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2023/24 SUMMARY

Customs Paygap Action Plan 2023/24

Where We’ve Come From...

Gender Paygap in Paybands 2018 - 2023+

C3-C5 C6-C8 Managers

2018

Maori and Ethnic Paygap 2018 - 2023

Maori Pacific Peoples Asian European Other

Through 2018 to 2023* we have seen...

- Reductions in the high level measures of Gender Paygap (GPG)

- An increase of women in Acting and Secondment roles.
- Improvement in GPG across Paybands

- Reductions in Pay Gaps for Maori and Ethnic groups

Gender Pay Gap %

20% 19.9%

15%
14.7%

10%

5%

Mean GPG

Median GPG

15.10%

11.9%

2018
Acting or Secondment roles Leadership roles
. men
B July 2022 July 2023 July 2022 July 2023
m m
B maori,

aslan, pacific
Our focus for 23/24

- Implement new initiatives focused on recruitment and career progression

- Increase awareness and understanding of the Talent g

nt pr

- Work with Group Managers to review how their group’s gender and ethnicity
representation could change

';"
éoa PSA"”

*As at July 23.

2023

“Everyone
has the right
to be paid
fairly. Cus-
toms is com-
mitted to
remove
ethnic,
gender, and
other biases
and discrimi-
nation that
undermine
this goal”

Nigel Foster
Acting DCE P&C

Et:
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1.

2.

The purpose of this report is to provide an update on the
Customs Pay Gap (PG) Action Plan for 2023/24.

To ensure that all our people and those who join Customs
have equal opportunities to develop and earn.

To eliminate pay gaps entirely over time, with the focus being
to further reduce them by 2% from October 2020 levels by
mid-2024.

We do this work because it is the right thing to do and will
lead to more fairness and equity in our workplace. It is
completely aligned to our values.

WE DO WE ARE WE VALUE
WHAT'S RIGHT GUARDIANS PEOPLE

Te Ara Tika Kaitiakitanga He Tangata

At Customs we want to eliminate pay gaps and to play a
positive role in the outcome of lifetime earnings for all staff.
Reducing the Gender Pay Gap (GPG) has been one of the
five priorities for the Minister of Customs.

Within Rautaki Mana Arai- Customs Strategy 2023-2028,
People is one of the four Strategic Priority Areas and
paying people fairly is a key focus within that area.

2%

Our Pay Gaps (PGs) work

forms a major part of our o S soas s
Inclusion and Diversity (O A T A
Strategy 2023-2026. { s }
Eliminating the Gender Pay
Gap and increasing diversity in
Customs’ workforce are key
elements of the two Focus
areas within the Strategy:
Inclusion and Gender, Maori,
and Ethnic Equity.

and Customs’ Value:

—————— This visian aligns with Te Pou Tokomanawa Principles
{ AR
oL

— Twa Focus Areas o help us atracl, retain, develop and progress all stoff ot alllevels. —

We want to create an inclusive
environment to attract and
retain the best people
regardless of gender, age,
ethnicity, or background.
Narrowing PGs is one element of our commitment to
making sure that equity and inclusivity are a core part of
our culture. We have a strong belief in creating a culture of
respect and inclusion so that people feel comfortable and
able to do their best work. We know that a diverse
workforce leads to better decision making, leadership,
problem solving, and operational outcomes. We have
gender and ethnicity representation targets for our
workforce and leaders in the Strategy.



https://www.customs.govt.nz/globalassets/documents/corporate-documents/final-id-strategy-2023-2026-fa.pdf

10.

We are committed to ensuring that everyone has equal
opportunities for recruitment, development, and promotion.
The right people for the right role based on merit. This is
regardless of differences such as gender, ethnicity, age,
disability, family status.

We are equally focused on reducing our Maori and ethnic
PGs and a number of our PG initiatives and our I&D
Strategy will assist in reducing these. They directly support
Te Pou Tokomanawa - Customs Maori Framework and
are aligned
with Papa
Pounamu
Priority Areas.

How we got here

Our approach
to reducing the
Gender Pay
Gap was
developed in
early 2018. In
July 2018 we commissioned independent work by UMR
Limited to inform our strategies.

We engaged with our Unions and jointly developed the
current Gender Pay Action Plan 2018-2020 which was
approved by CEB and jointly launched in September 2018.
The plan identified twenty-two foundation initiatives that are
now embedded and contributing to reducing Pay Gaps.
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11.

12.

13.

14.

15.

The original plan, along with data and background
references was placed on Customs Intranet (The
Longroom) and briefed all Management groups and many
ad hoc groups in late 2018 and early 2019.

In 2021 we broadened the focus from Gender to PGs for
women, Maori and ethnic groups and again placed it on the
Longroom and Customs’ external website.

We have regularly provided the Minister with updates on
metrics and actions in our Quarterly Reports over the last
four years.

Our research and development of initiatives has been
guided and informed by guidance from Te Kawa Mataaho
(TKM) via their Kia Toipoto — Public Service Action Plan
2021 — 2024. We have used The Gender Pay Principles
Nga Matapono Utu Ira Tangata — to find out more
information visit the Public Service Commission website
and search “Kia Toipoto”.

Also, as additional TKM guidance has been released this
year we have reviewed our initiatives to ensure they remain
aligned and will continue to use the guidance as it comes
out over the next year.


https://www.publicservice.govt.nz/

16. We first engaged with our three unions (Customs Officers 19.

Association, PSA and Eta) early in April 2018, to discuss
our research and potential approaches to reducing the
GPG as part of our regular six weekly Forums. This led to
specific collaborative workshops to further develop our
strategies based on the framework outlining the impacts on
staff through the employee lifecycle that have underpinned
our initiatives. We continue to engage with Unions in this
work as we develop our Action Plans and seek their
guidance.

20.

A significant reason for the size of our Gender, Maori and
ethnic PGs comes from our long tenure and history. Our
larger (77.2%) Operational Workforce in Customs was
primarily recruited at the lower ranks within the
organisation and from them grown its capability. Although
we have long been committed to equal pay, like many
public sector organisations, our intakes and the higher
levels of our organisation have had more men than women
for many years and fewer Maori, Pacific, and Asian staff.

This vertical segregation leads to managers and

17. In the last 12 months we have run
three workshops with Union and

‘I have acted up in a role successfully but when | interview | don’t perform well’

specialist pay bands
contributing the most to the

Network representatives with the _ ~Tam keen to make an impact and be noticed early’ PGs with some small
. . ‘I need more time to be really good at my job before I can apply for the next step’ .
focus on understanding the barriers | don’t see myselfin a leadership role (right now)’ impacts from the most

to increasing diversity in those
joining and progressing through

‘I want to develop in ways that let me go for promotion’

senior of the pay bands
covered by the collective

Customs. Some comments from
participants at the start of the process are in the box to the

right. 21.

18. The Asian Network’s qualitative research on
“Understanding the Impacts of Inclusive Leadership in
Customs” informed this work along
with courageous personal feedback
from participants. (See insert). This
work has contributed to new
initiatives being introduced this M EE e e
year.
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agreement.

