. Feedback received
through the’Cgrporate and Support Services proposal has provided an opportunity to structure the
team différently focusing on collective leadership, strengthened partnerships, and shared strategic
direction rather than a single senior leadership appointment.

It is proposed to disestablish the Director Maori Achievement role and retain the Kaihauti position,
which holds the same strategic and operational responsibilities. Keeping this role and proceeding to
fill this vacancy provides the opportunity to better align strategic and operational support to the
organisation’s strategic pou and direction, while also strengthening specialist skills, knowledge, and
collaboration across the team and organisation.

In this context, splitting the responsibilities of the Director Maori Achievement role creates
opportunities for the Kaihautu to have a small team of Kaiarahi that enables them to focus on
specific strategic initiatives and enables Kaiarahi to lead implementation efforts. This proposal aligns
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Position FTE Proposed Description Rationale and what happens to the
Impact work the role is doing.
Kaiarahi 5.0 Minor change Change in Each Kaihautli would have a small
reporting line to | team of Kaiarahi to support the
a Kaihautd strategy and portfolio of work
position assigned to each team.
Kaihautt 2.0 Minor change Position to have | Kaihautl would have two or three
direct reports Kaiarahi reporting to them.
Decision
Following the consideration of the feedback provided, this section presents the confirmed structure
and associated decisions regarding any changes made from feedback receiv;d; QtL

We thank you for your submissions and consideration of our proposal. Your fgedback has‘provided
us with valuable insights and suggestions to inform structure decisions&ecﬁon gritﬁria and

processes, and position descriptions. :

It is important to note that this decision is in no way reﬂectlve\of the performance or dedication of
our kaimahi in the impacted position/s. Our decisions hang en made with our change principles
and values at the forefront and our ability to become &fin aIIy wable stand-alone institute.

Overall, the decision has been made to conﬁnuewtbe propesal asbutlined to you on 27 March

2025.
o

The following changes have been confirmedas originally proposed:

e Disestablish the Director Mégrj'Achlevement Aition

e Retain the vacant Kaihauti posftfon

e Changein reportmg linefor Kalarahl to report across three Kaihauti

e Kaiarahi reporting ||nes;to be di§tributed across Kaihauta positions

N

The decision to disgstabli ‘the Dir}c@r Maori Achievement role and retain the Kaihauti position
will create stronger alighment with the organisation’s strategic pou and direction. It also enhances
specialist skillspknowledge,.a dllaboration across the team and wider organisation. By splitting
the responsibilities, the K;‘&autﬁ will be supported by a small team of Kaiarahi, enabling greater
focus on key strategi€ initiatives while empowering Kaiarahi to lead the implementation of actions
within specific portfolios. This strengthens our commitment to Maori achievement, Te Tiriti o
Waitangi, and thesalignment of work across the organisation.

The confirmed,structure also develops leadership capability and moves MAU towards a collective
leadership model that reflects the trust and mana placed in these roles. Through this approach, the
Kaihautli and Kaiarahi are positioned as role models for both kaimahi and akonga, fostering stronger
outcomes, deeper collaboration, and a shared commitment to excellence. Ultimately, these changes
also support Wintec’s broader journey towards financial sustainability.

Changes resulting from feedback
We have a duty to our organisation, stakeholders and partners, learners and taxpayers to manage
our finances responsibly in a manner that balances costs and efficiencies.

There have been no changes following feedback. Overall, the feedback received has been
supportive of the proposed structure and the direction for the area.
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Voluntary redundancy

In situations where a kamabhi role is confirmed disestablished, we are open to have a voluntary
redundancy conversation. In this situation, voluntary redundancy is not guaranteed. A kaimahi will
need to make an application. Applications will be treated on a case by case basis for individual
redundancies.

Should we have more people request voluntary redundancy than roles confirmed disestablished in
the situation where it has been confirmed as many too few roles, then voluntary redundancy will not
be agreed to and all kaimahi will go through the selection process. Where we have less applications
than confirmed disestablished roles, we will access on a case by case basis.

Voluntary redundancy applications are not guaranteed. We will ensure we meet our legal and
employment agreement (including Collective Employment Agreement) requirements as well as our
business operational requirements

;. O

Transition Approach </ 4
The new structure for MAU will take effect from 9 June 2025. \ N

Where positions have been disestablished, we will work with individuals and t&ms‘o transition to
the new structure and/or seek redeployment opportunities as\thed through this decision
document. With change and a new structure, managel;g\NEe expected to:

e Ensure kaimahi feel supported to transition to, the ?iew stﬂxc@re
e |dentify priorities of work within new team -
e Set clear responsibilities and expectaﬁbQifor new roles and teams
e Allow their kaimabhi to settle int roles andt K

rk together

e Spend time togetheras a team an W you \A&

This is ongoing for our leaders as(part of'our co%ous improvement and assessment of work
against our organisational strafeg&and worfpla ur responsibility will be to continue to work with
kaimahi to clarify roles and respon5|bll|t|es ahgﬁ our work for increased efficiency, consistency and
performance, as well i:ngnﬁed suﬁ\rt for our kaimahi wellbeing and organisational culture.

