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PRESIDENT’S MESSAGE

By IPANZ President DrJo Cribb

Dear Readers

IPANZ would like to extend our warmest thoughts and prayers to
the families, friends, and Muslim community who have been so
impacted by the horrific events in Christchurch.

I am sure we are all struck with grief, horror, and a deep sadness
mixed, perhaps, with admiration and hope.

I would particularly like to play tribute to the public servants who
were and will continue to be involved in the response - from those

Are you the new Executive Director of IPANZ?

The Institute of Public Management of New Zealand (IPANZ) is
looking for a senior leader with a flair for business development,
innovation and thought leadership and a passion for excellence in
public sector management.

IPANZ’s role is to contribute to a high-performing public sector by
generating new ideas, giving opportunities for debate, celebrating
and promoting the value of the public sector and delivering
services to public service clients.

«  Canyou develop new business lines of value for the public
service?

«  Areyou a politically astute thought-leader with a track record
of influencing public policy?

first involved: the police and medical staff, the teachers, and those
who prepared and fronted our public media channels to those
who will work tirelessly in the aftermath: the policy teams and
front-line staff of many agencies. Your dedication to service and
professionalism is inspiring.

Much has already been written and drawn, far more eloquently than
I could ever. This message may be short, but it is packed with praise
and love.

Jo Cribb, President

We are seeking expressions of interest for a newly created Executive
Director position. The role will be part time, but the IPANZ board

is flexible about how the role is shaped. You are likely to have had

a career as a senior public servant and are looking for your next
challenge. This part-time role may suit your portfolio or your wish to
work flexibly.

You will lead a small, capable team and engage with a wide range of
stakeholders across the public, NGO and business sectors.

You will be commercially savvy. The Board expects you to grow the
size, impact and influence of IPANZ.

Find out more about the role here: www.ipanz.org.nz

Expressions of interest that outline your interest in the role, your
capabilities and how you propose the role could be structured
should be sent to president@ipanz.org.nz by 5pm on Friday 26 April.

Reform and Review means opportunities for you!

NZ’s Leading Recruitment and
Organisational Development Specialists

www.H2R.co.nz

CONSULTING
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Grant Robertson outlines wellbeing approach

The 2019 “wellbeing” Budget is just
the start of a whole system change,
Grant Robertson told an IPANZ
audience in February.

He said the wellbeing approach
would involve the whole of
government working together
as never before and involving
the private sector, NGOs, local
government, iwi, and business.

“A wellbeing approach means more
robust financial and economic
analysis, not less. It means analysing
the whole system to understand
how policy affects people, not just
measuring impacts within agency
silos.

“For the wellbeing approach to truly
work, it has to become part of what
we all do - Ministers, chief executives,
the public, and state sectoras a
whole. We all need to ask ourselves
what changes do we need to make
and who do we need to collaborate
with so that a wellbeing approach
becomes real, and not just the latest
buzzword.”

Robertson said the government made
the decision to push for the new
approach for 2019 and acknowledged
that it was difficult and wouldn’t
be perfect. “But it’s the first step

towards a multi-agency, collaborative
approach.”

He said more needed to be done

to ensure the Living Standards
Framework reflected all New
Zealanders - particularly by
ensuring a Te Ao Maori and Pasifika
perspective were taken into account
and improving the understanding
of child wellbeing and cultural
wellbeing.

In addition to the Budget, further
changes would help the government
to implement wellbeing. These
included institutional change

to force greater government co-
operation. For example, the Urban
Development Authority will link
three areas of government essential
for urban planning - housing, urban
development, and transport.

Legislative change - in particular

the State Sector Act and the Public
Finance Act - was also on the agenda.
And further changes may be made to
financial planning and reporting. For
example, there will be greater use of
baseline reviews.

“On baseline reviews, | don’t want
you to take this as code for cost
cutting. It’s not. It might mean
investing more; it could certainly
mean investing differently,”
Robertson said.

He also wanted to see a change to
the way planning and reporting was
done.

“l am looking for agencies to focus
more on the long term both in terms
of planning and in annual reports,
even though that may seem to run
up against our normal approach of
reporting, planning, and budgeting
annually. In annual reports, this
could look like agencies reporting
on expenditure from many years ago
- what impact did it have and what
does that mean for our actions going
forward?

“All of us - public servants and
Ministers - need to be willing to step
outside our agency or portfolio silos
to think about the impacts of our
policies and projects from an all-of-
government perspective.

“l am looking forward to continuing
to work with you and hope that you
are as excited as | am to be moving
from our first wellbeing Budget to
becoming a fully-fledged wellbeing
government,” Robertson concluded.

CONTRIBUTIONS
PLEASE

Public Sector journal is always
happy to receive contributions
from readers.

If you’re working on an interesting
project in the public sector or
have something relevant to say
about a particular issue, think
about sending us a short article
on the subject.

While we will always look at
well-written pieces on any public
sector subject, it would help if
your article touched on or related
to one of the journal’s quarterly

themes.
Themes for 2019 are:
July: Maintaining

integrity in the
public service

September: The future public
service and how we
get there

December: Openissue

Contact the editor Simon Minto
at simon.g.minto@gmail.com
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THE WAYTO

The government has set out its “road map” on the future of drinking, storm, and waste water. The road map is part
of the government’s strategy to prevent a repeat of the Havelock North event, when 5,000 people became ill after
drinking the town’s water. CARLY PRICE from The Questioning Engineer asks whether the proposed changes will
effectively transform the water industry in New Zealand.

In May 2000, in Walkerton, Ontario, Canada, 2,300 people (48
percent of the town’s population) becameill, and seven people
died due to bacterial contamination of the town’s water supply.
Two and a half years after this outbreak, the legislation and
standards around water supply have been transformed in Ontario
and other parts of Canada. The Federal Provincial Territorial
Committee on Drinking Water developed the Guidelines for
Canadian Drinking Water Quality,
with legislative action taken at both
provincial and local government level
to prevent such an incident taking
place again.

Two and a half years ago in Havelock
North, there was an outbreak of
gastroenteritis, with 5,000 people
becomingill due to campylobacterin
the water supply, yet changes to the
system have so far been superficial.
Currently the road map is a nod to
the internationally recognised “six
principles” of drinking water safety,
which underpin the industry across
Europe, Northern America, and Australia, but the proposals fall
short of sustainable and necessary change. Is it going to take
another Havelock North outbreak before the standards and
legislation are truly transformed?

Carly Price

Historically, we have been fortunate to have clean water sources.
However, as the agricultural and industrial pressures on New
Zealand’s resources have increased, not to mention the impact of
climate change, we no longer have such guaranteed safe sources
of water.

The New Zealand
water industry needs
to adopt learnings
from the rest of the
world and leap-frog
the processes that
other countries went
through. This will
ensure that we are
getting not just safe
water but the best
quality water.

) CUESTIONING

THE 6 PRINCIPLES OF
DRINKING WATER SAFETY

Protect the
Source Water

Multiple Barriers

V/If

There were 19
recommendations
Henaoement for urgent action
from the Havelock
North Inquiry. These
recommendations
were released in
December 2017, but so far, the government has made progress on
only a handful of them. The work will take another year or two to

Preventive Risk
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complete. But the question remains - is the work even addressing
the recommendations? Are the changes going far enough?

What’s happened so far?
Cabinet paper (road map)

The paper outlines the proposed changes for the industry. The
most significant step is the proposals for regulating all three
waters (drinking, storm, and waste), as well as identifying the
institutions that will implement these regulations. In late 2019,
Cabinet will consider policy proposals for service-delivery
arrangements (including aggregated water suppliers and funding
options) and economic regulation.

The paper shows that the government is tackling the difficult
issues despite the anticipated challenges, so this should be
recognised and applauded as a good start.

Itis also good that the uncertainty around regulation will be
cleared up by the middle of 2019. However, the long time frame
for service-delivery arrangements leaves the industry in limbo for
another year. Water suppliers will have to wait until then before
they know who will own and run the assets in the future. This will
inevitably impact on councils’ decisions to invest in infrastructure
in 2019, because it will be harder to convince ratepayers and
councillors to pay for infrastructure with an uncertain long-term
ownership. This could mean it will be even longer before many
rural New Zealanders get safe water all year round.

Another impact of the uncertainty around service delivery is that

workers within the industry do not know where their roles will sit
beyond 2020. Will the council still be their employer, or will it be a
large amalgamated water supplier?

The Health (Drinking Water) Amendment Bill

This Bill, which is going through parliament now and is specifically
designed to address the outcome of the Havelock North Inquiry,
does not address the most urgent recommendation: the
recommendation to abolish the secure classification system.

Canada and Australia have abandoned a secure classification
system because they conclude there is no simple classification
that allows a supplier to deliver untreated groundwater to large



populations. They have come to this conclusion after extensive
research, which shows that there is no system that will accurately
represent the complex and non-homogenous conditions found

in aquifers. The Bill does not follow the Canadian and Australian
example.

Another reason why treatment of groundwater is required in
Australia and Canada is the need for multiple barriers. An aquifer
is one barrier, but without treatment downstream, there are

no further barriers. New Zealand does have monitoring, but

it is important to understand that monitoring is not a barrier.
Monitoring tells you if your upstream barrier is working, but it does
not remove, kill, or inactivate contamination. So, monitoring the
raw bore water is important to give you visibility of whether the
aquifer is compromised or not, but it is not a barrier that stops the
water from being contaminated. This problem is not addressed in
the Bill.

A Water Safety Plan framework update

Multiple barriers is one of the six principles of drinking water
safety identified by the Havelock North Inquiry. In December 2018,
the Ministry of Health released some updates to the framework
for Water Safety Plans, with the guidelines to be based on the six
principles.

Introducing these principles, and the 10 framework components
(which closely reflect the 12 elements found in the Australian
Drinking Water Guidelines) is a step in the right direction. However,
writing the document is just the first step in promoting the
principles throughout the industry - now training and awareness-
raising is needed. There is no indication how the government
intends to do this.

Next steps?

Looking at other countries with highly controlled management of
water supplies, it is important to recognise that their regulation

is not a tick-box approach. Instead, the regulation is based

on minimising the risks of contamination through multiple
barriers with robust business systems ensuring preventive risk
management is practised at every level of the organisation.

In anticipation of the changes, the best way for professionals to
future-proof their careers is to stay up to date not only with the
domestic industry but also with international practices. This is
because it is highly likely that any new regulations will be modified
from existing requirements and practices overseas. | highly
recommend that industry professionals should be up to date on
what the six principles look like in practice elsewhere.

One of the best ways to do this is through online training, whereby
policy writers, regulators, asset managers, and operators can
access the latest resources and information without taking
significant time away from the task in hand. Now, more than ever
before, it is essential that accurate, technical water management
information is readily available for all in the industry.

Itis a necessary solution to ensure that change within the water
management industry is sustainable and that we are up to speed
with the lessons learned by other countries to obtain consistently
safe water. From lectures to visuals, infographics and pop
quizzes, content is designed to share knowledge, experience, and
best practice so that professionals can manage water quality,
communicate its importance, and deliver a safe and essential
utility.

Carly Price has worked in the water industry for 17 years (including
eight years as a regulator) in Australia, New Zealand, and Tanzania.
Now based in New Zealand, Carly has helped many public and
private water suppliers review their sourcing and supply systems.

PROCUREMENT AND CONTRACTING IN THE PUBLIC SECTOR
- Wed 5 June 2019, 9am-4:30pm

STRATEGIC THINKING, PLANNING AND MANAGEMENT
- Mon 6 May 2019, 9am-4.30pm

PUBLIC POLICY FUNDAMENTALS

- Tue 18 June 2019, 9am-4.30pm

SYSTEMS THINKING
UNSING DATA: DISCOVERY, ANALYSIS, VISUALISATION AND

DECISION-MAKING
-> Mon 24 & Tue 25 June 2019, 9am-5pm

Victoria Professional and Executive Development

High quality professional and executive development courses specifically designed for the public sector:

MACHINERY OF GOVERNMENT

- Mon 18 March 2019, 9am-4:30pm
- Tue 21 May 2019, 9am-4:30pm

- Wed 17 July 2019, 9am-4:30pm

CROWN-MAORI RELATONS: TREATY AND MORE
- Tue 4 & Thu 6 June 2019, 9am-1pm

- Tue 30 & Wed 31 July 2019, 9am-4.30pm

WICTOME A
LUMNIV S1TY
WELLINGTON

We also deliver in-house courses, customise existing courses or design new programmes to suit your requirements.