We also have around 105 Assistant Customs Officers
(ACO) representing 7.7% of all staff. This role attracts
women due in part to the ability for some, to work part-time
hours and as a result 71.4% are currently women.
However, this role has the lowest pay band in Operations.



22.

23.

24.

25.

26.

Within the smaller Corporate workforce, we see some
occupational segregation with more women than men in
lower paid occupational groups and the opposite in some
higher paid occupational groups.

We have also seen the impact the disproportionate
representation of Pakeha within mostly senior pay bands,
has on the mean PGs after each round of across-the-board
percentage increases in salaries in previous years.

Our research has identified historical differences in starting
salaries and the likely impact of parental leave on later
levels of earnings and the GPG. Our ‘Like for Like’
analyses and changes will have reduced the current impact
of some of these impacts on staff.

Things have changed significantly in recent years, and at
entry level, we now attract and select a more balanced mix
of women and men and increasing numbers of Maori and
ethnicities. As a result, over time, representation at all
levels will change reducing the historical vertical
segregation. Overall, 50.1% of our workforce are women,
but more of our senior roles are occupied by men
contributing significantly to the GPG. (See Leadership
Levels pg. 15 later)

The Maritime Group, temporarily set up during the
pandemic to support the Maritime Border Order, increased
significantly (20%) the numbers of staff within Operations
employed on a fixed term basis. Whilst relatively equal
numbers of women and men joined the Maritime Group the
inclusion of a large number of men in the lowest pay bands
had a greater relative impact on the men’s average salary
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27.

and therefore contributed to reductions in the mean and
median GPGs in 2021 and 2022 and through to June 23
when the final group of these fixed term staff left.

As expected, as the COVID risk reduced and these
temporary staff left their fixed term employment, we have
seen increases in our PGs offsetting other improvements.
We were able to offer around 50 staff from this workforce
full time employment which has increased our Asian and
Maori representation but similarly created upward pressure
on their Pay Gaps.



Table 1.

Initiatives for 23/24

28. We have five areas of focus for our initiatives that reflect Reduce the inequfties in ____Strategies ___ Status Measures
Colour Key: Black - previous initiatives; Red - new/updated intiatives from
the ‘employee lifecycle’ framework; recruitment, promotion, Union/ELN workshops;
. . Use the Salary Comparator to inform fair and informed offers for starting Quarterly compliance check, and
career development, pay and repOI’tIng . They aim tO reduce Recruitment salaries and those on promotion. In place frequency of salary revisons
. . . . Recruiting processes updated to attract and select diverse candidates % of women, Maori and ethnic staff in
the dr|VerS Of pay gaps OUtIIned above- They are OUtIIned In informed by Include tracking by gender Customs and in leadership roles; gender
H Recruitment through the stages of recruit In progress | mix through recruitment
Table 1 ) to the rlg ht Continue to have at least 50% women on shortlists for all roles with
Recruitment widening the pool the first action. In place 100% li no. of exemptions
TTT . . Develop ‘bite size’ recruitment advice videos to support staff in
29. There are 21 initiatives that we have in place, in progress oI o e N r o T Aoy v e reparationiand provide
. . . . material for those seeking roles in conjunction with Networks, via the Report on frequency and effectiveness
or will be introduced in the next 12 months. They are in the Recruitment LS. In progress _|with metrics the
Table 1. and new additions in red are those that have been LB S DS E e LT
capability to perform. Advice/info on interviews given to candidates prior
added as a result of our workshops with Unions and Recruitment to interview. In progress _|tbd
Improve manager understanding of recruitment process responsibilities
NetWOI’kS Many a“gn W|th the K|a TOIpOtO ACt|On plan and improve capability to apply the process and make fair selection
. . Recruitment decisions. In progress |thd
eXpeCtat|0nS- (Append IX C) Educate and coach all our people on the acting and secondment policy
Recruitment and how it should be implemented. In progress  |tbd
v ere e . Active encouragement for women to take up permanent and temporary
30 Thel’e are aISO N |t|at|VeS that have now been elthel’ leadership roles via development conversations and Career Development % of women, Maori and ethnicities in
. . Promotion Board feedback In place leadership roles
Implemented or are part Of our bUSIneSS as Usual and SO Unconscious bias and gender pay material for all leaders, as well as % of leaders who have undertaken the
no longer appear in the list of current initiatives. They are romotion recrultment panets. In pIogLss _|irenin
Participant self report measures; % of
Outl | ned beIOW in Table 2 . Actively support specific development programmes e.g. Network women and ethnicities in leadership roles;
Career development e, Womens Network mentoring assistance. In place Mentoring programme Outcomes
Table 2 . Publicise and make available leadership and other development Nos. of PLWOP and part time staff on
Career development programmes to those on Parental leave and those working part time. In place courses
C I i or in place as BAU. Removed from 23/24 Table of Initiatives. KPIs for Managers developing their staff are now in the 'Inclusive % of women in each leadership level with a
Recruitment Mixed gender panels; unconscious bias training for all selection panels In place Career development Leadership' Expectation in the Performance Review Discussion process. In place development plan
All final sign offs for appointments need to show % shortlists, All People Policies reviewed for inclusion and to remove bias in line
unconscious bias training, mixed gender panels and attached salary Career development In prog Policies d
Recrui In place Demystify the intent, process, and channels of Talent Management for all
Career development staff with a view to build understanding and awareness. In progress |Numbers completing module over time
Recruitment Regulary report on repr across Groups In place Introduce ‘Quietly Powerful leadership’ sessions/modules for individuals
Career development Flexible by Default policy In place Career development and leaders. In progress |Numbers completing module over time
Pay Consideration of A Custom Officer low pay claim C Iy
Provide those who take career breaks and Customs approved study leave . . ) ) )
. Career development Promote the ‘Inclusive Leadership’ sessions for all leaders. In progress  |Numbers completing module over time
Pay based on their most recent grade In place
Check the starting salaries of those who have joined in the year for any
Pay Pay Gap differences In place Pay Conduct Like for Like Analyses across Paybands each year. In place % change in mean PG's
Regular open reporting of gender and ethnicity mix of secondment, Conduct analysis of non base remuneration and allowance earnings, and
Reporting promotions and acting appointments In place Pay compare to 2022 initial data set. in progress | % difference in non base rem earnings
Moderation of Performance Grades and One off payments with a Gender
Pay and Ethnicity lens before final decisions are determined. In place Moderation is completed
Reporting gular open ing and reporting on panel and did keup In prog Annual itoring
Regular open reporting of gender mix of all the Performance Review
Reporting Discussion outcomes and for any One Off Payments awarded. In progress |Annual monitoring

NEW ZEALAND CUSTOMS SERVICE
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Recruitment

31.

32.

33.

34.

We monitored the starting salaries for men and women in
the last 12 months as part of our research on the impact
staff joining and leaving have had in the previous month.
This now includes similar analyses for Maori, Pacific
peoples, and Asians.

