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Our ref: OlA 2425-1163

Thank you for your email of 30 May 2025 to the Ministry for Ethnic Communities (the
Ministry), requesting the following information under the Official Infermation Act 1982 (the
Act):

1) ... the agency’s current work from home policy, including the date it was last updated
and any accompanying documentation outlining the rationale for the most recent
changes.

2) Copies of any previous versions of the work from home policy within the specified
timeframe, including the dates each version was in effect (to and from) and any
documentation explaining the reasons for changes made.

3) ...all documents (including but not limited to briefings, memos, internal advice, and
reports) provided to or from the Chief Executive or Executive Leadership Team
relating to proposed or actual changes to the work from home policy.

Following the Ministry’s establishment in July 2021, our first Flexible Working Framework
was published in May.2022. This framework remained in effect until January 2025 when it
was updated followingthe PSC’s Flexible (Working from Home) Guidelines which can be
found at Guidangée:Flexible-Working-Work-from-Home.pdf.

In response to your request, 11 documents have been identified within scope and are
summarised in the document schedule below. Please note that emails of an administrative
nature have been deemed as out of scope and, as such, are not included in this response.

The documents are being released to you with some information within the documents
withheld under section 9(2)(a) of the Act, to protect the privacy of natural persons. This
includes the withholding of details of each staff member’s flexible working arrangements.
However, summary data of individual staff flexible working arrangements is included.



As is required by section 9(1) of the OIA, | have considered whether the grounds for
withholding information under section 9 of the OIA are outweighed by other considerations
which would make it desirable, in the public interest, to make that information available. In
this instance, | do not consider that to be the case.

Under section 28 of the Act, you have the right to seek an investigation and review by the
Office of the Ombudsman of my response relating to this request. The relevant details can
be found on their website at: www.ombudsman.parliament.nz.

Please note, due to the public interest in our work, the Ministry may publish responses to
requests for official information on our website, shortly after the response hasbeen-sent. If
you have any queries about this, please feel free to contact our Ministerial Services team:
Ministerial@ethniccommunities.govt.nz.

Nga mihi

/f’/‘j/
Edward Firth
Director of Ministerial Services



Document Schedule

No. Date | Title Comments
1 24/09/24 Flexible Working Framework — May Released in full.
2022
2 04/02/25 Flexible Working Framework — January Released in full.
2025
3 24/09/24 Email - Government announcements on | Released in full.
flexible working
4 23/09/24 Letter from Te Kawa Mataaho Released in full.
5 25/09/24 Letter — Remote working at Ministry for | Released in full.
Ethnic Communities
6 31/01/25 Email — WFH answers Some information
withheld.under section
9(2)(a):
7 31/01/25 Email — Herald: WFH data Some information out of
scope; and withheld
under section 9(2)(a).
8 04/02/25 Email —Flexible Working, working-from Some information
home Update withheld under section
9(2)(a).
9 04/02/25 Request for Flexible Working Released in full.
10 | 20/02/25 Email — Staff WFH Master Released in full.
11 | 21/02/25 Email — Staff WFH Some information
withheld under section
9(2)(a).
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Flexible Working Framework — May 2022




1. Flexible Working Framework overview

At the Ministry we want people to have a real choice about how they undertake their mahi
in balance with their personal and family life. We want to ensure that in making things
better for our ethnic communities in Aotearoa, we are also supporting the wellbeing and
inclusion of the people leading that mabhi.

The Ministry wants to be an employer who exemplars inclusion, attracting and retaining a
talented diverse team and a robust flexible working framework is integral to achieving this.

Flexible working is a broad term which covers the ways, places, times and how much a
person may work in delivering the agreed outcomes of their role within the Ministry.
Developing a flexible working arrangement is not about making changes to your
employment contract but more about considering the way you might best work-in delivering
your role while taking into account a number of work and personal factors.

Not everyone will have the same way of working depending on their role and own personal
circumstances, and that’s ok. So long as the guidelines and expectations are clear, including
good transparent communication and a trusted relationship betwéen individuals, their
leader, team and wider Ministry, flexibility can work.

The following is a framework intended to guide the development of flexible working
arrangements which support the individual, team and the'outcome of the work. It is not
exhaustive or prescriptive and is open to interpretation. Its important to note that this
framework is a high trust model between employeés'and leaders.

2. Application
This framework is intended to guidefall MEC employees (including fixed term). Options will
be considered for contractors at the recruitment stage via agency’s.

3. Flexible Working\principles

At the Ministry, we have'principles to guide any decision making associated with the
development of a Flexiblé Working arrangement. These principles are;

Flexibility is the.norm

We adopt,proactive, thoughtful and sustainable practises around all forms of flexible
working.\Our default is to consider how not if we can enable flexibility.

Leadership by example

MEC Leaders should be a positive role model in managing and supporting flexible working
arrangements for both their team members and themselves.

We are inclusive - not one size fits all

We recognise that we are all diverse individuals and flexible ways of working will look
different for each MEC staff member because of this, our role and the type of work we do.
Flexible working arrangements are agreed to on a case by case basis between the leader and
the individual and do not need to necessarily replicate any other working arrangement.
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Needs to work for everyone

We balance the needs of our staff as individuals with the Ministry’s ability to deliver
outcomes for the stakeholders and ethnic communities that we serve.

We work to ensure we are available for our leader, teams and stakeholders. This may take
the form of a charter or agreement on ways of working together as a team or business unit,
based on navigating multiple working arrangements across the Ministry.

Transparency and Trust

We are accountable for outcomes and once agreed, we trust that individuals will manage
their flexible working arrangement within the guidelines. There is no judgement oftdiffering
working arrangements.

We communication regularly to track progress and we freely share our availability or
working arrangement with our team and where appropriate, stakeholders.

4. Flexible Working options

There are many different flexible working arrangements to consider across time, leave, place
and role. The following is not an exhaustive list but. more an example of working
arrangements.

It is also possible that flexible working arrangements for an individual may be made up of
more than one of these types. For example, you may work four days per week, two of those
days in the office and two workingiat home.

Flexi-time

Description Management considerations

Compressed'time Could be across a week e.g. 4- | Could also consider Flexi-
day week, or 9- day fortnight leave options

Reduced hours E.g. 5 hours per day Consider the minimum
number of hours required to
fulfil the role.