For more course dates, further information and to enrol visit www.victoria.ac.nz[profdev or call us on 04 463 6556

- Ourlatest 2019 short course
: catalogueis out now. View it online

atmmumﬂuna.amzmmtdﬂ
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COVER STORY

Working towards an uncertain future

Dr Jo Cribb, Roger Dennis, and Dave Heatley spent some time with CARL
BILLINGTON exploring some of the issues shaping the future of work and
what it means for education and social services.

This discussion maps some of the
territory surrounding digitisation, artificial
intelligence, micro-education, and

public policy, highlighting a future that
presents some specific challenges and
opportunities we need to prepare for.

Navigating the fog

“Looking at an uncertain future together
is like driving into a thick bank of fog. It’s
almost impossible to navigate clearly
from the inside, but if we can gain a little
elevation and get above it, we can find
some reference points and landmarks,”
Roger Dennis, futurist and strategy
consultant, explains.

Roger Dennis

“Where does the fog lead? We don’t know.
Right now, we’re at the disruption stage,
and it’s not clear how the next decade
will play out. The trend over centuries

of human history, though, is that as
technology advances and things change,
humanity’s overall state and standard

of living improves. We should ultimately
expect that trend to continue.”

Yet, despite the historical precedent, large-
scale change inevitably generates fear. Dr
Jo Cribb, strategy consultant and Don’t

Worry About the Robots co-author, explains.

“When you talk to people, you get the
impression there’s the equivalent of a 747
full of robots about to land and we have
no idea and no say in where they’ll touch
down. In reality, change comes about

as business owners and communities

make choices about how they want their
processes and activities to run.

“Some of our choices will have
implications for others, and some choices
may become forced if we want to remain
competitive, but the robots aren’t flying
in to randomly invade. It will be driven by
our choices; we can influence how things
go,” Cribb adds.

However, Cribb also acknowledges that
changes affecting our work lives seem
to strike especially close to home: “In
modern society, work tends to be how
we define ourselves. If you ask somebody
who they are, they’ll most likely tell
you what they do for a job. So when
something challenges that, it touches
some very primal drivers - it can feel
like it’s threatening the very core of our
identities.”

Dave Heatley, Principal Advisor at the New
Zealand Productivity Commission, reflects
on what we might reasonably expect to
see.

“I think there are a few things we can
reliably say. The cost of collecting, storing,
and processing data will continue to fall
and those who can extract useful insights
from large datasets will be in demand.

“We should expect to see digital

systems become increasingly useful

and sophisticated, but true artificial
intelligence is likely to remain elusive. We
should also expect to see services become
increasingly prominent in our economy.

“I think we can also expect attitudes

to technology, privacy, and socially
acceptable behaviour to evolve quickly
and not necessarily in ways we could have
predicted,” Heatley adds.



A future of job losses?

“Some occupations have disappeared in
our lifetime, but they didn’t disappear
overnight,” Heatley reflects.

“Will we have time to prepare for
occupations disappearing in the future?
Probably. Will it happen faster in the next
30 years than the last 30 years? We don’t
know. Prediction is fraught.

“In 1943, IBM predicted there was a world
market for about five computers. The

New York Times ran an article warning
automation would wipe out jobs in 1928.
In 2015, The Guardian predicted driverless
cars would be everywhere by 2018. These
aren’t new fears, and we don’t always get
it right,” Heatley adds.

Dave Heatley

The challenge is to take a more measured,
logic-driven approach to anticipating
what some of the changes might be and
where they’re likely to take effect. Roger
Dennis picks up this theme.

“You don’t actually need a full artificial
intelligence - a ‘fake brain’ - to disrupt
jobs. You don’t need to replicate a human
being; you just need enough capability
to manage the core functions of the job
that’s currently being done by a person.
For rule-based and data-driven activities,
Al is well-equipped,” Dennis explains.

“If we think of our borders, machines can
do a good job recognising faces through
biometrics. They can match dates,

data, and travel records to identities
easily. What they can’t do is tell whether
someone is lying about what they have in
their bags.

“Artificial Intelligence is definitely the
biggest game changer. Passports are
one example where increasing levels
of algorithmic intelligence are being
deployed. Air travel is another - it’s the
largest fleet of robots in the world.

“So little of the process of
flying a commercial aircraft
relies on a human pilot, yet
if the pilot came wandering
down the aisle and joined
the crew for a few laughs
and spent the time chatting
with passengers during the
flight, most people would
get quite uncomfortable.

“Computers can handle
managing the flight and
monitoring data from the
plane, but we all want
the processing power of a
human mind behind the
wheel if anything goes
wrong,” Dennis explains.

“We are likely to see significant disruption
in jobs that rely on repetitive processing of
rules. This could even apply to previously
high-paying jobs such as accountancy and
law.”

The “gig”

In terms of employment, the anticipated
changes are not limited to the types

of jobs people will do but also to the
types of employment structures and
organisations that people will do those
jobs in. High-speed connections, high-
spec laptops, phones and tablets, and
cloud-based platforms are enabling us
to work anywhere. Combine that with an
increasing focus on skills and capabilities,
rather than roles and employees, and
we are seeing the rise of what many
commentators are calling the “gig
economy”.

“It’s easy to romanticise the life of a

gig worker with images of highly paid
consultants, but the increasing reality
for many will be one where gig working
equates to precarious, variable, and low
incomes. This could put a lot of people
in really vulnerable positions as they
struggle to provide for themselves and
their families,” Cribb explains.

“It’s the same with retirement. Statistics
indicate a growing number of people will
still have mortgages at retirement age.
Many will have little choice but to try and
remain employed beyond the traditional
retirement. We need to start thinking
through these issues in finer detail.

“Our employment frameworks will

likely need to change as well. There are
many benefits to greater flexibility in
employment arrangements, but there is
also the potential for greater exploitation
and vulnerability. It’s likely we’ll need to
rethink how we structure and codify those
relationships.

“It’s not unlike the way we think about
earthquakes in Wellington. We know we’re
likely to face a significant shake in the
future - we don’t know when or how big

it will be, but we know the risk is there,

so we prepare for it. The future of work is
the same, but | don’t see us preparing for
it yet.”

The fourth industrial revolution?

Although the long-term history of
technology and change is generally
a positive one, the first step at each
significant point is disruption.

“If we look at the first industrial revolution
in the UK, what we saw in the late 1700s
and mid-1800s was that life expectancy
declined in most major UK cities. It then

7 PUBLIC SECTOR April 2019



improved dramatically, but it took fifty
years for that revolution to improve the
quality of life,” Dennis explains.

“We’re moving into a period now that
some historians and sociologists are
describing as one of accelerated history
- a period of social change, driven by
technology at an unprecedented scale
and pace,” Dennis adds.

As Dennis and others point out, we have
yet to see exactly what this means. It
could create quicker, larger disruption
than we’ve seen before. Equally, it could
be that we move through the timeframe

from disruption to benefit quicker than we
have before. As Heatley points out, we can

only speculate.

“It’s theorised the current wave of
digitisation is going to be a fourth
revolution (following steam, electricity,
and the personal computer). We don’t

know yet what it will do. When technology

comes in leaps in bounds like this,
there are lots of plausible stories and
narratives.”

Rethinking the “three-stage life”

Perhaps one of the most deeply
embedded narratives in our collective
psyche is what’s sometimes called the
three-stage life - based on the three
stages of education, work, and then
retirement.

“I suspect those assumptions are going
to be unpicked,” Cribb suggests, adding
that the “reality is you might do your
education, do some work, and then do
some more education. Others might
retrain while on the job and the idea of
retiring with just a cold stop justisn’t

going to be the reality for a lot of people.

We’re going to have to become much
more agile about this.

Jo Cribb
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“The idea of taking three or four years
out isn’t necessarily going to be helpful
in some areas. In the world of tech
especially, four years is too long - you’re
going to be better off learning the
application as you go because it’s just
going to change.

“Micro-credentials shift the focus to short,
targeted training that allows people to
acquire up-to-date skills as they need
them. Some organisations and industries
have adapted to this already. Microsoft

is one example with the
introduction of digital
badges - uniquely
identifiable digital
credentials that help
provide assurance to
employers,” Cribb adds.

The implications for

our education system
and our lifestyles are
significant, yet our
perceptions can be quite
enduring.

“We reinforce our

assumptions and

expectations of a three-

stage life on a regular basis. It’s implied
every time we ask a young person what
they’re going to do after school or what
they want to do when they grow up. It
implies a single fixed answer,” Cribb adds.

“This won’t be the case for a lot of people
in the future. A better set of questions
would be to ask what they care about,
what skills they want to develop, what
they want to get really good at, and how
they think they’d like to apply those
skills.”

Roger Dennis picks up a similar theme:
“The traditional paradigm was to leave
university, go work for a large corporation,
and eventually work your way up the
ladder to a corner office on the top floor.
Today that notion seems absurd. Hardly
anyone entering the workforce today is
going to work in the same company their
whole corporate life, and the corner office
is gone.

“Those entering the workforce over

the next 10 years are likely to have a
working environment that’s very different
from what their parents experienced.

As parents and educators, we need to
understand that what worked for us

won’t necessarily work for them. Many
traditional assumptions simply won’t hold
in the future,” Dennis adds.

The death of distance?

One of the other early assumptions of
the digital age was that it would herald
the “death of distance” - transcending
geography and levelling the playing field
through our shared virtual connection. As
Dave Heatley points out, it seems to have
unexpectedly achieved the opposite.

LI

“Many predicted that digital technologies
would give small players in geographically
remote areas the same opportunities as
the big names,” Heatley explains.

“Instead, digital innovation and
commercialisation is becoming
increasingly concentrated geographically
in a small number of cities, in an even
smaller number of countries.

“If | purchase something from the other
side of the planet and there’s a problem,
I can’t just wander down to the store to
sort it out. As soon as digital transactions
became possible, having a trusted
reputation began to matter enormously,”
Heatley adds.

“This creates an advantage for those who
can afford to invest in their reputation
and back it up with mechanisms like
guarantees, third-party endorsements,
and user reviews. Those that did this well
captured a greater share of the market
and gained more capital to invest in
maintaining their reputation. It creates a
cycle that makes it harder for new, smaller
players to break in. The digital economy
magnifies these principles on a global
scale”



Objects in the rear-view mirror ...

Scanning the range of commentary,

it’s easy to get the impression that the
technology-driven future is looming in the
rear-view mirror, rapidly sneaking up on
us and about to overtake the present. In
actual fact, it’s already here.

Jo Cribb explains: “We often think
technology is ‘something out there’.

We associate it with Silicon Valley and
entrepreneurial start-ups in garages
somewhere else. The truth is it’s already
here, right in our lounge rooms.

“If you watched something on Netflix

last night, it was suggested for you by

an algorithm that’s learning your tastes.
It’s the same with Spotify and YouTube.
Most of us are already interacting with
intelligent digital algorithms in very
positive ways. It’s not as foreign or distant
to us as we think it is, but we’re not always
aware of it,” Cribb explains.

Highlighting some of the challenges policy
makers face, Dave Heatley adds: “There’s
always the risk of over-reacting to the
latest fear, and there’s the risk of under-
reacting too because sometimes those
fears are correct. Policy makers have to
straddle that edge.

“Our job is to approach the various claims
about the future with openness and
scepticism. When we need to respond

to something new that we’re not sure

of, then our job is to get out there to
investigate and test, rather than assume.