In 2021 using the guidance from the TKM on Person
specifications, Job Descriptions and Recruitment
processes, we developed a programme of initiatives for
implementation over a two-year period. We have in the last
12 months completed the set-up of a Position Description
(PD) Handling process in alignment with TKM guidance.
When PDs are updated for a new recruitment process, they
are reviewed against a new PD template and inclusive
language guidelines, before being advertised.

As at the end of June 2023, 25 % percent of all current
leaders have completed unconscious bias training
specifically focused on preparation for being involved with
recruitment. In addition, all selection panel members must
have completed the modules within the 12 months prior to
being on the panel.

We have continued to use the TKM Remuneration
Guidance and human resource practices when reviewing
our policies. In the development/review of HR policies
normal process includes consultation with the Inclusion
and Diversity Council as well as Unions.

NEW ZEALAND CUSTOMS SERVICE

35.

A definition for merit, which mirrors the definition used by
TKM is now in use for recruitment process.

Performance and Pay

36.

37.

38.

As a regular part of the Performance Review process, we
again in 2023 reviewed, the proposed performance
grades and ‘one off’ payments and there were no
significant gender or ethnicity bias in the performance
ratings.

We have conducted successive analyses of other areas
where pay decisions involve discretion e.g., access to
overtime; payment of Special duties and higher duties
allowances and have seen a slight reduction in the GPG for
total remuneration from 20.1% in June 20 down to 19.2%
in June 23. (More detail in Appendix B)

We completed “Like for Like” checks on Manager and
Specialist Salaries in the last 12 months and adjusted
accordingly.

Promotion and Career development

39.

40.

Our Flexible Work policy has been updated this year and
aligned with the TKM flexible-work-by-default guidance. An
associated Hybrid
Working Training

Programme has Quick Guide: Hybrid Working

been developed Teem Chaxter S
and implemented =
for people leaders.

"85 | cusToms service

This has provided an opportunity to reset expectations
around how Flexible Work Arrangements work; the



41.

42.

43.

44,

different types available, review periods, requirements in
relation to the Employment Relations Act 2020 and
opportunity to set clear parameters.

— - /e

UNCONSCIoUS

As at the end of June 2023, 33.2%
of all Customs staff have
completed some form of
unconscious bias training (either
attended a workshop online or face
to face and/or completed an eLearning package).

KNOWLEDGE AND BIAS

Unconscious Knowledge and
Bias eLearning

As part of the last talent management process in
November 2022, 50% of women were identified as High
Potentials through the dynamic talent maps, up 11% on the
previous year.

This year we have developed and launched learning
resources that aim to increase awareness and help staff
understand how the Performance Review and
Development (PRD) and talent processes can work
effectively for staff in all stages of their career journey. The
learning resources include:

o an eLearning module that helps staff explore the

processes and likely scenarios by following the journey of
diverse personas.

o a people leaders’ follow-up workshop, designed to help

leaders get the best out of these processes for their
people.

Our Women’s Networks organised a speed mentoring
event using internal leaders as the mentors. They also
posted short articles in the Customs Longroom about
women in secondment positions, their experiences, advice,
and insights. Their mentoring programme continues to be a

NEW ZEALAND CUSTOMS SERVICE

45.

great success. Mentees have been selected for the third
year and mentors are currently being selected. Lunchtime
talks have been held to encourage discussion and thinking
about career development and opportunities women can
pursue.

Customs also had three participants in the past 12 months
on the Pacific Women’s Professional Development
Programme.

Reporting — Data Analysis and trends

46.

47.

48.

49.

We have continued to improve our data analysis capability
giving us a better understanding of the role staff joining and
leaving, promotions and pay changes have each month on
all our pay gaps. We have extended analyses to include
gender and PGs based on Total Remuneration (i.e.,
allowances and overtime payments) (see Appendix B.)

We have tracked monthly changes across the pay bands
with higher PGs i.e., Managers and Specialists and C9
Band (Advisors, Team leaders and Chief Customs
Officers).

We report quarterly on progress and initiatives to the
Customs Executive Board and the Minister.

We have examined Maori and Ethnic PGs within
Functional Groups, and this will continue to be a focus for
the coming year. (Appendix B)

Maori and ethnic pay gaps

50.

Our Te Pou Tokomanawa plan is the foundation of what we
do and how we do it. We aim to build a strong culture

10



51.

52.

where the principles of kotahitanga, kaitiakitanga and
manaakitanga are woven through all our day-to-day
activities.

It outlines a number of strategies. The strategy most
relevant to PGs is our commitment to building Maori Crown
relationship capability across Customs through the broader
public service Whainga Amorangi work programme, and to
support the revitalisation of te reo Maori through the Maihi
Karauna strategy. We are also committed to our work
being aligned to the guidance of Kia Toipoto. (Appendix 3)

We report quarterly on Maori and ethnic pay gaps. The
analyses still show the combined impact of both gender
and ethnicity (intersectionality) on pay gaps (Appendix B).
We have shared this data and trends with our Maori, Asian,
Pasifika, Rainbow, and Women’s networks representatives
in our workshops with our Unions.

Contribution to development of TKM Public Sector Wide
guidance

53.

54.

We have continued to provide input to the development of
TKM guidance and our Action Plan continues to be
recommended as one of a number for other agencies to
review on certain topics.

We have over the year separately shared information, our
salary comparator, and data with a number of public sector
agencies.

Alignment with Kia Toipoto

55.

Appendix C. outlines the status of our initiatives against the
goals of Kia Toipoto.

NEW ZEALAND CUSTOMS SERVICE

56.

S7.

58.

59.

60.

The temporary “positive” reduction in PGs resulting from
the fixed term staff brought on to enable Maritime Border
Order in 2020/22 has now gone and the expected
significant rises in both mean and median GPG and PGs
for Asian and Pacific Peoples are apparent. The impact
was the men’s overall average salary went up
comparatively more than the women’s resulting in a 1.1%
increase in the GPG in one month alone.

A combination of Public Sector Pay Adjustment (PSPA)
and ‘Like-for-Like adjustments for people in Manager and
Specialist (M&S) roles resulted in slightly higher increases
in salary for men than women. This contributed a small
(0.09%) influence on the M&S increase in the last year.

Given the unusual impacts of the fixed term Maritime
Border Order (MBO) staff in the October 2020-June 23
period the pre COVID October 2020 timeframe provides a
recent good baseline for us to monitor our progress from
here on and against which to reset our targets.

We continue to see the impact on the mean GPG of one-off
actions such as the hiring or loss of a highly paid senior
specialist and recognise the need for these to be overcome
by other organisation wide initiatives.

The importance of our initiatives and policy around both
external and recruitment into Customs becomes greater in
the current climate with larger numbers being recruited in
response to attrition and more internal movement.