Once we have app‘lﬁt o the Kakéutu position, our commitment to our MAU team is to have a
planning sessioh to digcuss t portfolios of work and strategy for MAU moving forward in line with
the new structure. This wi 'Xﬁ opportunity for kaimahi to speak to their strengths and areas they
would like to develop.alongside each of the portfolio areas. This will help to determine the specific
portfolio for each K%ﬁﬁ and the Kaiarahi that would report to them.

V4
4

Page 19 of 24
Confidential decision document — Maori Achievement Unit






APPENDICES
Appendix One: Frequently Asked Questions

| need to talk to someone about this — who can | contact?
s 6(e)

/. O\Q;l/

e EAP (Employee Assistance Programme) Services on phone 0800 ,360 364, (24/7) or
email counsellingsupport@telushealth.com to arrange phonesbased counselling for you or
Visit https://findacounsellor.telushealth.com/ where you cafibrowse cliniciahs by location or
search for them by name.

e The full range of services can be found on the digital-workplaces, Employee Assistance
Programme (EAP) and Holistic Hauora options

Who can | ask to support/ represent me?

Anyone who you consider is best suited to thish, This may/be“a family member, a friend, a union
representative, a colleague, a lawyer/ advocate, The main consideration is that this is someone who
you have confidence in being there for you and being,anethér set of ears in the conversations. You
might like them to speak for you, but6ftenthey are.not active in the meetings with management but
allow you to have someone to speak t0 after and in-between meetings.

Do | need to have a support persorrwith me atimeetings?

No, you don’t. Everyoneiis’different«and’some people do feel more at ease or confident attending
their discussions with'managemention-their own and then liaising with their support people (union,
legal, family, friends)independently,

| am feeling overwhelmedy/.frustfated/ confused by this whole process. What can | do?

Let management know that this is how you are feeling so they can provide additional support and
possibly adjust our approach to allow for you to be more at ease.

You may alsgrfind that extending your support group may be helpful; perhaps consider including your
union represéntative, People and Culture or even TelusHealth (formerly known as Benestar) by
phoning 0800 360 364 or 0800 835 870 or via their website: https://findacounsellor.telushealth.com/,
who are Very experienced in supporting kaimahi through these change processes. Please review the
full range of services available to you on the Wintec digital workplace: Employee Assistance
Programme (EAP) and Holistic Hauora options

My colleagues keep asking me about what is happening — what do | say?

Only what you want to. You may prefer to say to them — “please let’s not talk about this — I'd rather
work through it myself”. Mostly they are talking to you about this because they care for you; or
possibly they are worried about their own situation. If it is upsetting or bothering you, let People and
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Culture or your manager know so we can find a way to give your colleagues more regular updates that
settles their anxiety.

No-one has spoken to me for a while — what is going on?

Usually there will be ‘silence’ because we are still in ‘discussions’ with no certainty confirmed. We
have a number of people to speak to and to avoid confusion we aim to communicate only when we
have something substantive to say.

My family / | am worried about my future without a job — what can | do?

You can talk to any of the support options listed above (see first question). Tellushealth is the ideal
option for you and members of your family to engage with. If you’d like more information about them,
please contact People and Culture or review.

Once the determination is advised and my position is made redundant, can | appeal this de‘{Lo'n?

If you consider that the determination is a breach of your employment agreemént or employment law
than you can advise us of this either informally, by communicating that you'dispute the determination
and wish to discuss this further; or formally by raising an employr&;t relatipnﬁlip problem or
personal grievance. You can find more information on what to_do in this sitt.{tior‘ from your union
representative, People and Culture or independent advisor. \ :

If my position is redundant what happens next? A\

Following communication to you of this outcome (determ?natlorﬂyo will be provided with a letter
that outlines your compensation, the support optiohs available 'od and confirmation of your notice
period. Please note that there is a two months’ period that you will be required to complete.
Consideration for an early cessation ybe available ‘f) kaimahi can demonstrate that there is
coverage of their duties and/or a ge ploymenk ortunity is available, or for extenuating

circumstances.
How will you communicate my&iundancfto&er kaimahi?

Kaimahi regularly comment that they Wwodld I|ke to know in advance of a colleagues pending finish
date so as not to be d%(r\ing yo \helr questions. Although for some kaimahi that are leaving
an organisation, théwls to do this lscreetly We ask that you give serious consideration to allowing
us to communi€ation/our ﬁﬂ date to the organisation to support the many people who would
appreciate the opportuni ewell you and acknowledge you before you leave (discreetly if you
wish). If you genuinely feel concerned about this — please speak with us and we will review your

individual needs. ‘

V4
4
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Background and rationale for change.