“It’s sometimes said that the role of a
good policy adviser is to have a soft heart
and a hard head and that the inverse of
that can be dangerous,” Heatley adds.

Jo Cribb points to some of the broader
possibilities in front of us: “We haven’t
really started to apply technology to
complex social problems yet. We may find
we’re able to harness new technologies
to address issues we thought were
impossible to solve. There’simmense
potential there, which is really exciting.
Of course, we could also create a hell of a
mess and exacerbate current inequalities
and misery. We need to be conscious of
each possibility.”

So how do we track indicators of the
future?

“One way to approach a moment like
this is to ask how would we know which
trajectory we’re on and what some of
the indicators might be. We need to ask
ourselves what we’d need to observe

to know which scenario we’re moving
towards and begin collecting and tracking
that data. We could then set a trigger
threshold at certain points for each
indicator,” Heatley suggests.

Roger Dennis adds the following
suggestion: “We need to run experiments
and set them up in a way that, whether
the outcomes are positive or negative,
it’s viewed as a learning process to gain
insight we would not otherwise get.

“The outcomes of these experiments then
signal the direction of travel for what we
need to investigate next. It’s a more open,
evidential approach to the future, but it
does rely on a higher tolerance for risk
than we may be traditionally comfortable
with. The reality, of course, is those risks
are here whether we’re comfortable

with them or not - so why not be more
proactive?”

A FEW “VISIONARY” COMMENTS FROM THE PAST

N

N N

“Drill for o0il? You

N N

“There isno

“I think there is
a world market
for maybe five
computers.” —
Thomas Watson,
chairman of IBM,
1943

“We don'’t like
their sound, and
guitar music is on
the way out.” —
Decca Recording
Company
rejecting the
Beatles, 1962

mean drill into
the ground to
try and find 0il?
You're crazy.”
— Response to
Edwin Drake
when he tried to
enlist support for
his project to drill
for oil in 1859

\

“There will never
be a bigger plane
built.” — A Boeing
engineer in 1933
after the first
flight of the 247,
a twin-engine
plane that holds
10 people

\

reason anyone
would want a
computer in their
home.” — Ken
Olson, president,
chairman, and
founder of Digital
Equipment
Corporation,
1977
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JOBS YOU’VE NEVER HEARD OF

LOOKING TO THE SKIES

Space rockets and satellites are something other countries do, right? Wrong. Our very own New Zealand Space Agency,
established in 2016, is quickly firing New Zealand into the heady heights of a multi-million dollar global space economy. In
the first in our series of articles on novel jobs in the public sector, KATHY OMBLER speaks with MBIE’s Peter Crabtree about

the Space Agency’s exciting developments.

Peter Crabtree has stars in his eyes, as well
as satellites, rockets, satellite tracking and
data, science and technology institutions,

and international space partnerships.

Peter Crabtree

In fact, as MBIE’s General Manager Science,
Innovation and International, a role that
includes leadership of the New Zealand
Space Agency, Crabtree sees a very starry
future.

“Space is of immense strategic importance
internationally, and space technology is
evolving rapidly. New Zealand is uniquely
placed to be a focus for an increasing
amount of space activity. In five to ten
years, space could easily be a billion dollar
industry here.”

But who knew we even had a Space
Agency?

It all started with Rocket Lab and the
company’s ambition to launch satellites
into orbit, explains Crabtree. “The

rocket launch company was ‘born’ in

New Zealand, drawing on technology
developed by New Zealand science and
innovation institutions, while using rocket
engines built in the United States.

“Initially, the company planned to launch
in the United States, but the logistics were
too difficult, the skies too crowded, so they
looked at where in the world they could
launch rockets. They needed a site by the
ocean, with a choice of launch angles,
clear skies and seas, and a stable business
environment.”

It turned out New Zealand was the perfect
fit, specifically the tip of Mahia Peninsula.
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As Rocket Lab forged ahead with launch
plans, the government began developing
the regulatory framework.

Why the need for regulation?

“You can’t just go launching rockets
into space. It’s quite complex,” answers
Crabtree.

“You’re dealing with sensitive technologies
that need to be managed securely and
protected from misuse. You need an
authorising framework that considers
things like risk management and space
debris in our economic zone. You need to
plan for collision avoidance and to launch
into the right orbit. And if all the reasons
for Rocket Lab being here turn out to be
sound, that will encourage other space
operators to come here,” he adds.

So, in 2016, the New Zealand Space Agency
was established as the lead government
agency charged with developing space
policy and regulation, along with business
development related to space activities.
Crabtree’s role was expanded to include
leadership of the new agency.

The launch site on Mahia Peninsula
Image: Rocket Lab

Fifteen people are now engaged in Space
Agency work, with other MBIE staff
stepping in as required.

Designing the regulatory framework and
operational processes required working
across government. At least 20 agencies
were involved, says Crabtree. And those
agencies delivered. Within months, a
New Zealand-United States Technology
Safeguards Agreement (TSA) was

negotiated, which controlled the use of
the rocket technology in New Zealand and
safeguarded our sovereignty.

In 2017, the Outer Space and High Altitude
Activities Act introduced a regulatory
regime for space launches, positioning
New Zealand as just the 13th country with
rocket launching capabilities and setting
New Zealand up as an internationally
competitive location for space activity.

“What we achieved demonstrates the
benefits of being a small country,” says
Crabtree. “Having a compact, professional
public service is a massive asset for New
Zealand. The more you get out around

the world and become engaged with large
bureaucracies, you see how they really
struggle with crossing boundaries.”

Rocket Lab is now up and away. “There
have been a number of launches, the
technology is proven, they have a pipeline
of customers applying to launch satellites,
and they’re building rockets as fast as they
can,” says Crabtree.

And here is where the Space Agency work
really gets interesting.

“From the beginning, we
knew the global space
economy was far bigger
than launch activities.
Thus we have been

laying the foundation for
international space-science
partnerships and creating
frameworks for economic
development around a
space industry in New
Zealand.

“The Space Agency is also
about policing the role
New Zealand should play
internationally in shaping the norms and
rules for space.”

It’s pretty exciting, says Crabtree,
reaching for pen and paper to sketch the
possibilities for New Zealand in what he
calls the “new space paradigm”.

“You’ve got rocket assembly. You’ve got
satellites - their manufacture involving
technology like space-propulsion

chips. Then you’ve got satellite tracking
operations and data downloading, which
are presenting huge opportunities for New
Zealand.”



We’re working smarter here, he adds. “The
emphasis other countries put on space is
traditionally very government-led. We’ve
arrived in a new space environment with
the private sector alongside, developing
novel technologies that reduce barriers to
space access and operate faster.”

There’s a lot happening.

“Rocket Lab, who initially imported
engines, has opened a high-tech aerospace
assembly factory in Auckland. They’re
hiring as fast as they can from engineering
schools both here and overseas, so that is
a fantastic opportunity for New Zealand.

“Auckland University has established a
Space Systems Institute, offering post-
and under-grad programmes. We need a
workforce; we want to rapidly build public
institutions that will enable us to build
rocket technology here.”

Where the value lies

However, it’s tracking satellites and
downloading and analysing the massive
amount of data they are sending to Earth,
about Earth, that gets Crabtree really
excited.

“The shaping of this data is where the real
value is in the space economy, for both
the government and the private sector.
Satellite data can provide services we all
benefit from and help make the world a
better and safer place.”

He lists obvious examples: GPS navigation,
telecommunications, emergency
management, and guarding our Exclusive
Economic Zone. Technology is constantly
evolving, for example, helping predator
control in remote areas by monitoring
traps by satellite is now happening.
Crabtree talks about the huge scope for
environmental observation.

“Satellites buzzing over us can provide
algorithms about forest biomass and the
effects of predators, about water quality
in our lakes, and about snow and ice
cover in the mountains that can help with
monitoring climate change.”

The Agency is now building capacity for
independent space research organisations
in New Zealand. Crabtree says Venture
Southland paved the way with the
establishment of two satellite tracking
facilities, the Awarua and Lochiel ground
stations.

In 2017, the government
established the Centre
for Space Science
Technology (CSST),
based near Alexandra.
Driven by a small team
of Kiwi scientists, it
aims to access “earth
observation” satellite
imagery and data,
gathering information
that could, for example,
help protect our

agriculture, oceans, and  peter Crabtree signing the Memorandum of Co-operation with DLR

wildlife.

LeoLabs, a world-leading American space
debris mapping and “space situational
awareness” service, is building a tracking
station in Central Otago. “Thousands of
untracked objects hurtle around space,
potentially causing a threat to spacecraft.
LeoLabs will be using cutting-edge
technology that can detect space debris as
small as 2 centimetres in diameter,” says
Crabtree.

Building international partnerships

“We have great support from international
agencies, for example, NASA and the
European Space Agency (ESA), which
has been running ‘orbital debris’ training
programmes in New Zealand. Late

last year, we signed a Memorandum

of Co-operation with DLR (the German
Aerospace Center), which enhances a
long-standing and highly successful
agreement with Germany, based around
environmental science, bio engineering,
and coastal science.

“We are actively engaging with young New
Zealanders,” adds Crabtree. This year,

the Agency is offering internships to the
NASA International Internship Programme.
In 2018, the Agency encouraged New
Zealanders to participate in ActinSpace,

an international challenge sponsored

by Airbus Defence and Space, the ESA,

and France’s Space Agency, where teams
develop helpful, innovative products using
space technology.

“Our winning team competed in France,
and we were so impressed with the entry
of one high-school team, we also sent
them to France.

ﬁ T e

“Space is an immensely exciting thing;
kids have always looked up to the stars,
and this work in the realm of space is
now available to New Zealanders, in New
Zealand,” says Crabtree.

“One of the most exciting things in this
role is when I’'ve been overseas and I've
met highly qualified New Zealanders
working in aerospace. They are following
their passion but at the cost of having

to live overseas. They’ve said they never
contemplated they could have a careerin
this field in New Zealand, and now they
can”

It gets even better. “With space research,
satellite tracking stations, and rocket
launch sites based all around the country,
there is also the premise that we can live in
some lovely remote places in New Zealand
and work on some really practical world
issues.”

In terms of interesting public sector jobs,
Crabtree says he already had one. With the
new role, it’s fair to say that interest factor
has now, pardon the pun, rocketed. And he
says he has no trouble motivating Space
Agency colleagues in their work.

Rocket Lab’s Electron rocket lifting off
Image: Rocket Lab

11 PUBLIC SECTOR April 2019



Q&A

The new CEO

A conversation with Bernadette Cavanagh

Bernadette Cavanagh’s public sector career has

taken her from Moscow, New York, and Singapore to
heading up Helen Clark’s campaign to lead the United
Nations. She recently left the Ministry of Foreign Affairs
and Trade and the world of diplomacy to take up the
role of chief executive at the Ministry for Culture and
Heritage. Announcing her appointment, State Services
Commissioner Peter Hughes described her as a strong,
principled leader, intelligent, compassionate, and
able to get the best out of people. Public Sector’s ROSE

NORTHCOTT talks to Bernadette one week into her new job.

How did your career begin?

I studied public policy at Victoria University, and while | didn’t
have a clear sense of where | wanted to work, | was confident

it would be in the public service. I've always been interested in
international affairs, and my first job as an analyst at the Defence
Force had an international side to it.

Bernadette Cavanagh

After six years, | went on secondment to MFAT. It was a big step

to take. | was unsure and not confident | could do a good job, but
senior colleagues | trusted encouraged me. Then a slightly bigger
world opened up, and when | finished my secondment, | joined
MFAT formally.

Eighteen years with MFAT took you from senior policy analyst
to Deputy Secretary, Multilateral and Legal Affairs Group, with
several offshore postings in between, including Deputy Head
of Mission in Moscow, High Commissioner in Singapore, and
Deputy in our Mission to the UN in New York. What were some
highlights?

One of the amazing things about a career at MFAT is that you
keep moving around; whether onshore or offshore, you get to do
different roles.