11



Gender Pay Gap % - and Median

61. While cIearIy the high level indicators (Mean and 200; 18.9% ---Median GPG ---Mean GPG — Linear (Median GPG) — Linear (Mean GPG)
Median GPG and Within Payband Mean PG) are A
important, we remain mindful that were we to focus e T ,
only on those initiatives that might move the o e A 7\_?77_ __________________ A R L
percentage down, we could lose focus of the r25% e e + I S
Customs’ objective which is: to ensure that all our 00% _____ A "*;,rfki—‘fﬁ,_w
people and those who join Customs have equal . 1067 . e

opportunities to develop and earn.

5.0%

62. There have been and will be fluctuations over time. o

0.0%

Our focus is on the linear trends we see over time, Dec-17 Jun 18 Dec-18 Jun-19 Dec-19 Jun20  Nov-20 Jun-21 Dec-21 Jun-22 Dec-22 Juk23

both of which have reduced significantly since

201 8 (See Charts) Gender Pay Gap % - and Median - Maritime Border Order Staff Impact removed
22.5%

Mean and Median GPG [/“.\ ---Median GPG ---Mean GPG —Linear (Median GPG) — Linear (Mean GPG)
20.0% .19.9% s
63. Customs’ mean GPG as at 31 July 23 was 11.9%, e . ~

an increase of 2.7% from 9.2% in July 22. The 50% e — e SN T s

GPG has gradually been rising over the last 12 125% L e N S

months. We knew and noted the risks last year 100% '

that whilst the addition of the MBO staff (October .

20-December 22) assisted in reducing the mean
and median GPG through a large number of men
joining as lower paid Assistant Customs Officers o

(Maritime), this ‘positive’ dip in rates would reduce Dec-17 Jun 18 Dec18 dun-19 Dec-19 Jun-20 Nov-20 23

5.0%

25%

as the MBO staff left.

64. With high numbers of men and women leaving from the 65. The top chart shows the trend down in mean and median
lowest pay bands the impact was that the men’s overall over the last 6 years and the dip from November 20
average salary went up comparatively more than the onwards. The second chart shows the trend down were we
women’s average resulting in the increase in the GPG in to consider the Nov 20 - June 23 period unusual and

the last 12 months.

NEW ZEALAND CUSTOMS SERVICE 12



66.

removed from these from the trendlines. The trend down is
still apparent but not as significant as in chart above.

Customs’ median gender pay gap as at 31 July 23 was
15.1% and whilst lower than the 2018 baseline, when
compared to July 22 which was 9.1%, it reflects a rise of
6.0%.

Pay bands - Mean GPG

68.

Our third high level measure monitors mean GPG
comparisons within each pay band. The bands where the
GPG is below zero are those where the mean GPG is
higher for women than men. Over the last 3 years there
has been generally some reduction across most of the

bands that are above zero except for one in the last year —
67. The men’s median was similarly impacted by the exits of Managers and Specialists.

lower paid

MBO men 31-Mar-18 31-Jul-23 69. We have focused particularly on achieving reductions in
which Women 'V_ledian Pay 558,268 574,223 the Manager and Specialists and C9 bands using ‘Like for
pushed their Men_Med'an Pay 570,996 587,400 Like’ reviews of salaries and adjusting for all staff who
median Median PG% 17.9% 15.1% appear to be underpaid relative to others (based on role

salary into a higher payband increasing the median GPG. and performance).

The women’s median was impacted more by exits of

Gender Pay Gap for each Pay Band over last 5 years B 30-un-18 B 30-Jun-19 11

17.63

15.1% s
e 13.8
{ 10.3
|
40% 18 s ‘ |
L7% 2.6% 25% , . l

25
1B% 3 o
DK oo L

women paid around their median salary which also placed 70.
upward pressure on the median GPG.

In the last 12 months the mean GPG for the Managers and
Specialists has increased by 2.8%. The representation of

NEW ZEALAND CUSTOMS SERVICE 13



women in these pay bands is now 4.2% higher than last
year but currently in the lower Managers and Specialists
pay bands. Countering this, more men left at a salary
below the men’s Managers and Specialists average placing
upward pressure on the GPG for these pay bands. This
combined with a few women who left above the average

influenced by changes in the numbers of temporary Maori
and ethnic staff leaving Customs around the country as our
work under the Maritime Border Order reduced. The
majority of these positions were on lower pay bands as
were their comparators. (More detail in Appendix B).

and others joining below the women’s average Sa|ary 74. Pacific PeOpIeS1 and Asian PGs have overall trended down
combined led to the increase in the Managers and since Customs started monitoring them in June 2019
Specialists. helped by the influx of Maritime Border temporary staff of
all ethnicities mainly into lower paid some of whom moved
71. There was a favourable decrease in the GPG for the C9 into permanent roles. The PGs spiked upward as of June
pay band due to two factors with more women joining the 2023 due to the larger number of their low paid
pay band and increases in salary for those already in the comparators (Non-Pacific Peoples’ staff and non-Asian
band. staff) leaving below their mean salaries.
72. Ourincreased data analysis capability has allowed us to 75. What we can see though is that the PGs for all three
monitor and understand the relative distribution of women groups are lower than they were prior to impact of the
and men across each pay band e.g. promotion of a number Maritime staff from June 2020 onwards.
of women out of a lower pay band may reflect a number of
initiatives coming to fruition but this movement will lead to 76. ltis pleasing to see the Maori mean pay gap has reduced

more women at the lower end of the next higher pay band
and an interim increase in the GPG for that band and for
the band they have left.

even through the COVID period and is currently at its
lowest point.

Pacific peoples, Asian and Maori Mean Pay Gaps
WJun-18  WJun-19 Jun-20  ®WJun-21 Jul-22  mJul-23

Maori and Ethnic Pay gaps o 2% B

21.7%

19.2% 18.8%

9
17.2% 17.4% 16.6%
15.2% 15.5%
13.8%
12.9%
10.3% 0.4%
o .
9.0% 8.4% .
5.8%
4.7%

Pacific peoples Asian Maori

20.0%

73. Overall, there are reductions in the
mean GPG since 2018. However, 150
there are mixed outcomes within
the last year. The movements,
both positive and negative, in our
mean and median (see charts to
the right and below) pay gaps over  °*
the year have again been

10.0%

5.0%

NEW ZEALAND CUSTOMS SERVICE 14



77.

78.

79.

We have seen similar causes and
impacts on the median PG for these
three groups.

25.0%
21.9%

20.0%

17.9%

What we see is the average salaries for 1a8%
nga tane Maori and wahine Maori have

increased substantially in the last 12 100
months although higher for the men.
What we also see in contrast to last
year, are increases for Asian and Pacific  °*

women. (More in Appendix B).

15.0%

13.8%

5.0%

Pacific peoples

The work we now do to regularly map and determine the
relative impacts of those joining and leaving has helped us
better understand the changes in both mean and median
PGs in the last year.

Leadership Levels

80.

81.

There are three second level metrics we are monitoring.
They are important indicators of our development and
leadership pipelines and give us an indication of how some
of our initiatives are progressing.

We recognise that acting in roles and secondments are
critical opportunities to gain experience and confidence and
are important precursors to applying for and having
success in selection panels for leadership roles.