Financial viability for ITPs is critical to supporting the Government’s plans for the future of the sector. The
sector has experienced financial challenges for some time. Concerns were raised with Te Piikenga by the TEC
in June 2024 regarding the viability of the ITP business divisions within Te Pukenga and required it to seek
specialist assistance under section 332 of the Education and Training Act 2020. Consultants have been
reviewing the finances of the ITP divisions and exploring opportunities for sustainable viability, with the goal
of establishing regionally autonomous ITPs where possible. This work has helped shape the rationale for
some of the changes outlined within this document which highlights concerns around the need for change
to ensure that we are financially viable. More detail is outlined below as we go through the individual
rationale for change.

In response, the TEC launched the Regional Institutes of Technology and Polytechnics (RIV) Vim%roject
in July 2024 to accelerate efforts to enhance financial performance across the hetwork.

The following areas are included in this proposal:

e Centre for Business and Enterprise (CBE)
e School of Media Arts (SOMA)

The list above does not include all areas under the Group Director~Creative, Foeundation, Education, Business
and IT. The specified areas within this Group Directorate:that have be€n'selected to undergo a review at this
time are for the following reasons:

e There has been a reduction in the number of kaiako in the €entre for Business and Enterprise as part
of the 2024 change programme

e The Built Environment team is proposed to move.to SoMA

e Alignment of people and resgurcefor both/'SoMA‘and CBE

We anticipate there may be furtherreviews, and other areas may be included in those reviews as we work
towards being a stand-alon€ organisation, Any further review will align with the financial viability and
sustainability objectives for Wintéc, as_per‘our government directives.

Summary of Corffirmed Ctrangés

Impact Numbers
Number of positions confirmed disestablished 1
Number of positighs,caenfirmed minor change 50
Number of confirmied new roles 0

Further details of individual role impacts can be found in this decision pack.

Period of Ongoing Change

We acknowledge that Wintec and Te Pukenga have undergone a range of changes and formal consultation
processes in recent years due to the creation and then reversal of Taraia te anamata | Creating our Futures.
We also appreciate that a time of uncertainty continues while we wait for clarity on what the
disestablishment of Te Pikenga will mean for Wintec.
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We also appreciate that a time of uncertainty continues while we wait for clarity on what the
disestablishment of Te Pilkenga will mean for each business division and decisions are made on stand-alone
entities and the federation.

While the future is uncertain, we believe the changes proposed as part of this consultation will support the
viability of Wintec and the network overall and will also support Wintec to respond to future changes and
reviews as they arise.

Obligations to the Charter of Te PUkenga and Te Tiriti o Waitangi
Te Pukenga is committed to ensuring its governance, management and operations give effect to Te
Tiriti o Waitangi. Te Plkenga remains committed to its charter obligations as outlined in Schedule

13 of the Education and Training Act 2020. In relation to proposed organisational changes, this

includes 3(b) to q%

“operate in a manner that ensures its regional representatives are er@ dto ak%sions about
delivery and operations that are informed by local relaﬁonships&t make_decisions that meet the

needs of their communities.” 2
@4 ggwith and remain informed

Through its national and local relationships, Te Pukenga wi

e to enga
@ iness@" ns will continue to demonstrate

they have continued to engage sufficiently with local~eemmunities at they are empowered to make

by local communities, iwi and industry on an ongoing bz

informed decisions.
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Proposals presented during consultation and rationale

Wintec needs to achieve financial viability to ensure Wintec’s sustainability to secure its future success for
our akonga, our kaimabhi, industry partners and the communities we reach. Wintec has implemented
initiatives to reduce deficit; however further changes are required.

The rationale for change across both the SoMA and CBE areas are:

e To assist Wintec in achieving financial viability in 2025 and enable the financial sustainability of
Wintec into the future.
e To improve efficiencies while maintaining an equitable workload for Team Managers across the
Group Directorate, this includes the number of direct reports for each Team Manager.
e To right size Wintec to align with income and operational (delivery) size.
o Right number. The right number of roles and realignment of resource to comp)i iness
as usual (BAU) responsibilities.
o Right roles. Having the right roles at the right level of the organisation to ensure
sustainability of the organisation.
o Right capability. Realighment of capability that enables the delivepy of the required
business unit functions and ensuring a responsive/and adaptive workforce to realise
Wintec's potential and growth as a standalonesinstitute of technglogy.

Steps taken over the last few years to support Wintec’s oyerall financial viability and right sizing of the
organisation have included several initiatives which are outlipéd in the proposal document.

Centre for Business and Enterprise pfopesal

Background and context

Team Managers in CBE manage atange of programmes from Level 3 to Level 9, covering fields related to
business administration, accounting, managémenty/architectural technology and quantity surveying. They
have responsibility for managefment and performance of kaimahi, quality and delivery of academic
programmes, relationships\with stakehélders, and management of budgets.