It’s just such a privilege to represent your country overseas,
advocating for New Zealand and New Zealanders on such a
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diverse range of issues. Being offshore, you meet so many
interesting people and learn so much about your own country by
being outside and looking back in.

Moscow was absolutely fascinating. | was there from 2004 to 2007
and still remember walking across Red Square from the first time,
thinking how does someone from Te Kuiti get to Red Square?

In New York, working for the New Zealand mission to the UN,
you’re at the heart of multilateral diplomacy trying to work with
192 other countries to find solutions to global problems. Lots of
issues don’t respect borders, so they need global solutions. That
could be anything from disarmament and international security
to human rights and international legal issues.

Our relationship with Singapore is diverse. A large part of it is
economic, so helping New Zealanders access that market for
goods and services was a feature. We also work closely together
on defence, security, and tourism. Everything MFAT does is about
trying to make New Zealanders safer and more prosperous.

What were some of the gnarly issues you dealt with?

Because New Zealand diplomatic missions are quite small, you
do a bit of everything. And while you may deal with incredibly
challenging and frustrating policy issues at times, the most
challenging issues are always the people ones - helping Kiwis
overseas who are in distress of some kind. Maybe they have been
subject to theft or they might be the perpetrator of a crime, or
travelling with someone who died, or a businessperson who
through no fault of their own is caught up in something and
their livelihood is at stake. It’s helping them work out what to
do, trying to offer whatever support you can so they can support
themselves.

When we operate offshore, we work very closely as a team with

a whole range of agencies, including New Zealand Trade and
Enterprise, Defence, Police, Immigration, and Tourism. You really
are team NZ Inc and rely on your colleagues to help you find a way
through tricky issues.

Tell us about leading Helen Clark’s campaign to become
Secretary General of the UN.

| was leading MFAT’s UN division in Wellington, so it was a task
we did as a team together with colleagues in New York. It was an



amazing opportunity, and we had a broad range of people around
the world supporting our efforts.

Campaigns for international candidacies are something MFAT
does quite often. A few years earlier, we’d had a long [and
successful] campaign to get New Zealand elected to the UN
Security Council. Some of my colleagues had worked on that and
done a fantastic job, and we drew on the skills and techniques
they had developed.

How did you feel when the campaign didn’t succeed?

It was disappointing. But in a campaign, you have your
proposition. You know what your values and point of difference
are and try to convince people that what you are offering is what
the organisation needs. We had a great proposition - Helen
Clark. We had a candidate who would have made a really positive
difference to the UN. The campaign was incredibly hard fought.
The Secretary-General position is elected by 15 members of the
Security Council, and they all want slightly different things from
that individual. One of the key things is to be true to your values
and your candidate. Helen Clark wasn’t going to be anything she
wasn’t.

What attracted you to this chief executive job?

The Ministry is such an interesting mix of people and policy and
potential, which is really appealing to me. It’s easy to see how
arts and culture and heritage support parts of society, but we
probably underestimate how important they are to society’s
resilience and cohesion. That’s the part that interests me, drawing
those connections together and working out how we can use arts,
culture, and heritage for society’s overall wellbeing.

One of the big things we are working on is access. How do you
increase New Zealanders’ access to their cultural stories and their
history? And how do you share that to build that broader sense of
our own national identity.

What are your first impressions?

One thing | have learnt is how diverse and broad the Ministry’s
roleis. It includes policy advice for the government on arts,
culture, heritage, and broadcasting; funding for the cultural
sector agencies; supporting heritage activities; producing online
resources about New Zealand’s history and the New Zealand
encyclopaedia; and looking after some national monuments and
memorials. We also lead national commemorations - we are
just finishing up the 100-year commemoration of the First World
War. It’s a wonderfully diverse portfolio. We are an agile ministry,
about 150 staff, all based in Wellington.

How would you describe your leadership style?

I think it’s just trying to be authentic to who I am and having a
style that matches me, rather than trying to be someone I’'m not.
To be accessible to anyone and everyone is important to me - |
learn so much when people talk to me so it’s a two way thing.

If staff feel confident coming to talk to me, we’re more likely to
get the right outcome together. It also means | will have a better
sense of what is going on in the organisation.

It’s also important to me to support staff to achieve personally
and professionally. Creating an enabling environment and not
getting in people’s way. Very early in my career, someone said

to me if someone comes up with an idea, try and approach it as
“why not”, rather than “why would we”. Being open to new things
is how we keep fresh and relevant.

One of the things I've learnt is that staff need different leadership
styles - they all have different needs of you. It’s trying to recognise
that and respond accordingly and be the manager they need so
they can be the best that they can be.

Listening is also important. Just because you are the leader
doesn’t mean you know more than everybody else. And trusting
staff, giving them space and support to be able to deliver for you.
Also standing by them if things don’t pan out as we all hoped.

Leaders need to be aware that we all have other things going on
in our lives. At times, we just need to give people space and time
when they need it, and at times, we need it ourselves.

Do you have any particular goals for the job?

It is early days, so I’'m loath to go too far when | haven’t met all the
staff yet, let alone people in sectors delivering a lot of the services.
But there are a few things that I’'m already aware of.

There is a big commemoration this year, Tuia 250, marking 250
years since the first onshore encounters between Europeans
and Maori, so that will be a major focus for the Ministry. It’s also
the 40th anniversary since Erebus, and planning for a memorial
is well underway. There are also some really challenging issues
around built heritage, older buildings, and how we protect and
support others to protect them. In the arts and broadcasting,
there are also fascinating policy challenges. How do we, for
example, make careers in the cultural sector more sustainable
and make the sector more accessible.

Beyond that, | just want to do this role well and not make too
many mistakes! I'm quite nervous. But it’s also exciting and
exhilarating - the potential of what could be and also knowing
you are coming on the back of so many good people. There is
so much skill and knowledge in the Ministry, so my first goal is
learning from all the people around me.
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TWO NEW AGENCIES STAND UP

It’s going to be a big year for the key portfolios of
housing, urban development, and Maori Crown
relations if the words of government ministers are
anything to go by. In October last year, Phil Twyford
launched the new Ministry of Housing and Urban
Development, promising to “build New Zealand out of
the national housing crisis and restore the basic right
to healthy, affordable housing for all New Zealanders’.
Two months later, Te Arawhiti was launched at
parliament by Kelvin Davis. The new Maori Crown
Relations office would completely revamp policy
development and government engagement with
Maori, he said. Nearly six months on, how are the new
agencies faring? JACQUI GIBSON caught up with the
chief executives to find out.

Ministry of Housing and Urban Development

If huge expectations and complex problems flummox
the chief executive of the Ministry of Housing and Urban
Development (MHUD), Andrew Crisp, he isn’t letting on.

Standing at a whiteboard in the MHUD office in central
Wellington’s Aon House, Crisp is sketching out his three
most important key stakeholders - staff, the public, and the
Minister.

Andrew Crisp
It looks like hieroglyphics to me until Crisp starts explaining.

“We’ve been set up to address some pretty significant issues
in New Zealand. There’s unprecedented homelessness,
rental prices have spiked, and our kids can’t afford to
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buy their first home. We need stronger, thriving urban
communities. And we need warm, healthy homes for people
to live in. Essentially we’ve seen 20 to 30 years of system
failure, and it’s time to put that right.”

The new ministry will address these issues using a “whole-
system approach”, the former chief executive of Land
Information New Zealand tells me.

“Historically, we’ve dealt with the issues in a piecemeal way.
We’ve seen a lot of short-term fixes. There’s been no single
agency taking a whole-system view to ensure everything’s
joined up. As of October last year, that changed.
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“The results we’re looking for? Long-term solutions that
stick because we’ve developed them collaboratively with all
the key players involved.”

Returning to the three stakeholder groups on the
whiteboard, Crisp says the bulk of his success over the
next 18 months relies on bringing people with him on the
journey, starting with his own team of 300 staff.

“When it comes to my people, I’'m asking them to look
outwards and see the big picture. | want my teams to think
about and care about the people we impact. We need to be
evidence based in our work. We need to leverage off others
and join up a highly siloed system. But we also need to have
a heart.

“Personally, | wouldn’t be here if | didn’t really care about
what I'm doing. | don’t want anyone in New Zealand to be
homeless. | don’t want people getting sick from unhealthy
housing. This is not the New Zealand | grew up in. Do | want
to change it? Of course | do, absolutely. I’'m happy to lead
from the front.”



Right now, defining the organisational culture is in full
swing.

Work on designing a new integrated housing strategy is
underway, drawing on the policy, funding, and regulatory
functions formerly housed within MBIE, the Ministry of
Social Development, and Treasury.

KiwiBuild is starting to bed down and will shortly form part
of the new ministry.

In February, Crisp set up a board of public sector chief
executives to specifically tackle homelessness in a more
joined-up way.

“I’'ve pretty much had equal numbers of colleagues stop me
on the street in Wellington to offer either congratulations
or commiserations. Look, | don’t think anyone thinks the
job ahead is going to be easy. Expectations - and real needs
- are high and things are going to take time. But we’re not
mucking around. We're not here for the short term. In five
years’ time, Id like people to see some significant progress
across all aspects of housing and urban development. In 10
years’ time, I'd like things to be vastly different again. That’s
the future I’'m aiming for.”

AT A GLANCE: MHUD

+  Bethelead agency for New Zealand’s housing
and urban development sector

+  Design and implement an integrated housing strategy
«  Advise government on housing issues

«  Manage a departmental budget of $33 million
in 2019-20

+  Setup and monitor the new Urban Development
Authority

+ Investin housing, which includes rental support
and other activities

Te Arawhiti

Over at the Office for Maori Crown Relations - Te Arawhiti,
life is just as full-on for tumu whakarae (acting chief
executive) Lil Anderson.

Set up in January, the organisation’s team of more than
200 staff is responsible for “setting Maori and the Crown on
a path to true partnership,” says Lil.

“As more and more Treaty settlements are completed and
we head further into a post-settlement future, Maori are
looking to engage with the Crown on a range of issues.

Te Arawhiti, which means ‘the bridge’, has been set up to

play a facilitation role between iwi and the Crown. We’re
also here to support the
Crown to become a better
Treaty partner through
engagement, policy,

and more and better
partnerships.”

In practical terms, says Lil,
that means completing
the remaining Treaty of
Waitangi claims within

the next three years with
those who wish to settle
and providing opportunity
to groups who are yet to
do so.

LilAnderson

It also means things like building up the public sector’s
capability to work with Maori, implementing a new
engagement model, and progressing work on partnership
guidelines and case studies.

Looking ahead, Lil’s pretty sure the next few years are
going to be both challenging and rewarding.

“The opportunity to realise the promise of the Treaty, reset
the relationship, and then make it even better is really
second to none. For me, personally, having been on this
journey with our people and working in government for 25
years, there really is no greater calling.”

AT A GLANCE: Te Arawhiti

+ Adepartmental agency within the Ministry of Justice

+ Staff employed under the departmental agency model, which sees the Ministry providing human
resources, communications, IT, and finance services

« Made up of four units: the Treaty Settlements Ropu, the Maori Crown Relations Rop, the Settlement

Commitments RopU, and the Takutai Moana Ropu

+ Brings together the former Office of Treaty Settlements, the Marine and Coastal Area Unit, the Maori
Crown Relations Unit, and the Settlement Commitments Unit
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IRELAND TAKES ON ITS HOUSING CRISIS

In this piece from Ireland, SHELLY FARR BISWELL takes a look at some bold and novel

ideas for fixing Ireland’s housing crisis.

While there are significant differences
between New Zealand’s and Ireland’s
housing problems, there are lessons in how
Ireland’s government is addressing the
issue.

In 2008, Ireland’s booming “Celtic Tiger”
economy came to an abrupt halt. It was
hard hit by the global financial crisis,

and the country also suffered a property
bubble that ushered in a painful seven-year
recession.

It was a grim time. Everyone | meet in
Ireland has a slightly different take on what
went wrong. One thing that most agree on,
though, is that the current housing crisis
links back to the boom-and-bust economic
cycle of the past 30 years.