! Those with people reporting to them.

NEW ZEALAND CUSTOMS SERVICE

13.0%

8.6% I

82.

83.

Pacific Peoples, Asian and Maori Median Pay Gaps

mJun-18 W Jun-19 Jun-20 mJjun-21 mJul-22 mJul-23

15.9%
. 15.0%

12.7%
9
10.5% 11.3%
9.4%
4.8%
9
= . -

Asian

4.7%

2.3%

Maori
The percentage of Women

leaders' is 34.9%

currently. This is an 33.9%
increase of 1.0% on the 300%

last 12 months. This is o

above the Inclusion and 150%

Diversity (I&D) Strategy o

target for December 2023 oo

. . % Women in leadershij
of 34.0% which is '
encouraging.

% Women in Leadership P
o Jul- W Jul- o Jul-

oo 34.9%
35.0% 33.2% .

We are monitoring the ethnicity of our leaders over time as
part of our Inclusion and Diversity strategy.
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84.

The percentage of women in
acting or secondment roles

Jul-23 we have seen

% of Acting/Secondments

Senior Leadership roles. (Tiers 2 and 32)

is 55.8%, an increase of 8.4% B i icn nine 87. We are mindful of the Gender Balanced Leadership

12 months ago and has been ~ “* O —— Public sector-milestone and the expectation that Agency

trending up from 36.8% in o o levels are between 40-60% women. The percentage of

2018 when we first started 30.0% those in Senior Leadership roles is currently at 35.7%. The

monitoring. This currently o . target is to be at or higher than 40% by December 2023.

exceeds our 1&D strategy of 00 ) o ]

50% target for this goal, 88. The plan to increase the representation in tiers 2 and 3 is

Bt Aie s Bt the same approach that we are taking across all levels of

85. The % of Maori, Asian and ) the organisation to improve our diversity through the

Pacific Peoples combined in i attraction, recruitment, promotion, and career development

Acting or Secondment Roles ' \ initiatives to increase the representation in our pipelines.

is 29.8%, an increase of 5.4% i ) .

from 24.4% 12 months ago ] 89. More detailed measures are at Appendix B.

largely driven by an increase

in the number of those e O ACHNE and SeCONAMENE 1y itz s

\dentifying as Asian. e » 90. The focus for 23/24 is to focus on the new added initiatives
86. However, we looked at P F over the next 12 months:

separately, from July-18 to > Implement new initiatives focused on recruitment and career

5 I |

inconsistent trends in Maori,
Asian and Pacific Peoples
representation in Acting or
Secondment Roles. These
findings have influenced the
new initiatives developed this
year.

% of Acting and Secondments

>

progression.

o continue reviewing other agency methods.
o utilising guidance from relevant Ministries.

o further develop materials, assistance including the LMS
for all staff to help them prepare for selection.

Increase awareness and understanding of the Talent
management process.

2 Tier 2 and 3 leadership levels include the DCE'’s and those directly reporting to them.
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>

91.

92.

93.

94.

95.

Work with DCE’s and Group Managers to review how their
group’s gender and ethnicity representation across all levels
could change.

The rises in our Pay Gaps in the last 12 months to just
under pre COVID levels illustrates the impacts our
temporary MBO staff have had on our Pay Gaps in the last
2 years.

The identification of comparison points in October 2020
prior to the changes will allow us to better monitor our Pay
Gap progress.

The work done with our Networks and Unions was
significant. Our resulting new initiatives are included to
reduce our Pay Gaps through further increasing the
diversity of our workforce across all levels.

There have been improvements in a number of key
indicators in the last year across our pay gaps.

Our challenge will be to implement the new initiatives we
have developed and embed them.

NEW ZEALAND CUSTOMS SERVICE
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96. Our calculations are aligned with the Organisational gender pay gaps — measurement and Analysis guidelines® provided by TKM and
Statistics NZ.

97. We use Full-Time equivalent (FTE) instead of hourly pay to calculate a gender pay gap i.e., those working part time have their salaries
annualised.

98. We include the following pay elements in our analyses.

> Income includes Salary Payment, in lieu of benefits, Equalisation (allowance paid on top of base salary to maintain payments at a
previous level for a defined period, and which abates as the base salary increases).

> Other payments paid hourly not included: Flexibility Allowances, Market Allowance.

99. Those seconded within the organisation have only their base pay included in the calculations and without any higher duties pay
included.

Note: In the Appendices that follow there is a fair amount of data and some knowledge of the calculations outlined on this page and the
drivers of the Pay Gaps is helpful. More detail on these can be obtained by making direct contact with our Point of Contact. Scott Rennie:

Chief Advisor Workforce Planning, email: Scott Rennie

3 Stats NZ (2018). Organisational gender pay gaps: Measurement and analysis guidelines. Retrieved from www.stats.govt.nz.


mailto:scott.rennie@customs.govt.nz

Calculation of Average or Mean Gender Pay Gap

(Average of all men’s salaries — average of all women’s salaries)/ Average of all men’s salaries = % Gender Pay Gap

Median = middle value

(Median of all men’s salaries — Median of all women’s salaries)/ Median of all men’s salaries = % Gender Pay Gap

Maori and Ethnic Pay Gap Calculations

Maori Pay Gap (Maori to non-Maori):_The difference between the average salary for non-Maori employees and the average salary of Maori
employees, are expressed as a percentage of the average salary of non-Maori employees.

(Average SalaryNeMaori - Ayerage SalaryM#°r) / Average SalaryNer-Maor x 100

Asian Pay Gap (Asian to non-Asian): The difference between the average salary for non-Asian employees and the average salary of Asian
employees, are expressed as a percentage of the average salary of non-Asian employees.

(Average SalaryNonAsian _ Average Salary?s@") / Average SalaryNorAsian x 100

NEW ZEALAND CUSTOMS SERVICE 19



Average Salaries — intersectionality of gender and ethnicity Average Salary, Gender, Maori and Ethnic Groupsas at July 2023

Other vien | 5105577

100. There are differences in the salaries across all our ethnicities*5 with e tamen e

Other Men® in blue having the highest average salary and Pacific e A "1
Women the lowest. S | -5 7
Maori Men 593,168
101. What is apparent is that Maori, Asian and Pacific People’s salaries are Maori Women 578,083
mainly lower than the top three categories. Except for Asian Women, all asion women I ;020
women’s’ salaries are lower than men. asien Men I ;-0

[ - i iti pecificvien | 7
102. All averages have increased on last year, but their relative position e 75179

remains the same paciicviomen | S 5+

103. What is encouraging is that we had increases for women that identify as
Asian ($4,603 for Asian women versus $3,717 for Asian men) and
Pasifika women ($4,339 for Pasifika women versus $1,733 for Pasifika
men) that were higher than those for men. This was due primarily to the
impact of staff joining and leaving rather than changes in salaries.