2024 Programme Yiability Review Change Processes for the programmes offered by CBE resulted in a
reduction of the number of occtrrenices of modules offered, enabling more cost-effective delivery of all
existing qualifications. One of the outcomes of this was a reduction of nine kaiako (8.0 FTE).

As a result of this, the twoCBE Team Managers are now together responsible for 20 kaiako (18 FTE). This
includes an addition@l six Built Environment kaiako (5.5 FTE) that were not involved in the 2024 Programme
Viability ChangefProcess.
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Final Decisions

Following the consideration of the feedback provided, this section presents the confirmed structure and
associated decisions regarding changes made from feedback received.

We thank you for your submissions and consideration of our proposal. Your feedback has provided us with
valuable insights and suggestions to inform structure decisions, selection criteria and processes, and
position descriptions.

It is important to note that this decision is in no way reflective of the performance or dedication of our
kaimabhi in the impacted position/s. Our decisions have been made with our change principles and values at
the forefront and our journey towards becoming a financially viable stand-alone institute.

Overall, the decision has been made to continue with some of the proposed changes as outlined Q%u oh
16 June 2025. The specific changes confirmed are outlined on the following pages. S

The following changes have been confirmed as originally proposed:

e The reduction of 2FTE to 1FTE Team Managers in the Centre fof Business and Enterprise

o The selection process will commence following the decisiop-as originally proposed

o The selection criteria are confirmed as originally proposed

e There will be minor reporting line changes for those in,CBE;dependent on selection process
outcome

e Built Environment will move into the School of MediaArts and there will be a reporting line change

for the team to a new Team Manager.

Changes resulting from feedback
We have a duty to our organisation, stakehglders and‘partners, learners and taxpayers to manage our
finances responsibly in a manner that balances/costs and efficiencies.

The following changes have Beefi made as‘@ result of feedback received:

o The SoMA groupings has been ¢hanged to minimise impact on Team Managers and teams. This is
outlined in the'€onfirmed structure below.
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What happens next?

Decision Process
As the decisions have now been made, we intend to:

e Meet with impacted kaimahi to advise the final decision, any impact on positions and to provide
the decision in writing

e Meet with the wider team who may be in scope but not impacted by the change to advise of the
outcome of consultation

e Undertake the redeployment, recruitment, and selection processes

e Commence redeployment conversations where positions are confirmed disestablished. A voluntary
redundancy process may be actioned

~D

Timeline following decisions
The following table summarised high-level timeline for the decision processié@nd’communication.

Table 6: Timelines

Date Action L\~ bé"

30 June — 13 July Structure finalised and decisiondocument\prepared
Decisions communicatedAvith impactedikaimahi including:
w/c 14 July - present decision decument/@and process
- individual lettersissued
- team hui
21 July 2025 Recruitment.and selection progess commences
11 August 2025 Final decisiaons post selection process (if required) confirmed and
communicated
25 August 2025 New structure effective

Redeployment and SeletiénProcess

Reduction in roles
As we have now cénfirméd the dreas where there is a reduction in roles, we will be ring-fencing the
impacted kaimahi as\outlined'injindividual letters and the impact tables above.

A selection process willfbe followed and kaimahi who fall within this process will be assessed by a panel
against selection criteria‘to’determine the best fit for the reduced number of positions.

The selection cfiteriawill be based on the requirements of the position description and is outlined in the
table below:

Kaimahi will ot need to express an interest under the selection process, as noted those identified within
the ring-fenced process have been informed. The process for selection is:

Impacted kaimahi will complete a selection form against the criteria set for this process*.

The panel will also complete the selection form. The panel for this process will consist of an
Executive Leader, Group Director, a People and Culture representative and union representative/s
(if applicable).
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Voluntary Redundancy

In situations where a kamahi’s role is confirmed disestablished, or where there is a reduction in roles
confirmed, we are open to have a voluntary redundancy (VR) conversation with those that have been
significantly impacted through this decision. However, voluntary redundancy is not guaranteed.

A kaimahi will need to make an application. Applications will be treated on a case-by-case basis. The
criteria that we will apply to the process for VR applications is:

e The impacted kaimahi can submit a request for VR to their manager by completing the VR form.
This will need to be provided to the Group Director no later than Wednesday 23 July.

e The VR form will be assessed against the confirmed selection criteria by the selection panel

o Next steps will be communicated with the individual

Should we have more people request voluntary redundancy than roles confirmed needed in the n
structure, then voluntary redundancy will not be agreed to and all kaimahi will go through the %n
process.

Where we have less applications than confirmed disestablished roles, we WIIEbsess the’appl tlons
against the criteria above on a case-by-case basis. Please note that eveﬁ\&thls |nst;nc Iuntary
redundancy is not a certainty.

’
As noted, voluntary redundancy applications are not guaranteé:l,We will ensu&we meet our legal and
employment agreement (including Collective Employment, Agr m'ent) requirements as well as our
business operational requirements. N/ N

Note: the VR application form will be provided direcl‘!gsto significantl)»pacted kaimahi.

