


Following recruitment processes for Public Service chief executive (CE) roles, a media 
statement from the Commissioner announcing the appointment(s) is prepared, with 
consultation with the relevant department(s) affected occurring prior to release. 

Enclosed is the run-sheet noted in the table above, that was used for the CE changes you 
refer to. It provides a timeline for when the Commissioner's media statement would be 
released, when contact with relevant CEs would occur following Cabinet consideration 
and when CEs could advise their staff of the changes relevant to their agency. 

Some information has been removed from documents listed as items 4 and 5 in the above 
table and will continue to be withheld under the OIA, on the grounds described in the 
documents. 

Documents withheld 

There are a small number of other documents covered by parts one and two of your 
request that were used in the process of determining these appointments. Included in 
these documents are such things as legal advice and personal information. As such, I 
have decided to withhold these in full under the following sections of the OIA, as 
applicable: 

• section 9(2)(a) - to protect the privacy of natural persons, including deceased
people

• section 9(2)(g)(i) - to maintain the effective conduct of public affairs through the
free and frank expressions of opinions

• section 9(2)(f)(iv) - to maintain the current constitutional conventions protecting the
confidentiality of advice tendered by Ministers and officials

• section 9(2)(h) - to maintain legal professional privilege

In making my decision, I have considered the public interest considerations in section 9(1) 
of the OIA and do not consider that the public intereslt outweighs the interest of 
maintaining confidentiality, the effective conduct of public affairs and privacy of the 
individuals concerned. 

Transferring CEs (response to parts one, two and four) 

Under the State Sector Act 1988, the State Services Commissioner's role is to appoint 
CEs of the Public Service. To do this, the Commissioner is iable to use a combination of 
recruitment, reappointment and transfer mechanisms to make: appointments. 1 

A significant number of vacancies could have arisen in the two years following the 
General Election in 2017. Ten Public Service CE terms ended or roles become vacant in 
2018, with six more ending in 2019. Around half of CE roles potentially become vacant 
across these two years. 

1 The process for appointing and reappointing Public Service CE is set ouft in sections 35 and 38 of the State 

Sector Act 1988. The Act provides for input by the Government, but provides statutory independence for the 
Commissioner in the selection of the person for the job. 

Section 37 A was added to the State Sector Act 1988 in 2013 to enable more flexible deployment of CE 
capability and talent by allowing serving chief executives to be transferred into other CE roles. 

2 



In these circumstances, with respect to the first suite of potential vacancies, the 
Commissioner decided the best approach was to the implement a mix of transfers and re
appointments as well as recruiting new CEs into roles. 

He considered the relative benefits of these options in relation to individual roles and the 
CE cohort as a whole. It was not in the best interests of the £1overnment nor the system to 
lose experienced leaders at this time. The priority first and foremost is to deliver on the 
Government's programme, while stewarding the Public Service to be fit for the future. 

The mix enables the Commissioner to respond to the need for real momentum on the new 
Government's ambitious priorities by ensuring the right person is in the right role at the 
right time, but with an eye to ensuring the diversity of the cohort. He is able to retain 
expertise by placing experienced CEs into new roles through transfer and is enabling new 
talent to enter the Public Service with upcoming vacancies. Currently we are recruiting for 
five roles, including some of the biggest roles in the Public Service. 

These are deliberate decisions that strengthen the CE cohort. The transfers themselves 
do not change the shape nor gender balance of the current cohort. 

Diversity in CE appointments (response to part five) 

The Government has clear and public objectives for improved gender diversity. Since his 
appointment in 2016, the Commissioner has been explicit about his goals to achieve 
equal gender representation in the CE ranks and not just overall, but within "larger", 
"medium" and "smaller" sized roles. 

Before the announcement of transfers, of 30 Public Serviice CEs, 13, or 43%, were 
women. Four women are in what would be regarded as "large" roles. 

Over the past two years, progress has been made, including on weighted gender 
representation, and we are now not far from gender equality in the CE ranks. The 
appointment of two women to roles previously held by men would achieve this. 

Although not assuming any particular individual outcome, as appointment remains merit
based, with five roles being recruited to (and more to come in 2019 as other CE terms 
end), the Commissioner is confident that the gender-balance goals will be met or 
exceeded. 

SSC's CE selection processes, whether by way of re-appointment, transfer or recruitment, 
are structured decision-making processes. These include the use of diverse panels to 
consider selection; evidence to support decision-making; and ensuring the collateral for 
recruitment is appropriate. The processes have been strengthened over the past two 
years. 

As unconscious bias is a relatively new area of research and advice on how to address it 
is still growing, we recently asked Diversity Works to run an unconscious bias lens across 
the CE recruitment process and make suggestions to build it further. They considered 
that SSC presented a thorough, well documented process, appropriate to the role 
seniority, which acknowledges and addresses unconscious bias in both language and 
process. 

None-the-less, we will continue our programme of work in this area, and incorporate their 
suggestions for further improvement. The areas that SSC is looking at cover clarity of 
what we ask of applicants; ensuring recruitment consultants reflect diversity in their 
consultancy; bringing unconscious bias to the front of mind for recruitment panels; and 
making information about appointment processes more transparent. Alongside this SSC 
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