Average Salary, Gender, Maori and Ethnic Groups as at July 2022

Other vien - N 5296
Other Woren | <05

104. The increase in the Maori women’s average salary ($5013) was higher European Men | 5,046
than the increase in average salaries for Asian women and Pasifika Furopean | i
women. Hormen '

Maiori Men $82,240

105. The comparatively larger increases for European men and Maori men Maori Women s73,070
were influenced by the loss of lower paid MBO staff. Asian women - | 527

Asian Men - | 570,687
pacific Men | <026
Pacific women | 7,515

4 Based now on any of three identified ethnicities.
5 The category MELAA (Middle Eastern, Latin America, Africa) was not included because the numbers are too small and may have created a risk to privacy to include.
6 Other — the category allocated when the staff member identifies an ethnicity that is not one of the ethnicities shown in the chart.
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Gender Pay Gaps across our Functional Groups

. . . Mean GPG in Each Group
106. Monitoring and understanding the causes of ;.

the mean and median GPG within our - m 2a.2% .
groups provides insight to the influence ) oo 015 20,15
occupational segregation has on our overall o D e
GPG. ltillustrates the opportunities and . ) o 11.9% 1 131%
importance of encouraging the development 0w sk gt o s
of staff at all levels within each group directly = <o I 3.8%
to the managers. 000 -
-1.7%1.4%

107. There is significant occupational segregation =~ rsex  meimee,  seder Alcwoms Weimesu Pl em&  Frence,  Rewned B Imermatons & Suateg Business
(i.e., range of roles) in the Finance e oement S e Minovaton e Development
Technology and Infrastructure group sz 23
contributing to the high mean GPG.

Increases in that group reflect specialist IT Median GPG n cach Grov

and Data Analytics staff joining along with
lower paid women in corporate service roles. "
In the Strategic Business Development . wox g

Group Data Analytics staff have joined. ar weee B R m

108. It is encouraging to see the decline in GPG I I I
across the groups that had the three highest
gaps in July 2022, however they still have
the highest GPG by Customs group.

Innovation Enforcement Jul-22 mJul-23
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109. In each of these three groups the favourable GPG results for July 2023 were helped by a combination of

o afew highly paid women starting above the women’s average salary in the group.

o some highly paid men left Customs at salaries above their respective group men’s average salaries.

110. The median chart shows the upward movement in the Customs median GPG caused by the impact of the large numbers of men and
women leaving the Maritime group.

111. The Maritime Group (which had the MBO staff) has changed significantly in the last 12 months hence the differences in their measures.

112. Comparing the median group GPGs to those 12 months ago we see falls in the median GPG for the top two groups in July 2022.
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Pay Gaps across our Functional Groups’

113. The Maori PGs across our
groups, except for one, are
comparatively low and three are
lower this year than last year.

114. The Pacific People’s PGs in
some groups are quite high but
again two are lower this year
than last year.

35.0%
30.0%
25.0%
20.0%
15.0%
10.0%

5.0%

0.0%
-5.0%

-10.0%
-15.0%

40.0%

35.0%

30.0%

25.0%

20.0%

15.0%

10.0%

5.0%

0.0%

1.8%

-3.5%
-6.1%
-9.5%

Policy Legal and
Strategy

Border Operations

16.5%

4.0%

Revenue & Assurance

5.8% 479 5.7%

Mean Maori Paygap in each group

7.7% 8.8%

6.8% 5.1% 7.0%
oe% .

Customs Intelligence, Revenue & Assurance  Maritime Group People & Capability
Investigations &
Enforcement
Jul-22 mjul-23
Mean Pacific Peoples Paygap in each group
19.2%
15.5% 15.5%
10.6%
8.0%
5.8%

Border Operations Intelligence, Investigations &

Enforcement

Pacific Peoples (Customs)

Jul-22 mJul-23

7 Where the numbers in a particular group were low and ran the risk of breach of privacy the data for that group is not presented
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Strategic Business
Development

29.2%
24.1%

11.1%

o I

Finance Technology
and Infrastructure

36.7%

23.5%

Finance Technology and Infrastructure
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115. The Asian PGs across
our Groups are
consistent and high. The
gap for Strategic and
Business Development
group is the outlier and
only four are lower than
last year.

NEW ZEALAND CUSTOMS SERVICE

25.0%

20.0%

15.0%

10.0%

0.0%

-5.0%

-10.0%

-15.0%

-7.8%
-9.3%

Strategic Business
Development

23.3%

5.9%

People & Capability

Mean Asian Paygap in each group

17.3%

15.2% 106% 17%

11.9%

7.8% 8.1%

6.7%
. . - l

International & Governance Finance Technology and Intelligence, Investigations & Border Operations

Infrastructure Enforcement

Revenue & Assurance

Jul-22 mJul-23

16.6%
13.8%

Asian (Customs)
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Representation across our Functional Groups - Staff, Managers and Median GPG

116. We are now looking closer at the representation of men and women and managers across groups. This data outlines the opportunities
to increase the diversity and reducing pay gaps in a number of groups.

117. The lower representation of women and women managers in most Operations groups is impacted by the longer tenure in these groups
and may reflect historical career breaks impacting promotion opportunities.

118. Looking at the results in the tables below it is encouraging to see increases in the representation of women across Operations and
Corporate groups at a total level over the past 12 months. For Manager representation there is an increase in the % of Women
leadership in Corporate groups (37.5% to 41.5%) and a slight increase in Operations groups (32.0% to 32.3%) over the past 12 months.

As at July 2023
% Women % Men % Prefer not to Say | | % Women Managers % Men Managers % Prefer not to
Group Say
Managers
BIEI 53.8% A46.2% 0.0% 33.3% 66. 7% 0.0%
BOPS 53.9% 45 9% 0.2% 32.8% 67.2% 0.0%
DCOPS 66.7% 33.3% 0.0% 0.0% 100.0% 0.0%
N&E A0.8% 59.2% 0.0% 32.7% 67.3% 0.0%
MG 29.4% 70.6% 0.0% 7.1% 92.9% 0.0%
REA 55.6% A4 A% 0.0% 36.0% 64.0% 0.0%
RECNZ 60.0% A40.0% 0.0% 100.0% 0.0% 0.0%
SBD A8 6% 51.4% 0.0% 50.0% 50.0% 0.0%
Total Operations 49.1% 50.8% 0.1% 32.3% 67.7% 100.0%
BEBS 100.0% 0.0% 0.0% 100.0% 0.0% 0.0%
FTEI A6.0% 54.0% 0.0% 33.3% 66.7% 0.0%
158G 50.0% 50.0% 0.0% 33.3% 66.7% 0.0%
P&C 62.5% 37.5% 0.0% 70.0% 30.0% 0.0%
PLES 64.2% 35.8% 0.0% A41.7% 58.3% 0.0%
Total Corporate Groups 53.4% 46.6% 0.0% 41.5% 58.5% 0.0%
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As at 30 June 22