A crisis of two halves

One symptom of the housing crisis is the
continued issue of homelessness in some
parts of the country. The Irish government
reported that 6,363 adults were using
emergency accommodation in January
2019, up by 234 people from the previous
month. There were 1,614 families who

used emergency accommodation, a slight
decrease from the previous month. Those
numbers don’t include people who were
sleeping rough, women and children staying
in domestic violence refuges, or the “hidden
homeless” - those who might be couch
surfing or living in squats.

While finding affordable and appropriate
housing in many urban areas is exceedingly
difficult, there are parts of Ireland where
whole housing estates stand empty.

In 2010, the Irish government published
a list of unfinished or “ghost” estates. In
2010, there were about 3,000 developments

16 PUBLIC SECTOR April 2019

on the list. In their most recent report
(published in early 2018), that number had
dropped to 256 - a 91 percent reduction.
Many remaining unfinished estates are in
unsustainable locations where there are
frequently better and more affordable
alternatives.

Interestingly, as all this development by
the private sector was going full swing,

the proportion of social or public housing
stock was falling. There was some effort

to address that issue in 2000 by requiring
developers to provide 20 percent of their
new-built units to social or affordable
housing, but that provision was changed in
2002 to allow a cash payment option - and
those payments weren’t clearly ring-fenced
(and the percentage has since been reduced
to 10 percent, but there is no longer a cash
payment option). The upshot is that little
new social housing came online.

In a strong indictment of the state of affairs,
Rob Kitchin, Cian O’Callaghan, and Justin
Gleeson wrote in the May 2014 issue of the
International Journal of Urban and Regional
Research: “The state thus loosened the
regulation of finance and construction,
introduced widespread tax incentive
schemes, changed the parameters of stamp
duty, lowered capital gains tax, allowed
developers to forego their affordable and
social housing obligations, promoted a
laissez-faire planning system, and failed

to address the vestiges of
clientelism.”

They add, that even if

the financial crisis hadn’t
happened, Ireland was
heading towards a property
crash “given that supply

and demand had become
disconnected from each other
in the mid-2000s”.

A decade on

In its latest country report for
Ireland (February 2019), the
European Commission states
that the Irish government has
“implemented a broad range
of measures to tackle the undersupply of
housing, but results will take time”.

Some of those measures include the
government’s Rebuilding Ireland Action
Plan for Housing and Homelessness. With
a €6 billion budget, the aims of the plan
include:

+ increasing the overall supply of new
homes to 25,000 per annum by 2020

. delivering an additional 50,000 social
housing units by 2021

+  meeting the housing needs of
an additional 87,000 households
through the Housing Assistance
Payment Scheme and the Rental
Accommodation Scheme.

Assistant Professor Orla Hegarty, from
University College Dublin’s School of
Architecture, Planning and Environmental
Policy, says while well-intentioned, there are
several shortcomings with the Rebuilding
Ireland plan.

For Housing and
Homelessness

“The plan is still primarily committed to

a market solution through encouraging
additional supply by the private sector. It’s
almost as if the policy makers thought that
if we could restore the development market
conditions to 2002-03 everything would be
fine, which isn’t achievable or advisable.”

From her perspective, those working

at the coalface of the housing situation
have started to come to a consensus on

the type of state interventions required.
“Unfortunately, | think that politically
there’s still a belief, despite evidence to the
contrary, that affordable housing at scale
will be provided through a market response
from the private development sector,” she
says.

Beyond that, current government initiatives
don’t address many of the drivers that
underpin the housing crisis, for example,
the emphasis on land speculation. Hegarty
says, “There are policies in place that are
still encouraging poor land speculation



practices. This has been the underlying
issue driving a boom-and-bust cycle for
more than 40 years.

“On the other hand, we haven’t addressed
issues, such as revitalising our construction
industry. During the recession, everything
just stopped. People needed to emigrate to
find work, apprentice programmes were cut,
and people took early retirement. Without
having a workable plan in place, we won’t
be able to get house building back up and
running to the levels we need, particularly
as the construction industry is now at
capacity in the cities. The knock-on effects
will be delays, disputes, and poor-quality
construction - an issue that dogged the last
house-building boom.”

Even with the government’s current
commitment under the Rebuilding Ireland
plan, social housing demand still greatly
outstrips supply in many parts of Ireland.
As the EU reports, Ireland is on course to
meet the social housing needs of 27,400
households in 2019 but the actual demand
as of July 2018 stood at over 70,000.

Donal McManus, Chief Executive, Irish
Council for Social Housing (ICSH), says part
of that shortfall can be traced back to the
government capital expenditure cutbacks in
social housing between 2010 and 2015. “The
cutbacks meant that local authorities and
housing associations were unable to deliver
about 30,000 social rented homes over that
time.”

The ICSH represents about 270 non-profit
housing associations (similar to community
housing in New Zealand) that collectively
manage about 35,000 homes in Ireland.
McManus estimates that non-profit housing
associations will be responsible for about
one-third of the 50,000 new social housing
units that the government is aiming to have
available by 2021.

“Housing associations will have provided
3,200 homes in 2018, the highest amount
ever and almost 40 percent of all new
long-term social housing. We’re a smaller
but growing player, and our providers
often operate as a safety net for vulnerable
people, as well as a springboard for people
who need extra support before taking the
next step into home ownership,” he says.

Looking for solutions

On a clear cold day in late February, about
85 housing experts, government officials,
researchers, and community leaders met at
Maynooth University for the seminar: A New
Vision and New Practice for Public Housing.

One of the themes of the day was a
discussion about developing a cost-rental
sector. As John O’Connor, Chief Executive,
Housing Agency, explained, “Cost rentals
allow rents to be reduced over time and are
based on the costs associated with provision
and maintenance of a home, as opposed to
what you can get on the market.”

As one of many speakers that day to
reference Austria’s well-established and
successful cost-rental
method, which came out
of the Red Vienna period
following the First World
War, O’Connor discussed
how Austrian cost-rental
financing often includes
a mix of a floating-rate
loan from a building
society, a government
housing subsidy that’s a
fixed-rate loan, housing
association equity, and
tenant equity.

In Austria, cost-rental
housing is a highly
sought after choice,
with policies across housing, land use, and
banking supporting the system.

O’Connor believes cost rentals are an
important part of the solution for Ireland,
but he cautioned that there are challenges.
Economically, Ireland’s small open
economy has a rapid response to changing
conditions, but the housing sector responds
more slowly. Politically, there’s a need for
long-term housing policies that sit outside
political cycles. There’s also the cultural
factor: Ireland, like New Zealand, has a
strong emphasis on home ownership -
unlike Vienna, Austria, where around 80
percent of people rent.

At the end of the morning session, Professor
PJ Drudy, Fellow Emeritus, Department of
Economics, Trinity College Dublin, spoke.
He voiced concerns about several of the
government’s current schemes, particularly
the Help to Buy incentive, which over time
will have the unintended consequence of
“driving up demand and prices”.

“It is the nature of markets to fail,” he said.
“It’s imperative that government intervene
for public good.”

He says those interventions should include
making sure there’s access to land for
building. To do that will require ensuring
public land is zoned for housing and
developing a tax regime to reduce land
hoarding.

He added there’s also a need to commit to
building 10,000 homes per annum for both
“waiting list” social-housing applicants

and self-financing, cost-rental homes.
Other interventions he recommends
include scrapping the Help to Buy initiative,
introducing a significant vacant site levy
(the current levy has limitations and

is under-utilised by local authorities),
expanding rent regulations on a national
basis, and stopping the practice of local
authorities acquiring private houses, which
puts them in direct competition with young
buyers and increases prices.

“These are not new ideas, but it’s going to
take a significant commitment on the part
of the state to turn this situation around,” he
said. “It’s going to require the state to step
up and play a hero.”

IRELAND’S HOUSING FUTURE

When asked, Assistant Professor
Hegarty lists three things she’'d
change to start to address
Ireland’s housing situation.

1. A proper strategy and
standards for reducing
vacancies in houses and
commercial buildings.
“Compared with other
European countries, we have
high vacancy rates in our
urban centres. Addressing
this issue is a cheaper, faster,
and more sustainable way
to get people into homes.

It would also promote
urban regeneration and
stronger, more integrated
communities.”

2. A value-for-money
assessment on interventions
that have been tried. “There
are programmes, such as the
Help to Buy incentive and
LIHAF (Local Infrastructure
Housing Activation Fund),
that have fallen far short of
their intended objectives. We
need a really critical lens on
how public money is being
spent.”

3. Underpinning all government
initiatives and policies with
affordability. “Just creating
more supply is not a solution
if people can’t afford it. We
need an affordability strategy
with the aim of having 70 to
80 percent of all households
able to meet their own
housing costs from their own
resources.”
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FUTURE

Columnist DAVE ARMSTRONG reflects on his own work history and wonders where work is heading.

The portfolio worker

Recently | was lucky enough to attend a one-day conference

in Wellington on the future of work. Work in Progress had an
impressive number of illustrious speakers who were considering
“workplace leadership in the new collar future”. As one speaker
talked about the rapid changes in both the structure and content
of careers, and the need to constantly upskill, | reflected on my
own work history. Bear in mind, | am not typical, and family
members still ask me when | am going to get a “real” job.

My work history includes guillotine operator, store person,
classical musician, primary music teacher, house painter, relieving
teacher, secondary teacher, rock musician, air force territorial,
shower cleaner (don’t ask), dishwasher, newspaper clippings
assistant, playwright, and television writer. And that was by the
time | was 26.

So when Finance Minister Grant Robertson, who spoke at the
conference, talked about a person’s career becoming a “conveyor
belt” - where they step off from working now and again to retrain
or upskill - I knew exactly what he meant.

In the 30-odd years since | was 26, | have added museum writer,
app writer, web writer, advertising copywriter, columnist, film
writer, university teacher, and public speaker to my CV. | have
recently worked in mediums that hadn’t been invented when | was
40. An old friend, who had just left a very good job in the public
service, was most impressed. “Ah,” he said. “You have a portfolio
career. I've always wanted to have one of them.”

That’s a nice way to put it, though when one is struggling to pay
bills in late January and realising all those hours you worked in
November and December won’t be paid for until late March, |
prefer the term “struggling freelancer”.

But if people who eschew “portfolio careers”, and are currently
employed in a permanent job, think that because they are
“qualified” and will not have to train, upskill, or even retrain,
they’re in for a shock.

Educating and training the new workforce

Traditionally, New Zealanders would get a secondary education
and then either start work straight away or get a tertiary
qualification and then enter the workforce. However, that process
could be a thing of the past. Though some people change their
careers entirely, the main changes are often gradual, as industries
become digital or undergo other changes. People often find
themselves in the same career they were in twenty years ago but
are doing entirely different things.
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So should students wait until they get that bachelor’s or master’s
or doctorate before entering the workforce? Josh Williams, boss of
the New Zealand Industry Training Organisations, talked at Work
in Progress about some New Zealand secondary school students
spending two days a week, paid, in a job and the rest of the time at
school. It’s a win-win situation - the students are more motivated
to study, and the employers get time to both train and get to know
a potential employee.

But a problem we face in the future is not whether we will have
enough jobs or whether we will have enough workers, but whether
the right people with the right skills will be matched to the right
jobs. | remember a business owner complaining a few years

back that numerous film schools were turning away hundreds

of applicants hell-bent on being the next Peter Jackson, yet he
couldn’t find anyone interested in working in the air-conditioning
construction industry.

How do we ensure our workforce gets channelled into the right
jobs - those that need doing? Surely a functioning careers service
should be a top priority? As Jenny Miller, President of the Career
Development Association of NZ pointed out, Careers NZ ceased
functioning in 2017 and is now part of the Tertiary Education
Commission.

Though many of us like the idea of upskilling as we progress along
the “conveyer belt”, will we end up with more and more people
qualified to do fewer and fewer jobs? | know a lot of graduates
currently working in hospitality, serving behind bars and waiting
at tables.