Reduced days/part time E.g. 3 days per week Consider the minimum

number of days required to
fulfil the role.

Flexi-time E.g. Would need to be well
communicated and contact
expectations set with

internal and external

e Take an extended break in colleagues/communities/sta
middle of day keholders

e Start early and finish early,
e Start late and finish late,
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Flexi-leave

Description

Management considerations

Leave without pay (LWOP)

Taking short or long-term
leave without being paid

Please check Leave Policy for
conditions that may impact
leave without pay options.

Buying Annual Leave

Buy up to two weeks
additional annual leave with a
reduction in salary

Managed via DIA — payroll (an
annual option)

Term — time working

Work during the school term
and taking paid or unpaid
leave during school holidays

Formal arrangement

Flexi-place

Description

Management considerations

Working from home

Part of the week and in thé
office other days or full-time
(all week, every week)

Working outside the
workplace region

Working from homé in
another region of New
Zealand

On a case by case basis

Consider period of absence
from base.

Working from another MEC
location

Such as a DIA office for a fixed
period

On a case by case basis

Working from outside NZ
and/or combined with
extended leave

As a temporary or short-term
arrangement for example
while visiting family

(Still tbc — end May)

Likely on a case by case basis
for a max period (tbc)

Please note as there are some
complexities to this option
such as IT, security, time zones
and we are working with DIA
to ensure we could support
this option.

Flexi-role

Description

Management considerations

Job sharing

Two people share the same
job working part of the week
each.

Formal arrangement

Reduced hours

Working less than full-time (40
hours per week) e.g. to study

Formal arrangement
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Secondments Taking on a different role (in Formal arrangement
MEC or PS agency) for

development (short or long
term).

5. Making a Flexible Working request at MEC

Flexible working arrangements can be approached both in an informal or formal way. The
difference is really about the impact the arrangement has on an individual’s terms and
conditions of employment. Both formal and informal arrangements require cooperation,
communication and flexibility by all parties.

At MEC, we expect the most common form of flexible working arrangement will be informal
and will not form part of your employment contract but will complimentit:However, the
agreement will still need to be documented and signed by both parties and will form part of
our Flexible Working reporting data.

Informal flexible working
Informal arrangements:

e Are for flexibility that doesn’t involve changes-to pay or employment agreements
e May be established at the request6f an individual
e May involve ad hoc arrangements'which are agreed between leaders and individuals

on an as-needs basis, such aswariable start and finish times and/or working remotely
on some days

e May also involve regulararfrangements such as specific start and finish times on
particular days, or regular days an employee will work remotely

e Should involvegive,and take on the part of the employee, manager and team, to
ensure team'delivery is maintained.

e Leader andemployee discuss the request and/or alternative options in the context of
the role'and the team’s responsibilities and deliverables

Making,a request

o “Meet with your leader to discuss your request. Be clear about the type(s) of
arrangement you would like considered, impacts, timeframes etc.

e Complete a MEC Flexible Working Request

e Allow the leader time to consider the request. Ideally, this should be no more than
two working weeks.

e A further discussion arranged by the leader to respond to the request.

e An agreed and signed MEC Flexible Working Request form should be emailed to
debra.davis@ethniccommunities.govt.nz for recording purposes.

e Where agreement has not been able to be reached, you can request a review of the
decision by your DCE.
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Formal flexible working

Formal flexible working arrangements are generally a longer-term or ongoing change of
working arrangements which may changes an employee’s terms and conditions of
employment. The agreement will need to be documented and signed by both parties and
will form part of our Flexible Working reporting data.

Formal flexible arrangements may be:

e requested for a defined period e.g. someone wants to work shorter hours to enable
them to complete a study programme then return to working full-time

e aprogression of short-term arrangements e.g. when someone is returning from
parental leave, they may choose to come back on shorter hours of werk less days but
eventually work up to full-time hours

e anongoing arrangement e.g. regular part-time, job sharing:
Making a request

e Meet with your leader to discuss your request.\Be\clear about the type(s) of
arrangement you would like considered, impacts, timeframes etc.

e Complete a MEC Flexible Working Reguest

e Allow the leader time to consider the request. Ideally, this should be no more than
two working weeks.

e A further discussion arranged by the leader to respond to the request.

e Formal flexible arrangements require a formal letter confirming the arrangement and
any changes to terms,and eonditions of employment. This should be done four weeks
prior to the start of the'arrangement (to allow time for changes to payroll and
contracts). An agreed and signed MEC Flexible Working Request form should be
emailed to debra.davis@ethniccommunities.govt.nz to generate the formal letter.

e Adecline.ofiarequest must also be in writing and should state the clear rationale for
the decision:.

e \Whereagreement has not been able to be reached, you can request a review of the
decision by your DCE.

Responding to any request
Consider;

e Alignment with principles
e Workflow and impact on role deliverable (including stakeholders)
e Impacts on team (direct and Ministry)

e Mutual expectations and norms of behaviour within the team
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What mitigations may need to be put in place to enable this arrangement to be
successfully undertaken.

Health and Safety

Information security and privacy

IT/Tools and support

Any other support needed

Communication of arrangement to MEC/Community (where appropriate)

Timeframe for the arrangement

Monitoring and reviewing the arrangement

6.

Check in during regular one to ones with leader and individual.
Escalate any concerns immediately

Have a more formal review period every 6months and documentthe outcome in an
email.

Related policies, procedures, standards, guidelines, legislation,
and/or websites

The following documents are relevant to this framework:

Flexible Working Request MEC Flexible, Working Request

Leave Policy Leave Policy

PSC Guidance Flexible-Work-hy-Default Guidance and Resources | Te Kawa Mataaho
Public Service Commission

The Employment Rélations Act 2000 (ERA) Legislation » Employment New Zealand
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1. Flexible Working Framework overview

The Ministry wants to be an employer which exemplars inclusion and attracts and retains a
talented diverse team. We believe a robust flexible working framework is integral to
achieving this.

The Ministry recognises the benefits of flexible working including allowing the Ministry and
staff to;

e Balance work with other parts of life;
e Work at different times or locations;
e Improve health and wellbeing;

e Attract and retain talent; and

e Support diversity.

