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Key EmpleymentElemenis

Tlherne anerseven key elemeERisS e heIeanSalens
Need (o' coRsidERRIdeEVElepIereqUEReIpI BYIIEnl
OpPPeHURIES I THENWEIKPIEICES:

. Leadership, Accounitaaity anc Culthe
. Recruitment, Selectionrand induction

. Employee Development; Premoeticn anse
EXIt

. Flexibility and Work Design

. Remuneration, Recognition and
Conditions

. Harassment and Bullying Prevention
. Safe and Healthy Environment:




NZ Fire Service

+“0OUur woerkierece must refecistiie
compesition| off the comimunieshwe
Serve and we: place consideraigle
emphasis on recrulting eV eniicpis
from. a much; breader backgreouna
than.was the case traditieRaliyz A
diverse workforce assists the Eike
Service In engaging wiith
communities te promote fire
prevention.”




Business Case

+ To engage better With commuRpitieEs e
promote fire safier veRaviouls

+ To attract wider selection ol peopleNn
record unemploymenit (16 e empleyer Gl
choice)

+« Diminishing numiber off Eurepean males

+ Public expectations and credibility, Inreraer
to be connected and reflective




INZEer=l eae Ersiie;
acColRvaRINNAZRERCUILEGE

+ EEO Integrated inter HRESEie ey 2SS AliNo)
5 year HR plan

+ Nationall diversity: and falfESS SIEERNG
grp Withrreps firom: tnRien; Viaexs and
Pasifika overseen strategy/ ol Past S \/Eeals

+ Priority to annuall EECrPregram ans
achievemenits outhined 1 AR & reflected
Values

+ Management ebjective te hecome moke
diverse organisation — annual reviewssen
this through diversity index that provides
overall measure & has tracking capapility




Results

+ Attitude: survey 06 shewed
Success of Intiative i vlg peSsItive
attitudes. 273! belileverlmper2ni ol
Eire to refiect commuRities they/

serve. 3/5 believe greater Workiorece
diversity allews them te e this
better.




NZ Fire — recruitment, selection
and induction

In 2002 experts engagedtorevermatiEcruitnERPIeEESS:

National recruitment team’ ter ensure consistency/Ain
recruitment

Recruitmenit aimed at target groups and targeinosisel
Educate the public on the rele oif fiiFfeflghters
Offer support te all prespective fireflighters Ui petICHIZIEN

target groups

Coaching pregrammes In numeracy. lieracy, and physical
competency offered

Work withi other agencies suchias poelytechnics oncandidaie
preparation programs

Open days at NZ Fire that allow candidates; te test:
themselves against selection critera

Induction and initial training prevides peeple wiith
Introduction to EEO and Treaty:




Outcomes

< Nor dilvtren el guaiin/AcCiEchruiitsNn
any/; Way.
+ In "03 there were 6. 52Y6 \VIaeK:

Targets set were: 8.5v Y oy Oy anc
10% by 09. InrJune - orawell

ahead of geall withr9.6%6 VMaek hike=
fighters.

+\Women up frem 0.9% 1n 01 e’ 5%
In ‘06 & Pasifika from 0.9% ter2: 6%




NZ Ele=plremeueniiicnsiciiame
exit

+ Promotion and transier poeliciesieopenrane
can be challenged! vy, StahinFtaey eave
CONCErns over the falrness ol dECISINS

+ |n appreving transfers proenty: placedreon
addressing family’ or persenal Isstes

+ Resignations closely moenitered anad
assessed through systematic exii
Interview pProcesses




F

NZ Elre=saminegeane
developmeni

Clear training and progressIen Sy/StEmViii
transparent & equrtanierdevel eppertUipiiesH ol
stafif

+ Attitude survey: ter menter satisiacticon anRE ey,

F

of access to training andidevelepmeni

Support groups fer Maeri, Pasiiika anchverien
fire fighters. Each group has a rep enrthe
steering group

Forums enabling under-represented gioups to
network withy ethers (Very: constructive in
developing action plans andl recommendatiens