Our Minister of Finance does not share the dystopian vision

of some futurists. Grant Robertson points out that most
technological revolutions have led to more jobs not less. He is
optimistic, though believes that it’s not just the amount of paid
work available in the future that is important but the quality of
that work.

Though many jobs in digital industries are exciting, others are
boring. A friend working in the lower echelons of the special-
effects industry described his job as “digital coal mining”.

And how will industries cope in the future, given that many have
a problem attracting and retaining staff now? Natalie Brennan,
CEO of Muffin Break, recently attracted publicity for comments,
later withdrawn, about “lazy” millennials who didn’t want to take
unpaid jobs as interns for her multi-million-dollar company.

Mark Brand, a Canadian businessman and philanthropist who
also spoke at Work in Progress, has no worries about retaining
staff - including millennials. “Most of my staff are millennials,”
said the entrepreneur, who runs a butchery/diner on Vancouver’s



lower east side. “They work for me when they know they could
earn more money in another part of town.” The reason? Brand is
committed to many philanthropic causes that his staff believe in.
They want to work for him because they feel they are doing good.

“Don’t worry about team-building exercises or HR departments
designing games to play with plastic balls,” says Brand, “just make
your staff feel they’re doing good work.”

Some of the most dedicated people | have ever worked with have
not been ambitious careerists obsessed with money and status
but have been motivated by quite different things. When one
colleague became ill through overwork, | blamed her managers.
But as one of her friends explained, “You don’t understand, Dave.
She works so hard because she’s saving the world!”

The threat or the promise of technology

When many of us consider the future, our first concern is
technology. The exponential rate of technological change means
that, as David Heatley of the Productivity Commission explained at
Work in Progress, in 40 years, the cost of computer calculation has
decreased by 400,000 times. And technology has not just affected
how we work, but where we work and whom we work with.

But given our obsession with changes in technology when
considering the future, is there a danger that we focus too much
onit?

History shows us that the people who own new technologies
usually benefit the most from them. But what about those who
don’t benefit? Could the explosion in digital technology see the
emergence of new Luddites? Grant Robertson wants the future

to be inclusive, and at Work in Progress, he stressed the need for
employers, unions, and government to work together. That’s great
when workforces are highly unionised, but what if they are not
unionised at all or are contracted out?

New technologies have spawned younger companies like Uber
and Airbnb, which are full of “contractors”. The new “gig economy”
in which these companies operate has been enthusiastically
embraced by some. It allows contractors to work the hours they
want and “curate” their employment. Others are less enthusiastic.
“You get paid less, you have no worker safety nets, and the
workers are doing more and more work for somebody else who
does very little but still takes ridiculous amounts of money,” is how
NZ Herald columnist David Cormack explains the gig economy.

The casualisation of work means workers don’t have the security
they used to, and because of the “race to the bottom” the gig
economy produces, many earn less than previously. “Nearly every
service in the gig economy offers nothing more than what already
exists,” explains Cormack, “but allows some Silicon Valley jerk to
clip the ticket while taking zero responsibility. And if you get sick
or if you want to take a holiday, then sorry, mate, you don’t get
paid at all.”

For these people, as modern as

the gig economy sounds, it is

leading many to Victorian-era “
working hours and conditions.

At Work in Progress, Josh Williams = ‘
pointed to the large number of New
Zealanders with a reading age of

only 12 or under. They are found in

all age groups of the workforce, not

just the young. How will they cope in

a workforce that increasingly relies on

literacy and digital skills?

Will large numbers of our
workforce

fall off the e -
digital cliff and i

s
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become a class of embittered, excluded “grumpies” - blaming
immigrants and intellectuals for their plight. We allow those sorts
of movements to form at our peril.

But if you are educated, surely the future looks bright? Work will
become more flexible and satisfying, allowing workers to spend
more time at home if they want.

Virtual offices and working at home have their benefits, but is

it too easy to discard the good things about traditional work
places? An office environment not only concentrates the mind
but has great social benefits. People who work at home all day
can sometimes feel isolated and seek out cafes or libraries as
they look for stimulus and social contact they previously had with
colleagues.

As corporations move to flexible “hotspot” office environments,
or abolish offices altogether and become “virtual”, will the public
service follow suit? According to Don Christie, head of Catalyst IT,
who also spoke at Work in Progress, over 50 percent of internet
content now comes from bots and other automatic and Al
technology. Humans are now a minority on the net!

Our future public service should embrace technology, but let’s
hope it doesn’t go the way of some major corporations and lose its
human face.

According to Canadian humanist John Ralston Saul, since 1945,
the number of workers per manager has gone down from about 20
to about three today. Will this change in the future? Current IPANZ
president Jo Cribb, who spoke at Work in Progress, is optimistic
that, as technology changes work for the better, so it will change
management styles. Jo believes the numbers of managers may
decrease and that we might be more “bottom down” and see “self-
managed” employees.

That certainly seems the way our political leadership is heading.
For someone who grew up in the days of strong, autocratic
leaders like Norman Kirk and Robert Muldoon, the “chairperson
of the board” leadership styles of prime ministers John Key, Bill
English, and Jacinda Ardern point toward a more inclusive and
collaborative leadership style in the future. Then again, we only
need to look overseas to observe the massive popularity of the
authoritarian styles of Donald Trump and Vladimir Putin.

I’m glad people and organisations are taking time to consider the
future of work. But let’s hope that we continue to take an inclusive
and holistic approach and don’t focus, as so many futurists seem
to do, solely on technology.
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GROWING THE TIDE

This year marks the fourth year since internship
programme Tupu Tai got off the ground. Set up by
Matalena Leaupepe, figures show Tupu Tai is booming.
Intern placements are higher than ever. More and more
agencies are joining the programme. Hopes to improve
the diversity of New Zealand'’s policy-making workforce
look bright. JACQUI GIBSON caught up with a few of
the people involved in Tupu Tai to find out what the
programme has achieved and why it’s become such a
success.

Perhaps it’s no coincidence that as Samoan-born Matalena
Leaupepe takes on a more senior role within the public service,
Tupu Tai, the 10-week internship programme she set up, is
booming and the number of Pacific people signing up for public
service careers is steadily increasing.

The senior public servant who adamantly believes Pacific
people need leadership role models is walking the talk.

A tough path

“Yes, my story has elements of success, and | believe in having
role models in senior roles that new grads can relate to and
access. But it didn’t start out that way for me,” she explains
from a meeting room in the Ministry of Business, Innovation and
Employment (MBIE).

Matalena Leaupepe (centre) and the Tupu Tai team at MBIE

Matalena is MBIE’s new director of the Government Centre for
Dispute Resolution (GCDR), a role she took up in September last
year after five years as chief advisor for MBIE’s Pasifika team.
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“My journey getting into government was long and hard. |
spent two years applying for policy roles, getting nothing but
rejection letters. When | looked for support, | found nothing.
When | looked around for role models, there were few. | had no
networks; no way in. It was disheartening.”

With degrees in politics and Pacific studies and a background
in the non-government sector, Matalena finally got her break in
2005 as a policy analyst for the Ministry of Pacific Island Affairs
(now the Ministry for Pacific Peoples).

Ten years and several policy roles later, Matalena launched Tupu
Taiin 2015, earning a Public Service Medal for her efforts in the
programme’s third year.

“My team and | set up Tupu Tai because nothing had really
changed in that decade since | joined the public service. | felt
something had to be done to fill the gap. Of course, there were
a lot of good intentions to employ more Pacific policy advisers
among management. But there was no practical solution,

no real plan to build a pathway from school to university to
government agencies.

“So Tupu Tai was my way of building that pathway by first
focusing on the route from university to government policy
teams. | can’t tell you how many times I’'ve met Pacific people
with university degrees working in supermarkets. I’'m talking
qualified people with so much to offer, but people saddled with
student debt and facing insurmountable barriers to worthwhile
careers. To me, it was such a waste, and | did start to wonder if
anyone really cared.”

In December last year, the State Services Commissioner Peter
Hughes published a report Our People, Public Service Workforce
Data, showing key trends across five main areas — workforce,
diversity, career, workplace, and remuneration.

The report showed an increase in Asian and Pacific diversity.
However, it also found Maori, Pacific people, and Asian people
were still under-represented in the top tiers of management and
over-represented in lower paid occupations.

Moving up the ranks

Chief executive of the Ministry for Pacific Peoples Laulu Mac
Leauanae says the Tupu Tai programme - based in the Pasifika
team at MBIE, now led by Leilani Tamu - is one of three Pacific
recruitment programmes funded by government.



TUPU TAI PUBLIC SECTOR INTERNSHIP PROGRAMME AT A
GLANCE

+  Tupu means “to grow”, while Tai means “tide” - Tupu
Tai is about supporting Pacific young people to join New
Zealand'’s public sector as policy analysts.

+  Itcomprises a 10-week internship programme.

+  The programme recognises the need for more Pacific
people in public service policy roles as the population of
Pacific people is expected to grow to 10 percent of New
Zealand’s population by 2030.

« Itaims to increase Pacific diversity across the public
sector and support more young Pacific people to move
into high-skill professions within the public sector.

«  Since 2015, 57 interns and 20 agencies (32 different policy
teams) have participated in the Tupu Tai programme.

Laulu Mac Leauanae

The other two are Tupu Toa, which aims to boost the numbers of
Pacific people in senior roles within the private sector, and Tupu
Tek, which was launched two years ago. It aims to get more
Pacific people into science and technology jobs.

“I’'m definitely pushing for each of these programmes to grow
and get more support from government chief executives,” says
Mac, chair of the Ethnic Pay Gap Committee at the State Services
Commission (SSC).

“But, for me, the goal isn’t just to increase the numbers of
Pacific people employed in these sectors. We also need to create
opportunities for Pacific people to move up the ranks to senior
positions and to get paid what they’re worth.”

According to SSC figures, most public servants who identify as

TUPU TAI: WHAT’S REQUIRED FROM EACH AGENCY

«  Funding of $10,000 per intern to cover salary and
programme costs.

«  Participation in a national roadshow to promote the
agency to potential graduates in July.

«  Attendance at an opening ceremony in November.
. Induction week session to welcome interns in November.

«  Agreement from the chief executive or a senior leader to
spend a day with each intern (optional).

»  Participation at a three-day programme in January to
mark the mid-point of the internship.

+  Celebration of interns at a final presentation and closing
ceremony in February.

«  Completion of an evaluation survey and participation in
an agency debrief in February.

Pacific work as contact staff, inspectors, and regulatory officers.
Figures also show Pacific women are paid, on average, 21
percent less than their non-Pacific colleagues working the same
government jobs.

“Look, I think we need to focus on the bigger picture - and

we shouldn’t just focus on what Pacific people need to do to
become more employable. As employers, we need to value
different skills. We need to see the ability to speak multiple
languages and be conversant in multiple cultures as strengths,”
says Mac.

“We need to have a much more open-minded view of leadership
- not all leadership is about being the loudest person in the
room. There needs to be space for confident but humble
leadership styles too. | guess what I’'m saying is there’s a lot we
can all do to change things. As an agency, signing up to Tupu Tai
is a great place to start.”

Ministry of Defence’s Melissa Thorn agrees. She says her agency
is taking part in Tupu Tai to support more diverse policy making
within government.

“This is our second year with Tupu Tai. We love it. We seeitas a
long-term thing. To us, it’s important to hear the voice of Pacific
people in policy development. We hugely value the diversity of
thought they bring and the way they challenge us in our work
and how we make policy decisions.”

“And while we only take on two interns a year, because of our
small size, | would hire almost any Tupu Tai intern based on the
quality of the young people coming through and the rigour of
the application process.”

It seems Melissa is not the only one who rates Tupu Tai interns
highly.

Latest figures show 25 agencies, including education, defence,
health, local government, and statistics, and four private sector
firms, have employed Tupu Tai interns in the four years the
programme has been running.

Looking back now, is this what Matalena envisioned in 2015
when she placed her first Tupu Tai intern?