We want people to have a real choice about how they undertaketheir work in balance with
their personal and family commitments. But we also need to ensure that we deliver for
Ethnic Communities. This requires ensuring that our work praetices are productive, and the
delivery of our work objectives is front of mind.

Flexible working is a broad term which covers the ways, places, times and how much a
person may work in delivering the agreed outcomés/of their role within the Ministry.
Developing a flexible working arrangement'is'not about making changes to your
employment contract but more about cansidering the way you might best work in delivering
your role while considering work requirements and personal factors.

2. Application

This framework covers all MECiemployees and contractors.

3. Flexible W@rking principles

The following principals guide decisions associated with flexible working arrangements.
Flexibility is actively encouraged but not an entitlement

The benefits of flexible working arrangements, including working from home, are recognised
andsupported by the Ministry, but flexible working is not an entitlement. Any flexible
Working arrangement must be by explicit agreement between you and your leader and will
be subject to monitoring and oversight. Arrangements will be reviewed on a regular basis to
ensure they continue to work for the Ministry and employee.

Unless an arrangement has been agreed under Section 6AA of the Employment Relations Act
2000, it does not alter terms and conditions of employment and can be revoked on
reasonable notice.

Performance of employees, teams and the Ministry must not be compromised.
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Any request for a flexible working arrangement must carefully consider the benefits of the
arrangement for you and the benefit from you being physically present for work. This
includes the cumulative impact of widespread working from home arrangements and
performance in its widest sense, including potential impacts on learning and development,
productivity, team culture and engagement.

Not one size fits all

Whilst we actively encourage flexibility, we have many different roles and different
individual circumstances. Flexible ways of working will look different for each MEC staff
member because of this. Flexible working arrangements are agreed to on a case-by-case
basis between the leader and the individual. Because an arrangement can be agreed.for.an
individual employee, it does not necessarily mean an identical arrangement is suitablé for
others.

Flexible working arrangements need to work for everyone

The Ministry’s ability to deliver outcomes for our stakeholders and the Ethnic Communities
that we serve is balanced with the needs of our staff as individuals.

Any flexible working arrangements need to ensure that you.are available for your leader,
team and stakeholders on a reasonable basis that is understoed by all and ensures your
productivity and that of your team.

Use of tools and communication

When working flexibly, you need to actively engage through the tools provided by the
Ministry and must maintain active and-epen‘communication with your leader and team
members. Communication is criticalwhen working flexibly and we commit to
communicating regularly and openly, including freely sharing your availability or working
arrangement with your team anddwhere appropriate, stakeholders
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Transparency and Trust

We are all accountable for outcomes and for delivering the responsibilities of our roles. We
trust that individuals will manage their flexible working arrangements to ensure that
outcomes are delivered. Where flexible working arrangements are in place, there is a
general understanding that there will be “give and take” on the part of the employee, leader
and team, to ensure team delivery and outputs are maintained.

Recording and reporting

We are required to actively monitor and report the prevalence of flexible working
arrangements, including working from home. All arrangements must be documented in
writing.

4. Flexible Working options

There are many different flexible working arrangements possible, and the:table below does
not represent an exhaustive list.

It is also possible that flexible working arrangements for an individual may be made up of
more than one of these types. For example, you may workdour days per week, two of those
in the office and two working at home.

Flexi-time

Description Management considerations

Compressed time Could be across a week e.g. 4- | Could also consider Flexi-
day weegk; or 9- day fortnight leave options

Reduced hours E.g. 5 hours per day Consider the minimum
number of hours required to
fulfil the role.

Reduced days/part time E.g. 3 days per week Consider the minimum
number of days required to
fulfil the role.

Flexitime E.g. Would need to be well

e Start early and finish early, communicated and contact
expectations set with

e Start late and finish late, ;
internal and external

e Take an extended break in colleagues/communities/sta
middle of day keholders

Flexi-leave

Description Management considerations
Leave without pay (LWOP) Taking short or long-term Please check Leave Policy for
leave without being paid conditions that may impact

leave without pay options.
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Buying Annual Leave

Buy up to two weeks
additional annual leave with a
reduction in salary

Managed via DIA — payroll (an
annual option)

Term — time working

Work during the school term
and taking paid or unpaid
leave during school holidays

Formal arrangement

Flexi-place

Description

Management consideraticns

Working from home

Part of the week and in the
office other days or full-time
(all week, every week)

Agreed through discussion
with your leader.

Team/MEG arichor days may
be a factor

Must be injwriting and will be
reported on regularly

Working outside the
workplace region

Working from home in
another region of New
Zealand

On acase-by-case basis

Consider period of absence
from base.

Working from another MEC
location

Such as a DIA office for a'fixed
period

On a case-by-case basis

Working from outside NZ
and/or combined with
extended leave

As a temporary-onshort-term
arrangemént fer.example
while visiting family

(Still tbc — end May)

Likely on a case-by-case basis
for a max period (tbhc)

Please note as there are some
complexities to this option
such as IT, security, time zones
and we are working with DIA
to ensure we could support
this option.

Flexi-role

Description

Management considerations

Job sharing

Two people share the same
job working part of the week
each.

Formal arrangement

Reduced hours

Working less than full-time (40
hours per week) e.g. to study

Formal arrangement

Secondments

Taking on a different role (in
MEC or PS agency) for
development (short or long
term).

Formal arrangement
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5. Flexible Working Charters

When teams are working flexibly, it is critical that there are clear expectations around how
this will work and agreement around addressing challenges.

Team charters or agreements regarding how this engagement will be managed on a team or
business unit level are critical to enable multiple working arrangements across the Ministry
and ensure we remain productive and engaged.

These charters include agreeing how;

e Team member’s work locations will be communicated, and how they can be reached;

Regular and urgent communications will be managed;
e Unexpected or urgent work will be shared;
e Good team dynamics will be built and maintained; and

e Communication about work deliverables, quality standards and/timeliness will be
managed.

6. Making a Flexible Working request at MMEC

Flexible working arrangements are generally informal and“do'ot result in changes to terms
and conditions of employment. They can be revoked if'tthey no longer suit MEC or the
employee. This allows the employee and the Ministry maximum levels of flexibility whilst
not binding the parties into formal agreements which may be hard to change.