O
Transition Approach \
The new structure for CBE and SoMA’areasyill take‘}gct from 25 August 2025.

Where positions have been dlses§b‘l|s ed, we whork with individuals and teams to transition to the new

structure and/or seek redeplgymg oppo ities as noted through this decisions document.

With change and a new/structure, man\a&e‘rs will be expected to:

’ 4

e Ensure kaimahi feel supporte;i to transition to the new structure
e Strong c:&unicaﬁonmanning

e Identify prioritiessof'work within new teams

e Setclear responsE)iI’tiés and expectations for new roles and teams
o Allow their'’kaimabhi to settle into new roles and teams

e Spenddtime together as a team and how you will work together.

Managing transition for our leaders is part of our continuous improvement and assessment of work against
our organisational strategy and workplan. Our responsibility will be to continue to work with kaimahi to
clarify roles and responsibilities, align our work for increased efficiency, consistency and performance, as
well as continued support for our kaimahi wellbeing and organisational culture.
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Where do | get support?

We acknowledge that change can be disruptive and unsettling for people. We encourage you to speak to
your leader, your support network, your union representative, People and Culture or Wellbeing and Safety
team and to support each other through this change. You are also welcome to seek independent advice.

Confidentiality and Wintec Conduct

This document is confidential. The professional responsibilities for kaimahi under the Principles of
Professional Practice apply.

Duty of care

We take our duty of care for all kaimahi seriously and recognise that change may be distressing and unsettling
for kaimahi and for their whanau. If there is any support required or any of your needs not being met,/then
please do contact your manager, People and Culture, or your union representatlve SO we can cons: Rese.
We are open to looking at how we meet individual needs in this organisational process.

Employee Assistance Programme (EAP) and Hauora Services

Wintec has a service agreement with Telushealth to provide free, independent and.confidential counselling
to all Wintec staff via our employee assistance programme (EAP). You can contact Telushealth on 0800 360
364 or 0800 835 870 or via email: counsellingsupport@telushealth.com-.

Kaimahi have the choice of contacting Telushealth or Wint€c"s,inshouse ¢ounselling team.

To access Wintec's in-house counselling services, you may eontact thém'directly on ext 8869 to make an
appointment. The services are available to you free oficharge. You'can find further information on the
digital workplace here: Employee Assistance Programme’(EAP)/and Helistic Hauora options

Please note that we fully respect you sharing your situatin with whanau or trusted colleagues. It is
important to please give consideration of others when'yeu\do this. Be mindful of the different impacts and
situations, and if your korero needs te*highlight coricerns)please be constructive and empathetic in how
you convey your message.

If you have questions, pleaseldiscuss these'with your manager or people and culture representative.
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APPENDICES

Appendix One: Frequently Asked Questions
I need to talk to someone about this — who can | contact?

e Executive Director for Teaching and Learning
o S92)a)

e Group Director for your area
o 592)a)
s 9(2)(a)

Qv

e EAP (Employee Assistance Programme) Services on phone 08’@0 360 36h¢(24/7) or

email counsellingsupport@telushealth.com to arrange phone-based, cbunselli for you or
Visit https://findacounsellor.telushealth.com/ where you can browse'c icianngoca ion or search
for them by name. /
¢ The full range of services can be found on the digital workplace: Employee Assistance Programme
(EAP) and Holistic Hauora options ,/ /" \
V 4
Who can | ask to support/ represent me? \ -

)
Anyone who you consider is best suited to this. ‘T-hﬁ\may bekfamily member, a friend, a union
representative, a colleague, a lawyer/ advocate., The,main cofisideration is that this is someone who you
have confidence in being there for you and being another sb%c ears in the conversations. You might like
them to speak for you, but often they are not ;%/e in the\meeétings with management but allow you to have
someone to speak to after and in-betweén/Mmeétings w

N
Do | need to have a support personsvi.tpme at mﬁetings?

No, you don’t. Everyone is diffe&nt and some=people do feel more at ease or confident attending their
discussions with managemention/their own and then liaising with their support people (union, legal, family,
friends) independently/” "\~ : Y

’ 4
| am feeling overwhelmed/ frustrate’d/ confused by this whole process. What can | do?

Let management know that thi?ﬁ how you are feeling so they can provide additional support and possibly
adjust our approach to a'rl:m‘ for you to be more at ease.

You may also find that ex?ending your support group may be helpful; perhaps consider including your union
representative; :&e and Culture or even TelusHealth (formerly known as Benestar) by phoning 0800 360
364 or 0800835 870 or via their website: https://findacounsellor.telushealth.com/, who are very
experienced insupporting kaimahi through these change processes. Please review the full range of services
available to you on the Wintec digital workplace: Employee Assistance Programme (EAP) and Holistic Hauora

options

My colleagues keep asking me about what is happening — what do | say?