Operations groups

Group % Women % Men % Women managers % Men managers
BOPS 52.0% 48.0% 33.8% 66.2%
I&E 38.1% 61.9% 32.7% 67.3%
MG 33.5% 66.5% 29.6% 70.4%
R&A 46.5% 53.5% 20.0% 80.0%
SBD 51.4% 48.6% 66.7% 33.3%
BI&lI 45.5% 54.5% 33.3% 66.7%
Total Operations 45.4% 54.6% 32.0% 68.0%
Corporate groups
Group % Women % Men % Women managers % Men managers
FT&I 45.2% 54.8% 29.2% 70.8%
P&C 66.1% 33.9% 69.2% 30.8%
PL&S 58.9% 41.1% 45.5% 54.5%
1&G 47.0% 53.0% 18.8% 81.3%
Total Corporate 52.1% 47.9% 37.5% 62.5%

NEW ZEALAND CUSTOMS SERVICE
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Age

119. Mean gender pay gaps continue to exist among staff

Men's and Women's Salaries across different Ages within Customs - July 2023 view

aged 35-40 years, growing larger with age, peaking at e
50-55 years, but then closing again getting to 65+ $100,000
years plus. % 580,000
120. The peak in the gap between men and women'’s 3 60000
0
salaries ($23K) at the 50 - 55-year category is larger < o000
than what it was 12 months ($16K) ago.
$20,000
121. What is encouraging are the closing of the gaps s
’ ) H Under 25 years 25-30years 30-3S5years 35-40years 40-45years  4550years 50-55years 55-60years 60-65years 65+ years
between men’s and women'’s salaries between age Mot
bands 35-40,45-50 and 60 years and above. ==mWomen. je=nhen
Men's and Women's salaries across different Ages within Customs - July 2022
view
$120,000
$100,000
«
= $80,000
E $60,000
)
g $40,000
z
$20,000
$0
Under 25 25-30years 30-35years 35-40years 40-45years 45-50years 50-55years 55-60years 60-65years 65+ years
years
Age (years)
e \\/Omen Men
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Tenure

122. Gender pay gaps exist at most tenures as shown
in the chart to the right.

123. Career breaks and previous formal or informal
barriers to promotion are thought to have
contributed to the patterns we see here across
tenure. A number of our initiatives aim to reduce

these potential impacts in the future.

124. Over the last 12 months there were encouraging
narrowing of gaps in tenure categories for five
tenure categories. For the 20+ tenure categories
the 20-30 years gap narrowed by $9.3K over the
last 12 months. However, gaps have grown for six

tenure categories over the past 12 months.
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$140,000

$120,000

$100,000

$80,000

$60,000

Average Salary ($)

$40,000

$20,000
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Men's and Women's Salaries across Tenure within Customs - July 2023 view

/\/-,/—
@M\/

<1 year 1-2 years 2-4 years 4-6 years 6-8 years 8-10years 10-15years 15-20years 20-25years 25-30years 30+ years
Length of Service
Women Men
Men's and Women's Salaries Across Tenure Within Customs - July 2022 view
<1 year 1-2 years 2-4 years 4-6 years 6-8 years 8-10years 10-15years 15-20years 20-25years 25-30years 30+ years

Length of Service

e Female e Male
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Workforce Representation

125.

126.

127.

The representation of women has
increased across Customs by
3.1% as a whole and in Manager
Roles in the last 12 months by
1.0%.

We see evidence of a more
diverse workforce than 12 months
ago with decreases in European
representation translating to
increases in Asian and Pacific
Peoples' representation. However,
a slight decrease in Maori
numbers impacted by the
reductions in the MBO workforce.

representation numbers.

Jul 22 Workforce
representation %

Jul 23 Workforce
representation %

Jul 22 All Managers %

Jul 23 All Managers %

Men 52.9% 49.8% 66.1% 65.1%
Women 47.0% 50.1% 33.9% 34.9%
Prefer not to say 0.1% 0.1% 0.0% 0.0%
European 69.8% 66.9% 81.7% 78.5%
Maori 10.6% 10.3% 10.4% 8.7%
Asian 16.4% 18.8% 5.0% 7.8%
Pacific Peoples 10.1% 11.9% 6.7% 8.2%
Middle Eastern Latin

American African 1.5% 1.4% 0.8% 1.4%
Other 4.3% 4.4% 6.7% 6.8%

Asian, Pacific Peoples' and MELAA Manager'’s representation also rose however Maori numbers fell further than Maori total
29
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Total Remuneration

128. The Total Remuneration (Base remuneration
and Allowances) GPG is a little lower than it was
in June 2020. The intervening years were
impacted by our additional MBO workforce.
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25.00%

20000%

10.00%

5.00%

0.00%

Changes in Total Renumeration Gender Pay Gap - June 2020-June 2023

20.1%

30-Jun-2020 Total Rem GPG

18.4%

30-lun-2021Total Rem GPG

14.3%

30-Jun-2022 Total Rem GPG

19.2%

30-Jun-2023 Total Rem GPG
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129. The picture is less clear for Maori and Ethnic groups. Some of the differences are thought to be influenced by the Base remuneration
component but further work is underway.

Changes in Total Renumeration for Maori and Ethnic Groups - June 2020 - June 2023

15.8%
122% I
I 12.9%
14.8%

3% 0 -22.T%
Pacific Peoples Aslan Maon Onlheer European

BE0kun-d) W30hm-2] ®30jun-dd = 3jendd
25,00

20000

20.0% 19.3%
16.6%
15.0% 130%
10.0% 94%
- I
0%

5.0%

100

-15.0%

17.7%

19.2%
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Kia Toipoto focus
area and milestones

Current status

Planned actions 2022/23 and

status

Planned actions 2024

Success factors for
2024 actions

Te Pono

Transparency

Agencies and entities publish
annual action plans based on
gender and ethnicity data
and Union/employee

feedback.

Agencies and entities ensure
easy access to HR and
remuneration policies,
including salary bands.

On track

Publish internally and
externally both Pay Gap
Action plans and and
Inclusion and Diversity
Strategy

Shared material with
Networks

Multi Union Collective
Agreement (MUCA) and
Individual Employment
Agreements are published on
Intranet (Longroom).

Pay bands, pay ranges and
allowances are included in
these documents.

Managers and Specialists
remuneration ranges are on
the Intranet

Plans and Strategy
Published

All current versions
placed on Longroom

Completed

Updated MUCA

2022-25is on the
intranet

Completed

Individual Employment
Agreement for 2022 is
on the Intranet

Completed

Managers and
Specialists
remuneration ranges
for 2022 are on the
Intranet

Completed

All current versions placed on
Longroom

As new documents are
finalised they are placed on
the Longroom

Sharing the new Pay gaps
plan and initiatives with our
Unions and Networks.

Importance of transparency
known by Communications
and Remuneration staff.

Communication to all staff
the details of all pay
agreements and ranges are
on the Longroom
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Kia Toipoto focus
area and milestones

Current status

Planned actions 2023 and
status

Planned actions 2024

Success factors for
2024 actions

Nga Hua Tokeke mo te Utu

Equitable pay outcomes

By the end of 2022 entities
ensure that starting salaries
and salaries for the same or
similar roles are not
influenced by bias

Agencies monitor starting
salaries and salaries for the
same or similar roles to
ensure gender and ethnic
pay gaps do not reopen.