The Employment Relations Act allows for férmat flexible working requests under section
6AA. Arrangements agreed under Sectioen6AA are binding and change terms of the
employment agreement. Arrangements under Section 6AA need to be carefully considered
because of this. They may not be-the best approach as informal arrangements allow leaders
the ability to trial or provide.fonarrangements that they may not feel it would be
appropriate to make permaneht.

Process for making a request

Where you want-a, flexible working arrangement that is not permanent and does not affect
the terms and‘eonditions of your employment;

e NMeet with your leader and discuss your request. Be clear about the type(s) of
arrangement you would like considered, impacts, timeframes etc.

e/ Complete a MEC Flexible Working Request

e Allow your leader time to consider the request. Ideally, this should be no more than
two working weeks.

e A further discussion may need to be arranged by your leader to respond to the
request.

e An agreed and signed MEC Flexible Working Request form should be emailed to
human.resources@ethniccommunities.govt.nz for recording purposes.

e Where agreement has not been able to be reached, you can request a review of the
decision by your DCE.
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Permanent flexible working arrangements

If you wish to ask for a formal flexible working arrangements, you may do so under Section
6AA of the Employment Relations Act 2000. If the Ministry agrees, it will lead to a
permanent change of working arrangements. This changes your terms and conditions of
employment. The agreement will need to be documented and signed by you and your
leader.

Formal flexible working arrangements may be requested at any time and must;

e Bein writing;

e Include your name;

e Include the date the request is made;

e Specify that the request is made under section 6AA;

e Specify the variation of the working arrangements requested and, wheéther the
variation is permanent or for a period;

e Specify the date on which you propose that the variationttake effect and, if the
variation is for a period, the date on which the variation'is to end; and

e Explain, in your view, what changes, if any, you maywneed to make to your work
arrangements if your request is approved.

The Ministry must provide an answer to your request within a month of receiving it. It may
only be denied on limited grounds, specified ipstheAct, including;

e Aninability to reorganise work among existing staff:

e Aninability to recruit additional staff:

e A detrimental impact on quality:

e A detrimental impact on performance:

e Aninsufficiency.ofiwork during the periods the employee proposes to work:

e Planned stractural changes:

e Burden of additional costs:

e Detrimental effect on ability to meet customer demand.
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From: Mervin Singham

To: MEC All Staff

Subject: Government announcements on flexible working
Date: Tuesday, September 24, 2024 12:00:09
Attachments: image001.png

Téna koutou katoa

You may have seen the Government’s announcement regarding working from home
arrangements. The Government’s expectations are that:

® Working from home agreements must be by explicit agreement between employee and
employer

® Working from home arrangements should not compromise the performance of
employees, their teams, or their agencies

® Agencies must actively monitor working from home arrangements‘and regularly report
to PSC.

The Ministry already has a Flexible Working framework that is,designed to ensure the work of
the Ministry is enabled while providing a degree of flexibility in peoples working arrangements.

Flexible Working f K 0505224 :

We are committed to continuing with working in a'flexible way, but this recent announcement
provides a timely opportunity to review ourf existing arrangements to ensure that they remain
fit for purpose and also align with the Governments expectations.

Next Steps:
The Public Service Commission is reviewing their Hybrid working and Flexible-by-default
guidance and will provide this'to agencies when it is ready.

Once we fully understand the guidance and these new expectations, ELT will consider what
that means for the\Ministry’s Flexible Working framework and will communicate any
adjustments that'may be required to align our flexible working practices. Your current agreed
work arrangements will stay the same during this process.

Meanwhile please continue working with the focus and dedication that | can see every day and
which is propelling our Ministry to ensure that we are delivering impactful, evidence-based
advice that willimprove the lives of Ethnic Communities and benefit New Zealand.

Nga mihi nui
Mervin

Mervin Singham (him/he)
Chief Executive
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23 September 2024

Mr Mervin Singham
Chief Executive
Ministry for Ethnic Communities

By email: mervin.singham@ethniccommunities.govt.nz

Dear Mervin

Today at post Cabinet the Minister for the Public Service is going to announce the Government’s
expectations on working from home arrangements for the Public Service.

She acknowledges that many public servants make use of working frodm‘home arrangementsin good
faith and are able to maintain levels of productivity without compromise. However, the Minister
believes that if the pendulum swings too far in favour of work-ffrom-home, there can be major
downsides for both employers and employees. The Minister has raised concerns about the adequacy
of oversight arrangements. Working from home can also impact on CBD businesses.

The government’s expectations are:

1.  Working from home arrangements inithe Public Service are not an entitlement and must be
by explicit agreement between' an employee and their employer. Chief Executives and
managers must ensure that wheresany arrangements are made, they are subject to consistent
monitoring and oversight.

2. Working from home arrangements should only be agreed to where they will not compromise
the performance of.employees, their teams or their agencies. This requires agencies to
adequately weighthebenefits of employees being physically present for work, the cumulative
impact of widespread working from home arrangements, and to consider performance in its
widest sense:‘including potential impacts on learning and development, productivity, team
culture andiengagement.

3. Agencies'must actively monitor working from home arrangements and be able to regularly
reportito the Public Service Commission about the number and nature of the agreements they
have in place, including having a clear understanding of the impact these agreements will
have on particular days of the week.

The Minister has asked the Public Service Commission to review the Hybrid Working and Flexible-
By-Default Guidance to ensure it reinforces the government’s expectations. This is a re-look at our
guidance to ensure it aligns with the new Government Workforce Policy Statement and the
government’s clarified expectations. This will require you to review your agency’s policies and
arrangements to ensure alignment with the updated guidance, and | will be asking you to provide
assurance to me that your arrangements reflect these expectations.

Level 10, RBNZ Building | 2 The Terrace | PO Box 329
Wellington 6140 | New Zealand
Phone +64 4 495 6600



The work updating the guidance has begun, and we will consult you on the new guidance shortly.
In the interim, | encourage you to look at your current policies and approaches to working from
home and ensure they meet the Government’s expectations.

In addition, the Minister has asked that we centrally collect information about working from home
arrangements across agencies and so we will also be writing to you shortly with guidance on how to
provide this information to us.