Only what you want to. You may prefer to say to them — “please let’s not talk about this — I'd rather work
through it myself”. Mostly they are talking to you about this because they care for you; or possibly they are

Page 29 of 39
Decision document — CBE and SoMA
This document contains information that is confidential. Some information may be subject to legal privilege. Do not photocopy or
distribute this information.



worried about their own situation. If it is upsetting or bothering you, let People and Culture or your manager
know so we can find a way to give your colleagues more regular updates that settles their anxiety.

No-one has spoken to me for a while — what is going on?

Usually there will be ‘silence’ because we are still in ‘discussions’ with no certainty confirmed. We have a
number of people to speak to and to avoid confusion we aim to communicate only when we have something
substantive to say.

My family / | am worried about my future without a job — what can | do?

You can talk to any of the support options listed above (see first question). Tellushealth is the ideal option
for you and members of your family to engage with. If you’d like more information about them, please
contact People and Culture or review.

Once the determination is advised and my position is made redundant, can | appeal this decisi«Q-)
7

If you consider that the determination is a breach of your employment agreemenfgr employmeént law than
you can advise us of this either informally, by communicating that you dispute,the determination and wish
to discuss this further; or formally by raising an employment relationship‘problem or pe&knal grievance. You
can find more information on what to do in this situation from your uni:r\iKrepresen{ative, People and Culture
or independent advisor. ’, o

y 4 \
V4
If my position is redundant what happens next? \ 4

=
Following communication to you of this outcome (dzieggation) ou\m be provided with a letter that
outlines your compensation, the support options available to you“and-€onfirmation of your notice period.
Please note that there is a two months’ period tha:‘:s.l will be required to complete. Consideration for an
early cessation may be available if kaimahi emonstrate|that there is coverage of their duties and/or a
new employment opportunity is available;orfor xtenua%gcircumstances.

’ 4
How will you communicate my redtﬁd oy to othe‘;la.imahi?

Kaimahi regularly comment that t&y would Jike thnow in advance of a colleagues pending finish date so as
not to be disturbing you witlftheir quesﬁ‘g Although for some kaimahi that are leaving an organisation,
they wish to do this disgreetly.' e a;l%t you give serious consideration to allowing us to communication
your finish date to the€ organisation to,stpport the many people who would appreciate the opportunity to
farewell you and acknowlédge you before you leave (discreetly if you wish). If you genuinely feel concerned
about this — pleas&

eak with'us.and we will review your individual needs.

o~

X

LN
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Appendix Three: Position Description

There are no proposed changes to the Team Manager position description. The current Team Manager PD
is attached for reference only as part of this decision.

Kaiwhakahaere Ropu | Team Manager
Kaupapa | Purpose

The Team Manager will guide the strategic direction and currency of their team through industry
connections and leadership skills. A quality learning environment for akonga W||l be provided b

the day-to-day academic and business activities of the team of academic staf'f/kalmahl an ené ring all
resources are in place. A strong team environment will be provided by coach}g, supp ndg'a} guiding
kaimahi to achieve and to develop their professional capability. It is imgéqtive thatpr:)&ctive working

relationships within the Group and across Wintec are created to eﬁyre producﬁlity i€’ maximised.
/

V4
V 4

Reports to: Group Director \
Team: Wintec Q\ \

Remuneration: IEA Band 7 ($105,400 - $138,400 per\almum)\

Date: July 2024 O D \
’ 4

\;.)\ ) \".L
Nga mahi | Do </ \

V4
4 g

o
o Effectively lead $taff to ensure anﬁaged, high performing and flexible team.
e Deliver succ&ul akonga gu\tcofnes by providing leadership and management in teaching
quality, research (if.appropriate) and effective programme management.
e Effectively mapage huc?gets, quality and risk within areas of responsibility.

. SuccessfulIyNding and maintaining relationships with all key stakeholders.

Effective Team Management

e Creates a positive environment in which staff are motivated, innovative, and contribute to
effective change;

e Promotes a customer service culture and secures kaimahi commitment to the process;
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Provides the team with a clear sense of direction by communicating goals, directions, and
strategies for Wintec and for the Group regularly;

Ensures Group Director receives regular feedback on team and programme performance;
Establishes performance and/or development goals for all kaimahi;

Effectively manages kaimahi and team performance;

Actively seeks to improve skills and talents of kaimahi;

Manages recruitment, selection and induction processes to ensure the development of a high
performing team;

Staff understand the relationship between the programmes and the Groups business plan and
Wintec’s strategic priorities; Q‘)
Objectives are clearly defined, and key goals are cascaded effectively |nto thé team s K%s
Performance is monitored against goals to achieve specified outcomes &
Performance is evaluated as part of the My Plan process;

Capability development needs are identified, and the req»ir/e,ddevelopme‘t opportunities are
provided; \ 4 N

Coaching, training and constructive feedback is pw to ad re.%}rformance concerns;
Kaimahi are mentored in teaching delivery in a eollegial and supportive way;

Expectations are established for new st nd mentorir??js\provided;