Staff with language or culturall skills recognised
as asset In community education and: prevention
programmes

Operational staff have guided marae visit as pait
of initial 11 weeks training



NZ Bl =i exipiiiaAancnVer#
design

Practical changes; ter staieniaciinesito
accommpodate wemen

Ergonomics; off equipment & PeERSenalNeretECtVE
equipment reviewed

Flexible leave: anrangements; = Extendenisici
leave, leave wWitheUt pay, paymenit en EetliEaNiGe

parental leave— lump stum 6rmontns aiter
returnmg

Although' staff strongly SUpPOrt EXIStINGFOSIEN
systems, commitment tor explornerwithrUnien
greater flexibility

Opportunities for staffi to' access network fom
home and In some cases wWork from heme

Project to enable remote access for Volunteers
and staff to info & critical I'T applications firm
home or place of wrk (for velunteers)




N7 Sl = ey ziplel Corjclfilor)s

+ Stalfit support systemsi = =EARC USRIl
Chaplainstand stressimanagement
Interventions

+ Annuall atticude: survey MeRIterSISIESS
levels closely

+ Case managde Injuiies; & Ionel term Sick
leave & ofiten provide: treatmenis &

rehabilitation over & alboverreguiation;
particularly areund secial REeds

Pay structures & Processes transparenit &

most cases result firom: collective

pargaining

+ Childcare under review: after research
commissioned last year




NZ Fire - Harassment and
BUlINING

+ Commitmenit ter REW PBIIGCY,
framewoerk and complait PreCEss

+\Woerkshoep en harassmenianad
bullying held with senier memeni
and unions

+ INntroduced measure ol Narassment &
bullying into attitude: survey. fifem 06




NZ Elrer==H el aneosSeieny

Debriefing & defusing thireuahrCrtical N REIcERi:
Stress Vianagement: teams dRwWaNkemNieRtiine
staff

Particular requirements: arotind pregnancy aind
fire fighting given the special- nealtarrnsksSEtieiare
Involved

Regular health screening programimes achoss
organisSation, together Withrinjuny prevention
Initiatives, & fitness programs In-Reusergyms

Medical research Inte cancer & moertality, rates
amongst fire fighters & shared’ research Wil
other fire services internationaily

Hep B and flu vaccinations




ChEngeNVIeuel
1 2

Estabdish your Analyte o Wi Kplace
warkplace profike profile and each
6 Employment Element

Plan actlons
for the future

Evaluate the A Identify and
effectiveness | _ " L . prigritise the
of actions and o Vi agemen S issues and develop
oubComes y : y e R e : a plan of action

and participation "

stalf and their unions

s important at all _
stages of this process by 4

Take acton
to addréss
prigrity iIssues




Teseasuii/ = renien

+ 1997 turneVver Was 250 (&S0 eIIER)
+ Problems

— culture aggessive; BIokeY, URWeEICominG;
unsupportive

— focus onl avelding| errersy at cost o stifling

InAovation and debate,

— management skills peer and staliineecedNieRe
leadership and direction. Perception that
people who stayed at desk lengest got
rewarded

+ Expert recruited andf consultation Precess
ensued — led to the Mauri Initatve




ThesreasuR/ZseIlieRSs

+ Vianagemenit skilisteviewes

+ Culture change egrexpectaiions
about speed off woerk turmaretne

+ Flexible work arrangemenits re=

formalised and promoted eg hiexple
leave, flexible workieads, peel ol
laptops for heme-hasedwoerk:, healih
and fitness Initiatives, buy, extia
annual leave, part-time senier staiil




ThedreasuR/=Nesulis

+ Stafif surveys: reliect poesiuve
IMproevemenits

+ Treasury runner-up I EE@NIIFUSTNVERIEE
Life Awards; in 2002

+ By "03 staff turnover was 9. 4% (1155%
women)

+ Women represented acress biead range ol
Jobs with 50-50 split:

+ \Women in management Increased te
32.5%




WWW.NEeon.ory.nz