Yours sincerely

Heather Baggott (she/her)
Te Tumu Whakarae mo Te Kawa Mataaho

Acting Public Service Commissioner | Head of Service



Wellington Office
25 September 2024

Level 12, Fujitsu Tower

141 The Terrace
Mervin Singham

Chief Executive PO Box 3817
Ministry for Ethnic Communities
info@ethniccommunities.govt.nz

Téna koe Mervin Singham

Remote working at Ministry for Ethnic Communities

We write in relation to the announcement from the Minister for the,Public Service yesterday regarding
working-from-home guidance for the public service.

We understand that the Minister for the Public Service has asked Te Kawa Mataaho Public Service
Commissioner to review its guidance on flexible working; however, we also understand that the Acting
Public Service Commissioner has already written t6 yourencouraging you to look at your current
policies and approaches to working from hometinthe interim to ensure they meet the Government’s
expectations.

We request that you discuss this issue with the PSA urgently, and that you take no steps to review or
change your organisation’s approachtto’flexible working in the interim.

As you are aware individual flexible working agreements are agreed in good faith between workers
and their employers and.arebinding and should not be interfered with. Agency-level flexible working
systems and practices‘that-have been put in place which are consistent with good employer
obligations of the/Public Service Act 2020. Many are contained in policies, in collective employment
agreements andwagreements with individual employees. Such agreements cannot be lawfully altered
because 6f a ministerial announcement. Our expectation is that:

o Where flexible-by-default or other flexible work models have been included in collective
agreements, chief executives are required to give effect to those agreements;

e Chief executives are required to comply with their good employer obligations under the Public
service Act 2000 and working from home agreements are accepted as necessary for the fair
and proper treatment of women, employees with disabilities and other groups of employees;

o Where flexible agreements are in place for individual employees, chief executives are obliged
to give effect to those agreements;

e Chief executives are bound by the requirements of section 6AA of the Employment Relations
Act, which provides employees with a statutory right to make a request for a variation of their
working arrangements, and requires that an employer may refuse a request only if they

oo For a belter working life
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determine that the request cannot be accommodated on one or more of the grounds
specified in the Act;

e Agencies should not be making any changes to their flexible working policies, processes or
practices without first consulting with the union.

Please contact your PSA organiser to arrange a time to discuss this further with you at your earliest

opportunity.

Nga mihi

o

Kerry Davies Duane Leo
National Secretary National Secretary



From: Fleur Murray <Fleur.Murray@ethniccommunities.govt.nz>

Sent: Friday, January 31, 2025 08:16

To: Mervin Singham <Mervin.Singham@ethniccommunities.govt.nz>; Berlinda Chin
<Berlinda.Chin@ethniccommunities.govt.nz>; Paul Tryon
<Paul.Tryon2@ethniccommunities.govt.nz>; Christine Hogg
<Christine.Hogg2@ethniccommunities.govt.nz>; Pratima Namasivayam
<Pratima.Namasivayam@ethniccommunities.govt.nz>

Subject: FW: WFH answers - confidential

Hl all

Keeping you all in the loop with the interaction between myself and-
Some of these emails are also related to texts between us, which indicate he is satisfied with
the information he’s received.

Just to confirm | will be working now until midday Ish so we can ensure thissis all sorted before |
drive up to the Bay, so any questions feel free to give me a call, I’'ll also/be available when
driving, important we get any responses we need to do right! - Have @ good day

cheers Fleur

From: Fleur Murray
Sent: Friday, January 31, 2025 8:08 AM

To: SEIBSIEIIN ; Eovvard Firth ; Mui Ngah Lee (Parliament) ; EEIESIEIIN
Subject: FW: WFH answers - confidential
Hi

Thanks for that. | also have sent you'our generic response to any media requests around our
flexible working data being released today, these may be helpful for any questions that Minister
gets.

We’ve crafted a generic.one which should suit most requests, however, have we have also
included more detailed,bullet points should we require them, additional holding statements.
Any media respanses will come from myself, so we are not getting our CEO to respond, we are
treating this as an‘operational matter.

Any questions let me know

Cheets Fleur

Kia ora[Name],

Thank you for reaching out.

Please find our response below. You can attribute it to Fleur Murray, Deputy Chief Executive,
Corporate Services.

The Ministry’s response:
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The Ministry for Ethnic Communities is a small, agile agency of 62 full-time equivalent (FTE)
employees.

We are committed to delivering high-quality outcomes for the government and New Zealand’s
Ethnic Communities.

Our working-from-home (WFH) data needs to be seen in the context of our scale and how we
work with communities to achieve results.

- Direct engagement with Ethnic Communities is central to our work. Many staff attend
evening and weekend events, requiring flexible work arrangements to balance their
responsibilities.

- Our hybrid model has enhanced productivity, supported staff well-being, and attracted
and retained high-calibre talent to our small agency.

- We consistently meet performance targets, ensuring remote work doesmoet'compromise
productivity or deliverables.

We are reviewing our practices to align with updated guidelines from the PSC and will report on
this as required.

We remain dedicated to fulfilling our mandate, supporting the:Ministry's priorities, and meeting
the needs of the communities we serve.

Nga mihi,
The Ministry’s media team

More detailed points depending on the received query:

e It’simportant that the Min(stry’s WFH data is seen in context of its scale and the way it
works with communities te get results.
o Forexample: 35%\working from home for 3 days) of our staff equates to 21 people
out of ateamof 62.1 FTE.
o We are small’population agency working across three locations (Auckland,
Wellingtonjyand Christchurch) with Wellington the largest of the three.
o This.a very small number of staff in the context of the public service.

e The way'the Ministry operates requires a high degree of direct engagement with ethnic

communities and other stakeholders.

o) Asignificant number of our staff across functions engage with communities to
varying degrees.

o Engagements, include many meetings and attendance at events that often occur
during the weekends or evenings.

o This means a bigger number of Ministry staff are necessarily managed within a
flexible framework, including working from home.

e Our hybrid working conditions have worked well.
o Ithas enhanced our productivity and attracted calibre staff to work in a Ministry
where development opportunities and career progression within our organisation is
more limited due to our small size .
o We have proven that flexibility for staff gets results, and our organisation has
delivered our key priorities while being flexible.
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o Current staff feedback, including from exit interviews indicates that flexible working
is highly valued by staff and is an important part of our employee value proposition.