Wintec’s requirements for new staff'are completed, including ATTPS5, onboarding programme,

Group induction. Q.)\ \‘L
A

Leadership / / &

e
Ensures programm'es are'aligned}(h Wintec's strategic priorities and delivery meets required
4

quality and oGtcomes >

Ensures effe& deIiverya'the Groups responsibilities for cross organisational academic and
related administrati’v‘e activities;

Ensures resp%siven\ess to and congruence with organisational requirements;

Ensures programme related Group processes are effective, efficient and responsive to akonga
needs;

Serves as a role model and mentor for kaimahi, demonstrating Wintec values;

Provides sound advice, encouragement, guidance and support for kaimahi;

Continually drives to achieve high levels of performance for self and others;

Clear priorities are established, timetables and activities are scheduled, and performance is

monitored against goals;
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e Organisational requirements are met for key activities, e.g. completions, results;
e Academic and administrative student processes (e.g. complaints student forums, appeals,

results etc.) are effective, timely and accurate.

Teaching Quality and Research

e Leads the teaching team to ensure the quality of teaching on all programmes meets Wintec and
TEC expectations;

e Models quality teaching practices when teaching;

e Teaches in specific circumstance to meet Group needs such as teaching in specialist disciplirQ3
relief teaching or other special circumstances; "

e Works collegially to enable and support akonga to achieve successful oﬂgmé. Leads’N .
develops kaimahi to ensure teaching quality;

/
e Leads the overall research plan for the programme/s (if this isfipt done by a Research Leader or

other role); S/ \ \

e Ifthere is a Research Leader: Assists the Research Leaderwith sup@ng staff undertaking

research; “\ \

e Teaching quality is monitored and feedback frchstudents and kaimahi is reflected in the

delivery of the programme; R ‘\

e Kaimahi are aware of and competéent in meetingikok learning support/academic advisory

needs; “.)\ \

e Teaching skills are modg&lsd d teaq{nsgutechnologies, subject knowledge, industry experience
: . &4 Y
and supportive anq |nsp|r'z-.\t|onal %aw

9
ensure teaching outcomes are met;

rs are used in the teaching quality framework to

o Teachingis L&ertaken where réquired on appropriate programmes;
e Kaimahi are mentored and supported in research;

S
e Research activities are’'monitored against goals;

e Research pri&es are aligned with teaching requirements.

Allocation of Resources

e Ensures appropriate resources are available and used effectively and efficiently, including
kaimahi time, rooms, skills etc;

e Effectively manages the budget for the programme’s cost centre;
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e Resources (including kaimahi) are available and allocated effectively and outcomes are

monitored.

Building and Maintaining Relationships

e Establishes and maintains relationships with internal and external stakeholders at all levels;

e Ensures effective and supportive relationships with akonga;

e Relationships with employers enable opportunities for kaimahi secondments in industry and
akonga work placements;

e Learning requirements are monitored and support is provided where required;

¢ Regular feedback is requested from akonga and reflected in the delivery of the programr@Q‘)
l\ .

e Significant hazards in the area of responsibility are identified/documented and reviewed

Vs
NG
Health, Safety and Wellbeing &
/\ p,

annually or as new hazards emerge; ’/ ,’ \

e Significant hazards are eliminated, isolated and/or rigk mini ised,'\‘

e Staff in the area of responsibility are involved in M\zard ma&gement process;

e Relevant health and safety training is identiﬁech)nd completed for key staff and those with
specific job/training requirements; R ‘\

e Work accidents and incidents are rep\o}ted as se’izkossible after occurrence; investigation
reports are completed and rec&h.rp}ndation\considered.

»
4

Wintec culture 2 , \ V

e Observes Wintec's mission) strategies, priorities and values in all activities;
e Follows all Wintec and Te ?ﬂkenga’s policies and procedures and legislative obligations;

o~
e Demonstrates an undefstanding and commitment to the principles of the Treaty of Waitangi and
w

Equal Emplo?nt Opportunities (EEO);

e Demonstrates an understanding of and commitment to Wintec | Te Plkenga mission, strategies,
priorities and values;

e Promotes equity and diversity in the workplace; builds mutual trust; and treats kaimahi
equitably, transparently, fairly and in a culturally appropriate manner;

e Undertakes continuous improvement and development of systems, procedures and service to
ensure Wintec maintains and develops its position as a leading provider of vocational education
and training.
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Other duties

e Performs other duties as may be reasonably required from time to time.

Demonstrate commitment to:

Te Tiriti o Waitangi. Through our developing understanding of our obligations and our connection with Te

Tiriti o Waitangi as both individuals and as an organisation.