“The progress is good to see. It finally feels like the thinking is
right in government. We have the right conditions for change. |
honestly believe it couldn’t be a better time for Tupu Tai.”

Ready to go? Contact tuputai@mbie.govt.nz for more information.
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FELLOWSHIP

The lan Axford Fellowships and the Harkness Fellowships have been a part of the public service for many years.
KYLA ORR gives an overview of the Fellowships and the work that’s being done by current Fellows.

Public policy makers in New Zealand are fortunate to have two
prestigious fellowships available to inform their work: The lan
Axford (NZ) Fellowship in Public Policy (Axford Fellowships)
and the Harkness (NZ) Fellowship in Public Policy (Harkness

Fellowships).

IAN AXFORD
(NEW ZEALAND)
FELLOWSHIPS
in
PUBLIC POLICY

LONLONINLEINLONION

harkness

FELLOWSHIPS TRUST (NZ]

These Fellowships have been supporting New Zealand’s public
policy sector for decades and are as relevant now as ever.

Both Fellowships are managed by Fulbright New Zealand, whose
goal is to grant life-changing educational and cultural exchanges
between New Zealand and the United States.

The two Fellowships have very similar goals:

«  To help improve the practice of public policy in New
Zealand and the United States by the cross-fertilisation of
ideas and experience in the two countries;

+  Toreinforce New Zealand-United States links by enabling
actual or potential leaders to benefit from new ideas,
practices, and new contacts in the other country;

«  Tobuild a leadership network of public policy experts on
both sides of the Pacific, and encourage ongoing policy
exchange between New Zealand and the United States.

While the Harkness Fellowships support New Zealand’s public
sector by sending its future leaders to collaborate with US
researchers, agencies, and institutions, the Axford Fellowships
do the opposite. American Axford Fellows spend up to six
months intensively examining a topic of high priority to New
Zealand’s public sector.
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The Harkness Fellowships

The Harkness Fellowships have over 100 alumni, many of whom
have gone on to become prominent leaders in their field.

“My findings and the contacts | made in the United States [while
on the Harkness Fellowship] have been immensely influential

.. What I learnt has influenced our advice on key issues in the
justice sector and has seen us establish a new initiative based on
practice | observed in the United States. | made lifelong friends
and established a new network of justice contacts while in the
United States - people who | continue to stay in touch with ...
The Fellowship has changed the way I think, has influenced my
leadership style, and has given me additional confidence and
knowledge.”

Aphra Green, 2015 Harkness Fellow

The focus of the Harkness Fellowships is on supporting public
sector leaders who can help governments grapple with - and
develop responses to - the disruptions to public policy and
administration.

Doug Jones, Ross Tanner (Chair Harkness Fellowship Trust),
Donna Provoost

At its last round, the Harkness Fellowship Trust selected two
Fellows: Doug Jones, Manahautii/General Manager of the Maori
Policy and Operations team at the Environmental Protection



Authority, and Donna Provoost, Director of the Strategy, Rights
and Advice team at the Office of the Children’s Commissioner.

Doug will be based at the Massachusetts Institute of Technology
in Boston to explore the environmental trade-offs, approaches,
and opportunity costs that need to be considered when
introducing new technologies, such as gene editing, to protect
native species. “How do we have a mature conversation about
environmental trade-offs in the face of public outrage and
science denial fuelled by social media?” says Doug. “It’s an
exciting question that we need to explore for the benefit of
protecting native species and for future generations.”

Meanwhile Donna will be undertaking research at the University
of Oregon’s Center for Translational Neuroscience and the
Harvard Center for the Developing Child, exploring how
neuroscience, psychology, and related disciplines can better
inform policies to improve the wellbeing and resilience of
children. Donna will bring insights to the policy work on the
Child and Youth Wellbeing Strategy. “Il am excited to have this
opportunity to contribute to better lives for kiwi kids!” says
Donna.

The previous year’s Harkness Fellow, Joseph Beaglehole, will
also be taking up his Fellowship in the United States this year.
Joe will be at the Marron Institute based at New York University,
researching new tools for addressing the challenges of rapid
urbanisation. “The objective is to gather insights for current
New Zealand policy thinking into how urban governance and
planning institutions and policy frameworks can deliver the
benefits of growth while mitigating the costs,” says Joe.

The Axford Fellowships

The Axford Fellowships started over 20 years ago and have

seen more than 60 Fellows hosted within central government
agencies researching topics often at the forefront of policy
debate - from looking at integrated environmental management
to how the housing sector is financed.

Axford Fellows are selected for their expertise in practical policy
making, as well as their ability to step into a new environment
and utilise their unique viewpoint to focus on a particular aspect
of public policy. The Fellows produce a report on their work - all
of these are publicly available on the Fulbright New Zealand
website.

The Axford Fellowships provide something extraordinary

for New Zealand agencies. Axford Fellows inject an external,
sympathetic perspective into the New Zealand government
system that can combat group-think and refresh fatigued
analysis. Axford Fellows have the independence to seek a
wide variety of views to inform their research yet are unlikely
to experience or conform to pressures within government or
politics.

“[We hosted] an outstanding Fellow ... Her report filled a gap
in the literature and policy landscape. It is very influential with
Ministers, including the current review ...”

Host Mentor to 2017 Axford Fellow

“IThe 2018 Axford Fellow] was a fantastic member of the team. His
expertise, experience, and willingness to share and constructively
challenge us was extremely useful to our work.”

and

“... he exceeded our expectations for what the Fellowship could
achieve.”

Co-Host Mentors to 2018 Axford Fellow

-
“-'

This year, four Axford Fellows are based in Wellington.

Alexa Daniels-Shpall is a Police Special Investigator at the Los
Angeles Police Department’s Office of the Inspector General.
She is being co-hosted by the Police and the Independent Police
Conduct Authority and is looking into strategies for building
trust between police and communities. Alexa is an attorney and
holds both a Juris Doctor and Master of Public Policy degree
from the University of Southern California.

Paul Phifer is Assistant Regional Director with Fish & Wildlife
Service, part of the US government’s Department of the Interior.
He manages a dozen offices working on a host of species and
habitat conservation areas, including endangered species,
environmental contaminants, coastal issues, and wetlands.
Previously Paul was a diplomat with the Department of State
negotiating, at the United Nations, international treaties on
invasive species and the movement of genetically modified
organisms. Paul is being hosted by the Department of
Conservation to look at climate change adaptation strategies for
New Zealand’s natural and historic heritage.

For the first time, Crown Law Office is co-hosting an Axford
Fellow with the Ministry of Justice. Nate Swinton is undertaking
a study of the role of New Zealand courts in reviewing acts

of parliament, specifically the authority of courts to issue
declarations of inconsistency. Nate is Senior Trial Counsel at
the Department of Justice and Adjunct Professor of Law with
Georgetown University Law Center.

Laura Berntsen is being hosted by Treasury to work across
several agencies looking at worker benefits and protections in
the face of the changing nature of work. Laura comes to us from
the Senate Finance Committee in Washington, DC, where she is
Chief Human Services Advisor and Domestic Policy Advisor.

Laura Berntsen, Alexa Daniels-Shpall, Paul Phifer, Nate
Swinton

The four 2019 Axford Fellows will present an overview of their
work and their time in New Zealand at an IPANZ-hosted event in
Wellington in late July.

If you are interested in applying for a Harkness Fellowship or
hosting an Axford Fellow, or you would like to connect with any
of the current Fellows, feel free to contact Kyla Orr on kyla@
fulbright.org.nz.

Applications for the Harkness (NZ) Fellowships in Public Policy
close 14 October annually.
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THE FUTURE PUBLIC SERVICE WORKFORCE

What will the public sector
workforce look like in 20 or 50
years? Karl Lofgren looks at

a collection that tries to give
some solid predictions. While
there are some great insights,
it also leaves him wondering.

Karl Lofgren

What will the public service workforce
look like in the future? Which skills
will be required? What professional
roles will surface (and which will
disappear)? Although these questions
have become habitual and recurrent
topics in policy papers, academic
conferences, and publications
around the world since the 1980s,

we are still repeatedly stunned by
how technological innovations,
managerial reforms, and financial
situations change work in the public
sector. Certain professions and

jobs come and go; special skills

and competencies are suddenly in
demand while others vanish into the
annals of history; the power balance
in industrial relations is continuously
tipping over to either side, and the
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educational and training industries
always seem to be two steps behind
evolution.

In an attempt to present some solid
predictions about the future public
service workforce, a team of UK

and Australian researchers have, on
the basis of some major research
projects in both parts of
the world, presented an
edited collection about the
changes in public sector
work and the emergence
of a new workforce. While
not claiming to cover all
potential aspects of the
changes in the future
public service workforce,
the contributors review the
body of knowledge on a
number of relevant themes,
often including lessons
from their own empirical
research projects, and also
present empirical examples
of good progress.

The eight chapters
reviewing different themes
of changes in public
service work are all highly
relevant, although both the reviews
of the knowledge and some of the
progressive suggestions to manage
the future challenges are far from
unfamiliar (let alone overlooked in
the literature). We are entering a new
age where skills are changing (from
“hard” to “soft”), where organisational
boundaries are falling down, where

a leader is no longer an authority but
a facilitator, and where “learning”
transcends from a cognitive process
of external acquisition to an internal
reflection exercise. In addition, future
public sector workers are expected

to act ethically and holistically, with
empathy, and with the public in mind
(instead of the employer).

Although these eight chapters
offered enjoyable reading, some of
the other contributions were more
interesting. The claim in the chapter

SPRINGER BRIEFS IN POLITICAL SCIENCE

Helen Dickinson - Catherine Needham
Catherine Mangan'- Helen Sullivan™
Editors

' Re-imagining
the Future_fubllc

Springer

by Lawrence-Petroni and Needham

is that the 21st century public sector
workforce needs to engage with the
potential of narratives and storytelling
in order to shape their work context
and their relationships to colleagues,
citizens, and customers. Basically, a
public sector narrative is a skill that
motivates others to join you in action.
While these narratives are grounded
in everyday experiences, they are an
essential part of the public servant
toolbox, providing motivation,
identifying leadership, and building
trust and professional identity and
community. However, we should be
aware that narratives can be utilised
in a manipulative and unethical
manner.

The second contribution that this
reviewer found fascinating was
the chapter by Stewart-Weeks and
Campbell on the implications of
design thinking and practice for
the future public service workforce
skills and culture. Even though this
approach may come across as “arty
and aloof, the authors manage to
present it as an idea that starts
with the end-user (whether client,
citizen, or customer), mapping her

”»



or his experiences, impressions, and
conceptions rather than crafting
policies and practices onto existing
technological solutions or available
evidence. This chapter gives an
excellent introduction to the practice
of design thinking and how it can

be applied in various areas (and
particularly in social innovation).

The final contribution to highlight is
the chapter by Blackman, Johnson,
Dickinson, and Dewey on staff
development and recruitment.
Through a social-learning lens, the
authors identify the skills necessary
for the future public sector workforce
that go beyond the current focus

on technical skills. This includes HR
innovations such as developing role
models in the workplace, making
recruitment procedures to identify
staff who are more aligned with the
modus operandi of the organisation
(rather than formal merits), and
allowing staff to experiment with new
procedures and to become less risk
averse.

While this volume has several
merits, and will be read in various
professional and academic contexts,
this reviewer did identify some less
favourable features. The first one

is the classic question about the
potential target group for the book.

In the introductory chapter, the
editors identify three potential target
groups: students in professional
degree programmes, senior civil
servants and HR associates, and other
academics. While | have no doubt
about its value as readings for post-
experience degree students taking
courses in HR or “managing people”, |
have some doubts that it will become
a canon in the HR community, let
alone in the academic equivalent.
Many of the ideas, examples, and
theories are already well-known

to the academic audience, and the
professional HR community are well
aware of this discourse. Also, the
book’s partly speculative undertone,
with trajectories drawn from isolated
studies, makes it less suitable as a
chart for strategic decisions about the
future. How sure can we be that these
“trends” are going to be sustained?