From: @parliament.govt.nz>

Sent: Thursday, January 30, 2025 7:25 PM

To: Fleur Murray <Fleur.Murray@ethniccommunities.govt.nz>; Mui Ngah Lee (Parliament)
<MuiNgah.Lee@parliament.govt.nz>; @parliament.govt.nz>;
Edward Firth <Edward.Firth@ethniccommunities.govt.nz>

Subject: Re: WFH answers - confidential

Thanks Fleur.

That is helpful - the Minister will probably end up being asked so there is some good back pocket
for him to talk to here.

Cheers

Ministerial Advisor
Hon Mark Mitchell

EEIEIED I - i ment. govt.nz

From: Fleur Murray <Fleur.Murray@ethniccommunities.govt.nz>

Sent: Thursday, January 30, 2025 5:55:27 PM
To:_@parliament.govt.np; Mui Ngah Lee
<MuiNgah.Lee@parliament.govt.nz>; @parliament.govt.nz>;
Edward Firth <Edward.Firth@ethniccammunities.govt.nz>

Subject: WFH answers - confidential

Hi EEIERIE

| hope you are well. As permy text here are the answers to the questions you have around
flexible working andhWEH in blue below. If you have any questions or need further information
please don’t hesitate to get in touch. Look forward to meeting you in person soon.

e interms.0f working on weekends/evenings, does the Ministry track this in terms of
"trading",that for working from home during weekdays and what data do they keep on
this? le='what percentage of people worked on a weekend day, or outside of normal
working hours, what percentage do that regularly and what percentage do that more
than once a week,

If the Ministry requires staff to work away from their normal locations and in evenings
and weekends, it is by mutual agreement, we do not currently require staff to compete
timesheets to track engagements.

What is the flexible framework policy and how does it align with the PSC guidelines,
Since 2021, the Ministry has been following the PSC “Flexible by Default” flexible
working guidelines and these have worked well. Because we are employed by DIA, we
also share our flexible working arrangements with them, given our collective agreement
is the same, and we undertake bargaining with them. Half of our staff at the Ministry are
unionised and so its important we work closely with them.

All agencies were required to provide data on the prevalence of working from home
arrangements in November 2024. The new Flexible Working (Work from Home) guidance
was provided by the PSC in December 2024 and agencies have been asked to align

Page 3 of 4



current practices with this new guidance. We are currently in the process of doing this
and will be ensuring our practice aligns with the new advice, and that all arrangements
are documented and regularly reviewed. We will also be producing regular reporting
internally and to the PSC.

For how long has it differed from the PSC guidelines and what feedback has the Ministry
had from PSC to date, and when?

The Ministry’s practices in relation to flexible working and WFH have always aligned with
PSC guidance since we commenced in 2021.

The new WFH guidance was issued in December and is attached for your information.
The Ministry is currently reviewing our flexible working framework to ensure our practice
aligns with the new guidance. The new advice is not prescriptive, providing advice on
principles to be applied. The PSC has not provided the Ministry with any feedbaek oh-our
practice but reached out yesterday for additional context given the pending reledse of
the data.

The guidance includes principles such as:

e Working from home arrangements only being agreed to where'they'will not
compromise the performance of employees, their teams ontheir agencies.

e Agencies actively monitoring the prevalence and impactofiworking from home
arrangements and regularly reporting to the Public Service Commission about
the number and nature of agreements.

The Ministry’s view is that our current arrangements do hoticompromise performance.
We will now work closely with teams and individualswithin the Ministry to review
practices and explicitly agree any flexible working\arcangements, which will then be
documented and reported on. Ongoing monitering of performance, both informally and
formally will ensure that any working from home ‘arrangements for staff or teams does
not negatively impact performance or expeeted outcomes.

Also FYI the PSC have confirmed not long ago‘that.the data will be published in the morning.
| hope that helps, and again any questions'please let me know
Regards

Fleur

Fleur Murray

Deputy Chief Executive, Corporate Services
Ministry for Ethnic Communities

Level 7 (Reception),

155 The Terrace (RNZBuilding)

Wellington

www.ethniecommunities.govt.nz | Facebook

Q)
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Te Tari Matawaka
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From: MEC Ministerial <Ministerial@ethniccommunities.govt.nz>
Sent: Friday, January 31, 2025 3:24:17 PM

To: Mui Ngah Lee <MuiNgah.Lee@parliament.govt.nz>

Cc: MEC Ministerial <Ministerial@ethniccommunities.govt.nz>
Subject: FW: URGENT: FW: Herald: WFH data

Hi Mui Ngah,

lease see below for the Ofice. RN

Nga mihi,
Felicity Cunliffe (she/her)
Ministerial Advisor

Ministerial Services

From: Amal Alsheemy <Amal.Alsheemy@ethniccommunities'govt.nz>
Sent: 31 January 2025 15:21

To: Edward Firth <Edward.Firth@ethniccommunities.govtinz>

Cc: MEC Ministerial <Ministerial@ethniccommunities.govt.nz>
Subject: URGENT: FW: Herald: WFH data

Importance: High

Hi Ed and team,
Could you please shared the response below with the Minister’s Office?
Thanks,

Amal

From: Amal Alsheemy

Sent: Friday, January 31, 2025 3:20 PM

To: Mervin’'Singham <Mervin.Singham@ethniccommunities.govt.nz>
CcyMECELT <MECELT@dia.govt.nz>; Paul Tryon
<Paul.Tryon2@ethniccommunities.govt.nz>; Christine Hogg
<€hristine.Hogg2 @ethniccommunities.govt.nz>

Subject: RE: FW: Herald: WFH data

Kia ora koutou,

I’'m sharing the response signed off by Mervin.
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Kia ora Jamie,

Thank you for reaching out.

Please find our response below. You can attribute it to Fleur Murray, Deputy Chief Executive,
Corporate Services.

The Ministry's response:

The Ministry for Ethnic Communities is a small, agile agency of 62 fulktime equivalent (FTE)
employees.

We are committed to delivering high-quality outcomes for'the government and New
Zealand's Ethnic Communities.

Our working-from-home (WFH) data needs to be seen in the context of our scale and how
we work with communities to achieve results.

e 35% of our staff working from home for-3 days equates to 21 people out of a team of
62 FTE.

e The way the Ministry operates requires a high degree of direct engagement with
Ethnic Communities and other stakeholders. These engagements are essential to our
work and to deliverieniour priorities.

o Asignifieant number of our staff across functions engage with communities to
varying degrees.

o +«Engagements include many meetings and attendance at events that often
occur during the weekends or evenings.