Akonga at the Centre. Through prioritising the experience, wellbeing, and success of our akonga in dur

decision-making process. ), Q‘)

s
Equity. Through recognition, empowerment, and inclusion we can give greal‘g\acknfowled ent of the

unmet needs of Maori, Pacific and disabled akonga and their whanau. ,\ &
4

Vocational Education and Training Excellence. Through quality plé\gg»ion for all.akongd, meeting the
regional needs of employers and communities. ,/ P \
\ N
\ ~\
& S Vi
Pikenga | Have \)

Education/training ) ‘\ \
,

e Relevant tertiary qualification inﬁu.b'y}t related\discipline/s;

e Position-specific industry/or professionalbody qualification/certification;

e Current certification, license r regist\ra applicable to the position.

e Demonstrated relev'aht'ex;eriené inthe industry field or sector;

e Experience in‘developing and\eading others generally and specifically in relation to quality teaching
practices, and/or res’eé-)rch, and teaching technologies.

e Leadership - )

e Ability to be iﬁw/ative, to question the status quo and to adapt to changing circumstances;

o Ability tosprévide the team with a clear sense of direction (interpreting Wintec mission, values and
strategie.priorities into meaningful school/centre context and objectives);

e Highly developed coaching and feedback skills;

e Managing Ability to set clearly defined goals that link from school/centre business plans down to

individual performance plans;

e Demonstrated ability to monitor performance against goals and take correct action where required;
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e Knowledge, awareness and skill in a range of academic and administrative functions, including financial
and HR; takes into account all different functions in managing their area of responsibility;

e Proactive and self-starting; takes actions to achieve favourable outcomes for the organisation, seeks
opportunities to take action, and actively influences events;

o Delegation Demonstrated ability to delegate responsibility to appropriate staff; giving others latitude to
exercise their own initiative;

e Able to exercise judgement in problem solving. Demonstrated ability to recognise problems or issues,
and to take appropriate action;

e Communication Highly developed interpersonal and relationship skills;

¢ Demonstrated ability to build and maintain productive relationships; Q-)

/
o Demonstrated ability to work with colleagues and direct reports to resolve |ss0es and rpﬁiyeed

outcomes; &
ili i i i t all leyels

e Demonstrated ability to communicate effectively with all stakeholder

e Technologies Able to use Microsoft Outlook, intranet and c;he,réommunlc tion tools confidently;

e Microsoft Word, Excel and PowerPoint to intermediate leNAblllty t\ada}new and emerging
technologies to enable and support problem-solving ar‘;nnova on?

e Health & Safety Demonstrates knowledge of health'and safety requirements and responsibilities

“&

Waiaro | Be Q_) \

relevant to the position.

L
Authentic and Inclusive: Promdte/an envir ent of inclusion and authenticity, where all contributions are
valued. Be courageousto disrupt ineqt&s for all, including Maori, Pacific and disabled peoples. Hold the

’ 4
conviction that meaningful partnershlps with Maori/iwi will contribute to progress for all.

P
Connected: Integrate wa’ic:ra-sustainable thinking into your everyday mahi, meeting the needs of the
present, without comproTiing our ability to meet our needs for the future. Embrace the

interconnectednes%f environmental, social, economic and cultural wellbeing.

Collective: Seek progress over perfection, moving forward with aroha, empathy and persistence. Maintain a
focus on restilts and delivery to build a sustainable, world class, vocational education and training network.
Lean into transformation, challenge the status quo and choose courage over comfort to create better

results for Wintec | Te Plilkenga, employers, akonga and their whanau.
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Self-awareness: Navigate yourself, and lead others through change with confidence, understanding how to
create the conditions you and others need to thrive. Demonstrate humility, be reflective and self-aware,

always seeking to grow personally and as a leader.

Ako: Hold lifelong learning as vital in connection, hauora, and continuous improvement both personally and
professionally. No matter your role, recognise your mahi contributes to making a positive difference for our
akonga and their whanau, and their ability to create thriving communities. Recognise Te Tiriti o Waitangi as

a powerful mechanism for taking positive action in Aotearoa, and a pathway to achieve equity for all.

Mana tangata: Contribute to a connected, creative, compassionate workplace, where teams are committed
to growth, learning and achieving our shared purpose. Create a safe environment for learning anb‘A
development, in all you do, including Te Tiriti, equity, academic and professional.excellence. R@g i

/
kaimahi and whanau wellbeing are interconnected, when we support person3l\andoprofesshqgl g’Fowth we

contribute to Te Oranga/participation in society. &
/\ py

/ s

’
y 4 «
Nga Hononga Mahi | Working relationshib{' — \(

=
. _— . N
Internal: Academic Staff, Administration Staff, AdVIsgr?ﬁsultants,\gan of Faculty, Department
Managers, Directors, Heads of School/Centre Direetors, TeargM\anagers/Team Leaders/Coordinators

External: Business/Industry/Community, En:plo rs and employer groups, Government agencies, ITOs,

SAWIT, Students YaWVe \
Y

Resource delegations and respovwﬂlities:

Fi ial As per polic ,/ \
inancial: oli
P P y ‘
People: Academlc staff mcludmg casuals
& ™
S~
A
w~

X
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