Pay equity processes are
used to address claims and
reduce the impact of
occupational segregation.

Use of Salary comparator to
provide GPG impact advice to
Managers.

Approving Manager has to
review impact

Unconscious bias training for
Panel Members

These practices and policy
are part of normal practice
for all recruiting

Prioritised pay adjustments
to the low pay groups, with
the flow on effect on women
and ethnicities who are
typically over-represented
across the low paid
workforce.

Checks in place that Completed
Panel members are
have completed
unconscious hias
modules within the last

12 months

Like for Like checks
done on Managers and
Specialists (M&S) Pay
bands.

Completed and
adjustments
made

Gender and ethnicity
Representation checks
done

Maintain the current policy
and practices

Continue to monitor and
report on starting salaries for
Women, Maori and other
Ethnic Groups

If data allows look at PG for
Rainbow members.

As our Network for staff with
disabilities is developed
consider PG measures.

Further work analysing the
allocation of non-base rem
elements i.e. penal
payments, allowances

Like for Like or same and
similar roles analysis that we
typically do annually — we will
certainly do for M&S group
and useful to also look again
and review current data
across pay bands 3-9.

Reporting capability in place

Recruiting staff and managers
aware of policy and
expectations.
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Kia Toipoto focus
area and milestones

Current status

Planned actions 2023 and status

Planned actions
2024

Success factors for
2024 actions

Te whai kanohi i nga
taumata

Katoa

Leadership and
representation

By the end of 2024 the
Public Service workforce and
leadership are substantially
more representative of
society

By the end of 2022
agencies/entities have plans
and targets to improve
gender and ethnic
representation in their
workforce and leadership

On track

Customs 1&D goals are set
and are monitored.

Talent Management
discussions are planned

1&D Strategy has targets in
place and are monitored and
reported on quarterly

New strategy for 2023-2025
being developed

Our I&D and Pay Gaps plans
includes strengthening
Maori, Pacific and ethnic
leadership representation
and Asian representation
across the workforce.

Dynamic Talent Maps
for each area updated
and produced

Under Action

Monitor and report on
|1&D Strategy and Pay
Gaps Action plan
progress against targets.

Completed

Complete new I&D
Strategy and Goals

Completed

Supportand encourage
Managers to use the Talent
Mapsto determine acting
andsecondment
opportunitiesand other
development opportunities

Implementthe plan
including:

Completereview and any
changes to attraction and
recruitment policies
followingengagement of
Networks and union

Under Action

Implement the plan
including:

Review attraction and
recruitment policies in line
with Kia Toipoto guidance

Implement Actions within
the new | &D strategy

Implement new initiatives
from following engagement
of Networks and union

With DCE’s and Group
Managers to review how
their group’s gender and
ethnicity representation
across all levels could
change.

PRD/talent module and
accompanying workshop for
leaders is currently being
rolled out that broadens
understanding of the PRD
and talent process with a
focus on inclusivity.

Ongoing support fromand to
Networks and Unions

Capacity within People and
Capability to:

. Talent management
programme

*+  Leadership support
Capacity with P&C to:

*  support I&D strategy
Engage Managers with any
changes to attraction and

recruitment policies new
Strategy

Senior Leadership support
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Kia Toipoto focus
area and
milestones

Current status

Planned actions 2023 and

status

Planned actions 2024

Success factors for
2024 actions

Te Whakawhanaketanga

i te Aramahi

Effective career and
leadership development

By mid 2023
agencies/entities have
career pathways and
equitable progression
opportunities that
support women, Maori,
Pacific and ethnic
employees to achieve
their career aspirations.

Reviewing our promotion and
career development strategies
to increase the representation
of women, Maori and ethnic
groups that are under-
represented across Customs.

Particular focus is on the
elements of initiatives aimed at
increasing staff skills to
position them to successfully
apply for new roles and
leadership roles.

Determine and develop the
best support through all
parts of the internal
promotion process and
support to mentoring
programmes

Underway

Encouragement to
managers to support the
allocation of short term
secondment /acting up
opportunities across all of
their teams.

Underway

Work with Networks and
Recruiting to support all
staff to be successful in
applying for internal roles

Completed

Utilise the independent
qualitative research
developed in 2022 by the
Asian Network.

Completed

Continue work with
Networks and Recruiting to
implement new initiatives

Examine pathways,
approaches taken and
provided by other Ministries

Develop materials,
assistance including the
Learning Management
System for all staff to help
them prepare for selection

Actively support via
Recruiting, L&0OD and via
Networks

* career development
sessions for staff

« actively support internal
mentoring programmes

Ongoing support fromand to
Networks and Unions

Capacity with P&C to:
* support I&D strategy
« funding for support
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Kia Toipoto focus
area and milestones

Current status

Planned actions 2023 and status

Planned actions
2024

Success factors for
2024 actions

Te whakakore i te katoa o
nga momo whakatoihara,
haukume ano hoki

Eliminating all forms of bias
and discrimination

By the end of 2023 entities
have remuneration and HR
systems, policies and
practices designed to
remove all forms of bias
and discrimination.

Agencies embed and
monitor the impact of bias-
free HR and remuneration
policies and practices.

Agencies/entities ensure
leaders and employees learn
about and demonstrate
cultural competence.

Some work has already been
completed in reviewing our
Customs Position Description
Template and identifying
adjustments needed to bring the
template in line with the Pay

Gaps action plan.

Unconscious Bias Training
modules for Leaders and for
Panel members

Inclusive Leadership modules

Learning Management System
Modules

Te Pou Tokomanawa Programme
underway.

Stage 2 of the review of position
descriptions and role specifications
to ensure that these provide
consistent information and attract
a diverse range of candidates.

Completed

Create a checklist for people to use
when drafting and updating PDs, to
ensure the final content is checked
against defined requirements as
determined with SMEs.

Completed

As the review of HR policies
progresses utilise TKM guidance on
removing bias and discrimination.

Under Action

Te Pou Tokomanawa Programme
key steps

Under action

Update Template to
replace gendered
language, brevity,
recognises other ways of
working.

Increasing the take up of
all leaders on the
Unconscious Bias and
Inclusive Leadership
Modules

Capacity with P&C to:

*  Support Position
description work

Priority set on key modules by
Leaders

Leadership support for Te Pou
Tokomanawa
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Te Taunoa o te Mahi
Pingore

Flexible-work-by-default

By the end of 2024
agencies and entities
offer equitable access to
flexible-by- default
working and ensure it
does not undermine
career progression or pay.

Flexible Working Policy that
offers flexible work that has
been updated to

incorporate hybrid working.

Completed

We and are undertaking
further training for
managers ensuring all have
a good understanding of
the requirements

In progress

Review methodologies for
reporting at remuneration review
time that examines if the salary
and career trajectory of those on
FWAs are different to those not on
FWA.

Research capacity
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