We hadyhundreds of engagements with various government, business, and community
organisations last year.

These engagements were instrumental in achieving significant milestones, including the
inaugural Ethnic Exchange Business Symposium and the first-ever Ethnic Evidence report.

o This means a bigger number of Ministry staff are necessarily managed within
a flexible framework, including working from home.

e We consistently meet our performance targets. Our hybrid working conditions have
worked well. It has enhanced our productivity and attracted calibre staff.
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We have always complied with the Public Service Commission guidelines. We are reviewing
our practices to align with updated guidelines and will report on this as required.

Nga mihi,
The Ministry’s media team

I’ll share it now with the Ministerial team to share it with the MO, and send our respoense-to
the journalist.

Thanks,

Amal

From: Jamie Ensor <jamie.ensor@nzme.co.nz>

Sent: Friday, January 31, 2025 12:12 PM

To: Media Ethnic Communities <media@ethniccommunities.gevt.nz>
Subject: Herald: WFH data

You don't often get email from jamie.ensor@nzme.co.nz. Learn why this is important

Kia ora,

I’'m looking through the new'working from home data released today. It shows 93.5% of the
Ministry for Ethnic Communities’ workforce work from home between 1 and 5 days a week.
That'’s the highest of any ef the departments surveyed. More than 40% work at home
between 3 and 5 days @ week.

Wondering if the ministry wishes to make any comment on this, including whether it is
making chariges to reflect the guidance issued by the Government on WFH last year? Also, is
there any particular reason why this ministry may have higher WFH rates than others?

| will Beputting up a story on the breakdown of data shortly, and can add in any response
you-may have.

Cheers

JAMIE ENSOR
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Political Journalist | NZ Herald Parliamentary Press
Gallery

E: jamie.ensor@nzme.co.nz

This email and any attachments are strictly confidential and subjectto copyright. They may
contain privileged information. If you are not the intended recip'ent please delete the
message and notify the sender. You should not read, copyjuse, change, alter or disclose this
email or its attachments without authorisation. The company.and any related or associated
companies do not accept any liability in connection with this email and any attachments
including in connection with computer viruses, data‘corruption, delay, interruption,
unauthorised access or unauthorised amendment./Any views expressed in this email and any
attachments do not necessarily reflect the views.of the company or the views of any of our
related or associated companies.

Any information contained in this e-mailin relation to an advertising booking are subject to,
and should be read in conjunctionwith, our standard advertising Terms & Conditions

NZME Ltd / NZME Holdings‘Ltdy/ NZME Publishing Ltd / NZME Radio Ltd / NZME Educational
Media Ltd
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From: Heur Murray
To: MEC All Staff
Subject: Flexible Working, working from home Update
Date: 04 February 2025 17:13:37
Attachments: Hexible Working framework Dec 24.docx
for Flexibl king fi |

Flexibl king (Work f ) Guid PSC 12 24.pdf

Hl everyone

| hope you all had a great day!

Further to Mervin’s all of staff meeting on Thursday, around working from home-and
the data the PSC released on Friday the Ministry has had multiple requests from the
media to explain why our working from home numbers are higher than other
agencies. We felt it was important to share with you all relevant media links around
WFH that have been published. In some we are mentioned and in"'Seme we have
been asked to comment, and there are others which highlight how.important WFH is,
for example comments from the PSA. If we receive anymoré | will also share them
with you all.

Thanks Amal for arranging this so promptly for us.

Here are the links:

e Db rvi ased - how do mini
perform? - NZ Herald — Some of the Ministry's numbers are mentioned in the
article, with a commentfrom our Fleur Murray putting those numbers in
context.
- Interviewawith'PSA's Acting National Secretary, Fleur Fitzsimons, on PSC's
released WfH data (almost from 00:03:15 till 00:06:00). It doesn't mention the
Ministry specifically.

< Rilysi ) . . :

Our Ministry is mentioned, and PSA's Fleur is quoted.

As a Ministry we ended up having the highest tally of WFH across government, which
we have been questioned about, there were also queries around why so many of our
staff are not in the office on a Friday, and so its timely now that we review and
formalise those arrangements.

Now that we know what the guidelines are from the PSC, (attached) and that staff



who choose to utilise flexible working arrangements must have agreements in place,
next steps are to action that piece of work. This is so we can report to the PSC on our
WFH arrangements which are mandatory. Therefore, it’s important that we re-setin
this space and ensure that everyone has agreements in place that suit the staff
member, the team they work alongside as well as the organisation.

Based on the above and the guidance received from the PSC, we have developed the
Ministry’s flexible working framework and guidelines. | have attached a copy for your
reference. | have also attached the form for you to fill out if you would like to request
any flexible working arrangement whilst working at the Ministry. Please note too0, that
even if your flexible working, WFH arrangements may not change you still needto fill
out the form and discuss it with your leader so we can report as required.
Here
It’s important to note that the Ministry recognises the benefits of flexible working
including allowing the Ministry and staff to;

e Balance work with other parts of life;
Work at different times or locations;
Improve health and wellbeing;
Attract and retain talent; and

Support diversity.

With the PSC guidelines it’s importantto\Understand that we want people to have a
real choice about how they undertakéetheir work in balance with their personal and
family commitments. But we alsoineed to ensure that we deliver for our Ethnic
Communities. This requires ensuring that our work practices are productive, and the
delivery of our work objectives,is front of mind, and that you are also regularly
interacting at times with your colleagues’ face to face.

This means that@allistaff and their respective leaders are obligated to discuss their
preferred flexible.wworking options together and agree on what’s best for both. From
there the arrangements will be written up and placed on people’s files. It’s important
that regular discussions are had between you both to ensure its working well, and
evety’6 months they will be formally reviewed.

SLT have met today to discuss the options available and will be then speaking to their
teams and individuals.
® Flexible working and working from home remain important to MEC and will
continue to be an element of our employee value proposition.
® \We need to be cognitive of Government expectations and the considerations
outlined in the PSC guidance on working from home.
® ELTdo notwantto mandate a position and SLT need to consider what is right
for their teams and the organisation, balanced with the needs of individual staff



members.