The second objection is the reach
and definition of “public service
workforce”. Although the introductory
chapter contains a solid and robust
discussion about the professional
focus, the definitional scope for the
book is narrowed down to those
(graduate) members of staff who are
engaged, one way or another, with
policy work. This definition excludes
all the operative (teachers, health
care staff, social workers, and so on)
and supportive staff (communication,
HR, as well as cleaners, caretakers,
bus drivers, and so on) whom we
technically include as public sector
workers. This definition also excludes
contracted fixed-term staff, staff
working for subcontractors, staff
employed by non-governmental
organisations, and others outside

the standard government payroll.
This is more than just semantics.

Not only does that limit the scope of
the conclusions, as more and more
government work is being hived off
to other sectors, it misses the fact
there are more substantive contextual
changes taking place in public sector
organisations than presented here.

Finally, and in line with the previous
paragraph, although the book
manages to cover a number of
substantial aspects, it also overlooks
several issues relevant to the future
public service workforce. What this
reviewer considers to be a rather
essential dearth is that technological
change, including digitisation and
data analytics, is almost absent in the
different contributions. A generous
explanation may be that these
changes are taken as given and do not
justify comment. And yet, nothing has
changed, and continues to change,
public sector work more substantively
than new technology. It affects the
relationship with clients, citizens, and
customers; it affects the skills required
for the job; it changes the information
flows around the organisations; and,
not least, it affects the management
and control of the workforce.

Moreover, and with the risk of being
accused of idiosyncratic leftism, |
cannot help wondering why there is
nothing in this volume about power
relations in the workplace. Are we now
living in a society where industrial
conflicts, sexual harassment, and
bullying behaviour belong to history
and where public service work is a
harmonious and joyful occupation
based on respectful and peaceful
relationships between staff (and
managers)? The chapters are pretty
normative in the sense that they all
emphasise what seems to be future
positive features of public service
work.

To sum up, this is a book with many
qualities, and some of the chapters
are definitely useful for teaching.
However, it would have benefitted
from some broader definitions of the
unit(s) of analysis and from a clearer
inclusion of technological factors

for the future of the public service
workforce.

Helen Dickinson, Catherine Needham,
Catherine Mangan, and Helen Sullivan
(eds) (2018). Re-imagining the Future
Public Service Workforce. Springer
Briefs in Political Science. Singapore:
Springer.

Karl Lofgren is Associate Professor in
the School of Government, Victoria
University of Wellington.
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BEYOND BOX TICKING

The current procurement process is coming to
the end of its days. MICHAEL WORTH from Grant
Thornton New Zealand outlines why and offers a
way forward.

The traditional procurement process is a tried and true one.

We see it in government and in industry and across projects,
services, and goods. For many years, it has been fairly
mechanical: put out an RFP, make sure the proposals tick all the
boxes, then pick the vendor in the middle, or the one with the
lowest price, or the one you wanted to begin with.

That system has been producing steady results for a long time

- although “results” usually means making each supplier grind
down prices by a tiny fraction. The price is reasonable, the boxes
are ticked ... and then it’s on to the next job.

Michael Worth

Unfortunately, this type of procurement process is on its last legs.

There are two reasons. First, the easy gains have already been
achieved. You can only shave off prices so many times before
suppliers’ margins no longer justify the time and effort required
to achieve them.

Second, many commentators, including me, have warned
that this type of procurement is likely to be automated out of
existence - and soon; there’s no reason why the boxes can’t be
ticked by a bot.

Hopefully, that will leave procurement professionals with extra
time to focus on more important parts of the process, which
incidentally, doesn’t include the sourcing part of procurement.
It may come as a surprise to some, but this is arguably the least
important aspect. Sourcing is the middle stage of three: the first
is planning and the third is managing. These are the steps with
the most potential to add enormous value to an organisation.

Governments and shareholders are always asking their
organisations to deliver more with less - to reach higher levels
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of innovation and to get to market quicker. These achievements
aren’t always possible, but when they are, a strong procurement
capability can be one of the keys to success.

The government’s latest procurement statistics are a mixed bag
of good news and bad. The good news is that procurement is
improving overall after many years of sustained effort across the
public sector, and this should be commended. The bad news lies
within three themes that jumped out at me from the data:

1. Suppliers and agencies don’t talk enough.

2. When they do talk, agencies don’t ask for improvements and
suppliers’ ideas are usually ignored.

3. The competencies required to maximise value across the
procurement cycle are slipping; too few people have a
thorough understanding of how to get the most out of the
process.

1. Suppliers and agencies don’t talk enough

Only 49 percent of government suppliers have regular contract
review meetings - this figure jumps to 69 percent in the services
sector. How can you manage your performance or gauge what is
desired if it’s not discussed? See Figure 1 on the next page.

2. Agencies don’t ask for improvements

How often do agencies ask for improvements? The following
table shows that there’s only a small percentage in the
“sometimes”, “often”, and “always” categories. It means that 60-
80 percent of suppliers aren’t being asked about improvements.
If that’s an accurate inference, a massive opportunity is being

missed.

Similarly, the data indicates that 70-90 percent of the time,
supplier ideas are not adopted. What might this mean? Are
suppliers’ ideas really that bad? If so, they’re the wrong supplier.
In our experience, it’s more likely that the ideas might be solid,
but there are no mechanisms to capture them. It’s also possible
that principals have limited time or perhaps have a low appetite
for analysing and considering the ideas.

Without these preliminary steps, agencies can’t implement
suggestions from the experts they’re engaging to add value. See
Table 2 on the next page.



Figure 1. Do the agencies you supply hold regular contract review meetings?
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Source: New Zealand Government Procurement Business Survey 2018
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Source: New Zealand Government Procurement Business Survey 2018: Community service providers

Table 1. Government asking for improvements

2017

Area Sometimes  Often  Always v
Improve management practices and reporting 23% 10% 5% 22% 10% 6%
Improve products and services 21% 10% 4% 23% 11% 6%
lmprgve health and _salety management 19% % 3% 0% 7% 5%
practices and reporting
Use digital technology more often (ICT, online

sses) 17%  13% 3% 18% 11% 6%
Increase staff training and development 14% 7% 2% 16% 8% 3%
Use product standards more often 12% 4% 1% 13% 7% 3%
Use o.ther technologies (eg new/improved 11% 3% 1% 1% 4% 1%
machines)

Source: New Zealand Government Procurement Business Survey 2018: Community service providers

Table 2. Government adopting providers’ ideas

2017 2018

Area Sometimes  Often  Always  Sometimes  Often  Always
Improve management practices and reporting 16% 9% 1% 22% 11% 4%
Improve products and services 20% 9% 1% 22%  11% 5%
Imprqve health and _salety management 9% % 1% 17% 6% 4%
practices and reporting

Use digital technology more often (ICT, online 10% % 0% 17% 8% 2%
processes)

Increase staff training and development 14% 5% 1% 15% 8% 3%
Use product standards more often 11% 1% 1% 19% 7% 3%
Use o}her technologies (eg new/improved 8% 1% 1% 10% 4% 1%
machines)

Source: New Zealand Government Procurement Business Survey 2018: Community service providers
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3. The competencies are slipping

We know the critical competencies to capture new forms of

value or to receive and nurture a good supplier idea: openness

to innovation, quality decision making, and finding ways to
incentivise performance. Yet these are the three weakest of the six

competencies in both surveys.

There will always be boxes to tick, and no agency can overlook
the mechanical aspects of the procurement process, whether

stakeholders.

We often see clauses that indicate a willingness to receive
innovative ideas during the term of the contract, but
organisations have no defined process to capture and manage
them. It might be written in a contract, but when it comes
down to it, it’s all about who has the control and how suppliers
are being measured - the box ticking stifles innovation. We’ve
seen commercial acumen and bright ideas fail because of the
constraints of the procedures, policies, or even the organisation

itself. See Figure 2 below.
What needs to change?

There’s good news - there are some
relatively easy fixes for all three of these
challenges. The public-sector clients
that we have been working with over
the last few years have recognised a gap
in procurement process competency,
and many are working to leverage what
is often referred to as the “commercial”
capability of the team. Sometimes it’s

a new hire; sometimes it’s tapping into
existing personnel with more training
(although both approaches have their
limits). Making sure the procurement
team asks the right questions and listens
to ideas should be relatively simple with
the right methodology.

A pragmatic approach works best:

1. Grabwhat commercial expertise
you can from within. Aim for an
open-minded team that represents
the diversity of the business;
diversity and openness encourage
innovation.

2. Add some external expertise to
your team - you need strong
methodologies to achieve more
innovation in supplier partnerships.
You also need to know what a smart
contract really looks like (here’s a
hint: quite unlike many of the ones
we see).

3. Putin place the right leadership.
Yes, this will include the right
governance, but it’s more than that.
Standardisation and support for
change management are as critical
as knowing who owns the initiative.
Creating the right environment is
essential: the best environment is a
collaborative culture coupled with
the ability to resolve differences
of opinion and reach an effective
decision. This is usually not in the
project management manual.
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Find out more

you’re buying toilet paper or nuclear reactors. You can’t throw
out the rule book. But neither should the rule book extinguish
the sparks of good ideas that can drive better results for all

If you’d like to find out more about any of these issues, contact
Michael at Grant Thornton: michael.worth@nz.gt.com

Figure 2. Percentage of businesses that rated competencies of their contract
managers positively, 2016-2018
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implemented.”

“Provide opportunity for feedback on issues around contract delivery and be open to varying contracts
to reflect on-the-ground experiences and learnings that arise through service delivery once contracts are




PROGRAMMED
i

- .
g -

L
Py

-_ = _‘_I._f_:;__f___;_

"-'.‘_ .
B o

Supporti Ng your PROGRAMMED FM OFFERS AN END-TO-

O0rganisation’s SUCCESS  ZoNETHaT ISTALOREDTO MEET OUR

o etiicllipoyeResiio it e c i
facilities and asset BUSINESS WITH THE ASSURANCE THAT

: THEIR FACILITIES AND ASSETS ARE WELL
Management solution MAINTAINED AND MANAGED.

Our broad network of sub-contractors and
branch offices across New Zealand provide
the presence and scale to support a diverse
range of customers including Fonterra,
Housing NZ, Tamaki Housing, Ministry of
Education and Government Property Group
(FM panel provider).

Find out more about us at www.programmed.co.nz



APPLY
NOW
FOR 2019
STUDY

VICTORIA
UNIVERSITY
WELLINGTON

TE WHARE WANANGA _
O TE OPOKO O TE IKA A MAUI

AZs

ADVANCE BETTER GOVERNMENT

HIGHLIGHTS FOR 2019

M You can take up to four electives in a
particular area of interest as part of your
MPP or MPM.

B New dual degree offered with Evans School
of Public Policy and Governance, University
of Washington, USA.

Gain a qualification in e-government, public management or public
policy from Victoria University of Wellington—New Zealand’s
leading education and development provider in public services.

Master of Public Management: Upgrade your personal skills and
competencies as a manager and improve your public management
practices and your impact.

Master of Public Policy: Develop your skills and knowledge in
policy analysis, development and evaluation in public and non-
government sectors.

Master of e-Government: Learn how to successfully manage
complex technology-based initiatives in the public sector.

Flexible learning options—study full time or continue to work while
you study.

O victoria.ac.nz/sog
o/ 04-463 5458
4 commerce@vuw.ac.nz

NASPAA
ACCREDITED

Tha Commission on Pear
Moy & Accrecitatson

The Master of Public Management and Master of Public
Policy are accredited through the Network of Schools
of Public Policy, Affairs, and Administration (NASPAA)
certification standard in public service education.

STUDY AT ONE OF THE WORLD’S
LEADING BUSINESS SCHOOLS

Victoria Business School holds the triple crown of
international accreditations.

. SSOClAT\ON
AACSB ~rouns A

|| ACCREDITED  richesror ACCREDITED

CAPITAL
THINKING.
GLOBALLY
MINDED.

MAI I TE IHO KI TE PAE