® Average working from home days and day of the week distribution the most

important statistics, not the percentage of staff who can access WFH.

There is a very tight turnaround to get this completed, so we ask that you make this a

priority please. We would like all agreements signed and agreed to by 21 February.

I hope that clarifies where we are with flexible working and what the next steps are,

have a nice evening

Cheers Fleur

Fleur Murray
Deputy Chief Executive, Corporate Services

Ministry for Ethnic Communities
Level 7 (Reception),
155 The Terrace (RNZ Building)

Wellington

www.ethniccommunities.govt.nz | Facebook
Ministry for

V Ethnic

Y Communities

~ f .
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Request for flexible working

This form is to document informal flexible working arrangements that do not alter terms and
conditions of employment. It should be completed following a discussion with your leader. Please
allow two weeks before the date you would like the change of working arrangements to begin for
consideration.

Please note, all flexible working arrangements are reviewed every 6 months.

Only complete the parts relevant to your working arrangement.

Employee Name Business Group
Leader
Request type
A change in hours of work [0 | Temporary change O
A change in days of work O | Note —you may select fnore than
one option
A change in place of work O
Other change — please explain: O

Working arrangement

Days of work Monday | Tuesday Wednesday | Thursday | Friday Saturday Sunday

Hours of work

Place of work

Additional details:
Arrangement Details
Compressed working week etc.

Challenges and proposed management plan

Start date Review date

(arrangements are reviewed every 6
months)

MEC - Request for Flexible Working Page 1 0of 3
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A

| acknowledge that:
e Any approved arrangement will be reviewed periodically to ensure that it continues to

meet not only my needs but also those of my team, customers and stakeholders

e (For remote work) | am responsible for ensuring that my work environment posesno risks
to security or to my health and safety, and for following all guidance provided:by the
Department

e Any approved arrangement may be revoked with reasonable notice and\deés not form a
term or condition of my employment.

Employee signature: Date:

Leader’s decision

(Delete those not applicable)

Approved

I have approved your request for a flexible working arrangement as set out in this form with
effect from enter date

We will review this arrangement on a regular basis with the first review on enter date

Approved with.changes

| have approved the following flexible working arrangement:
[@b'ut changes to the working arrangements approved

with effect from enter date

We will review this arrangement on a regular basis with the first review on enter date
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Declined - You must discuss with your DCE and Director, and Director Corporate Services before

proceeding

| have considered your request for a flexible working arrangement, but your request cannot be
accommodated under the following grounds. (Tick relevant box/boxes):

Inability to reorganise work among O Inability to recruit additional staff O
existing staff
Detrimental impact on quality O Detrimental impact on performance |0
Planned structural changes O Burden of additional costs O
Insufficiency of work during the periods | [0 Detrimental effect on abilitypto.meet | O
you propose to work customer demand

These business grounds apply because:

Leader’s signature: Date:

Email completed forms to human.resources@ethniccommunities.govt.nz

MEC - Request for Flexible Working Page 3 of 3



10

From: Fleur Murray <Fleur.Murray@ethniccommunities.govt.nz>

Sent: Thursday, February 20, 2025 16:33

To: MEC ELT <MECELT@dia.govt.nz>

Cc: Paul Tryon <Paul.Tryon2@ethniccommunities.govt.nz>; Christine Hogg
<Christine.Hogg2 @ethniccommunities.govt.nz>

Subject: FW: Staff WFH Master.xIsx

Hl team
Thanks for your time today, to discuss the WFH challenges, its appreciated.

PT has kindly run the numbers again, thanks PT, and the number has decreased fromdan
overall average of 1.5 to 1.36 of staff WFH weekly, remembering our initial figuré:was 2.2
days.

Those staff that WFH on a Friday is now 53%, so just over half, which is/alarge increase from
the initial number.

I’'m recommending we leave as is at the moment, as we discussed today, there is still risk as
we don’t know where that yet leaves us, we may still land at the top of the bunch again,
given others may move downwards too.

Given the advice from the PSC yesterday, and the formal communication we have given in
the media, plus our stable relationship with thePSA, I’'m proposing the following:

e Leave the data as is, report at the endwof March and regroup then if the data is still
high.

e | will advise SLT tonight via<email of the above.

e Give another 2 weeks for staff and leaders to discuss in more detail — there may still
be changes givend still'need to discuss this with our PSA members next Thursday.

Can you all please via, return email let me know if you agree with the approach?

Thanks Fleur

From: Paul Tryon

Sent:Thursday, February 20, 2025 2:54 PM
To: Fleur Murray

Cc: Christine Hogg

Subject: Staff WFH Master.x|sx

Hi Fleur
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Attached is the wfh data now that Malcolm has provided updates. A summary is in the table

below.
Average WFH % of staff using | WFH on Friday
days WFH
AMM 1.64 92% 68%
SESI .88 69% 13%
Corporate 1.53 87% 73%
Office CE .67 33% 33%
Overall 1.36 83% 53%
Thanks PT
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From: Fleur Murray <Fleur.Murray@ethniccommunities.govt.nz>
Sent: Friday, February 21, 2025 14:54
To: MEC All Staff <allstaff@ethniccommunities.govt.nz>

Cc: Jamie Devine <Jamie.Devine@dia.govt.nz>; _@psa.org.nz>

Subject: Staff WFH
Hello lovely MEC people
| hope you are all having a lovely Friday.

Further to your discussions recently around WFH and flexible working, we have decided\to
extend the deadline of applications for flexible working and WFH until Friday 7 March'so 2
more weeks to discuss agreements with your leader.

PT and | are presenting the flexible working guidelines to PSA members laternext week, so
this will give everyone more time to think about what’s best for them. /Af)you have already
sent your application in and wish to revisit it, or discuss this with yourleéader in more detail,
you are more than welcome to do so.

Have a lovely weekend

Fleur

Fleur Murray

Deputy Chief Executive, Corporate Services
Ministry for Ethnic Communities

Level 7 (Reception),

155 The Terrace (RNZ Building)

Wellington

www.ethniccommunities.govt.nz | Facebook

Ministry for
-..V Ethnic
= \ Communities
- ‘ ﬁ Te Tari Matawaka
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