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Introduction by our Chief Executive Carolyn Tremain 

Kia ora koutou,  

Since the formafion of the Government at the end of 2023, we have worked at pace to 

support our Ministers in respect of the 100-day plan, Mini-Budget, and Coalifion 

agreements – which have resulted in some impacts to our work programmes and 

priorifies.  

In recent months, the Senior Leadership Team and I have also been working through 

what the Government’s work programme and Budget 2024 decisions mean for us at 

MBIE as well as for you, our people.   

Building on the work we have recently undertaken to support the Government’s 

priorifies and the comprehensive baseline savings exercise to idenfify fiscal savings 

opfions of 7.5% to achieve our baseline savings target, we now need to turn our 

aftenfion to the medium- and long-term opportunifies that exist within MBIE.   

It is clear we will be confinuing to operate in a fighter financial environment which 

means a confinued focus on reviewing our programmes of work, our financial posifion, 

and the size and capability of our workforce. It’s an ongoing priority for MBIE and the 

public service to ensure we have a focus on responsible spending and achieve value for 

money, making every dollar of taxpayer money count.  

We need to make sure we keep a focus on working together across MBIE in an efficient 

and effecfive way, leveraging the skills and experfise across our organisafion to support 

the Government’s ambifion of rebuilding the economy to one that is more dynamic and 

producfive. MBIE shapes and manages many of the underlying systems that contribute 

to achieving these goals. Our work touches on the lives of almost every New Zealander 

and across all our businesses. 

We want to deliver meaningful impact and achieve befter outcomes for businesses and, 

as a result, for New Zealanders. We also want to make sure we achieve posifive results 

across the various economic systems we manage. To do this we need to lift our own 

producfivity, find efficiencies and maintain strong fiscal discipline to provide greater 

value and higher levels of service and impact for every dollar spent to achieve befter 

public services. 

We have already been working to build flexibility in our organisafion through recent 

efforts to bring together like funcfions and teams to reduce duplicafion of effort; focus 

on befter ufilising the skills, experience, and capabilifies of our people; and streamline 

and automate processes to enable us to place greater focus on delivering for the people 

we serve.  

While the dynamic nature of MBIE and the work that we have supported over recent 

years means that we are no strangers to change, the Senior Leadership Team and I do 

confinue to welcome and value your feedback through the formal change process. I 

have seen our people respond and support each other through change on many 

occasions – with resilience, manaakitanga and a focus on Pae Kahurangi | Building our 

Future. 

I ask that during this period you priorifise being kind to yourself and your hoamahi 

(colleagues) and seek support from the opfions available to you at MBIE – including 

regular check-ins with your people leader.  

I am and will remain incredibly grateful for the work that has been done by many of our 

MBIE people to support the advice and opfions we have provided our Ministers as part 

of our work to support their quarterly priorifies, as well as those of you who have 

confinued to provide and deliver services for New Zealanders every day.  

Thank you for the work that you do. 

 

Ngā mihi nui, 

Carolyn Tremain  

Secretary for Business, Innovafion and Employment, and Chief Execufive 

Te Tumu Whakarae mō Hīkina Whakatutuki
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Introduction from Deputy Chief Executive of Immigration New Zealand, Alison McDonald

Tēnā koutou,  

My ambifion for Immigrafion New Zealand (INZ) is that we provide a trusted, world-

class immigrafion service that is simple to engage with, helps to keep our customers 

safe, and provides certainty for them.   

To achieve that, it is vital that INZ is well set up to concentrate on the delivery of our 

four core services that only we can do to lead and administer the operafional arm of 

the immigrafion system: 

 We grant visas to people who Aotearoa New Zealand needs to work, visit, 

study or seftle here. 

 We ensure that people crossing the border and staying in Aotearoa New 

Zealand are enfitled to do so.  

 We help migrants and refugees to make Aotearoa New Zealand their home.  

 We play our part in the global immigrafion system, together with our border 

partners to keep Aotearoa New Zealand safe.  

The journey to deliver these core roles with ease and effecfiveness began with last 

year’s change process and I am really proud of the way we have transifioned as an 

organisafion to bring our new operafing model to life.  

Through those changes, we established a centre that built experfise, lifted work from 

the frontline and reduced duplicafion across INZ. In parficular, changes to the Visa 

Operafions operafing model last year have been successful in creafing a clear focus on 

operafional leadership, improving staff engagement and driving culture change. 

It’s now fime to build on those successes, which is why we are proposing to make 

changes to how we lead at the Border. I know the Border is full of people who are 

passionate about their mahi, and we want to ensure that we have the right structure 

to enable you to thrive, while also ensuring we are sefting ourselves up to deliver our 

future services in the best way possible.  

Your views are important to the INZ Leadership team, and we look forward to your 

feedback on these change proposals.  

I acknowledge that this may not be the only change you are experiencing within work 

or outside of it, and that change can present us with difficulfies and challenges that will 

be unique to each person. I encourage you to show kindness to your colleagues during 

this fime. Please consider what support you may need during the consultafion process 

and discuss this with your people leader, and ensure that you look at the range of 

support opfions available later in this document.  

 

Ngā mihi nui, 

Alison McDonald 

Mana Hautu Rōpū Manene 

Deputy Secretary Immigrafion     
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How to read this document 

Scope of this change proposal 

This document proposes changes to current posifions and reporfing lines in the Border 

unit within Immigrafion Risk and Border branch, and some teams in the Chief Operafing 

Officer Immigrafion branch. 

Understanding proposed changes to your posifion 

If changes are proposed to your posifion, this will be outlined in the proposal related 

to your team/branch. Current and proposed organisafional charts have been included 

at the end of each proposal to help demonstrate the impacts that proposed changes 

would have to the structure of our group. There is a summary table with more detail 

about proposed changes to individual posifions and proposed new posifions at the end 

of this document.   

In addifion, all people who may be significantly impacted by the proposal will receive a 

lefter that outlines specific detail about their posifion and proposed change process. 

Proposed change process 

Find out more about MBIE’s proposed change process in Appendix 1. This determines 

how we classify the impact to our people, based on the proposed impacts to their 

posifion.  

This change process includes the proposed expression of interest (EOI) and selecfion 

process for people who would be affected if any changes are confirmed as result of this 

consultafion process.    

As part of this consultafion process, you are invited to provide feedback on both the 

team/branch proposals and the proposed change process.  

Let us know 

The informafion included in this document reflects the organisafional structure as 

recorded in MBIE systems on 28 August 2024.  

If you nofice any inconsistencies in the organisafional structure represented, please 

advise your people leader or email: INZChange@mbie.govt.nz 
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Providing feedback and indicative timeframes 

Your feedback is important to the success of any changes we make and will be carefully 

considered. You have a unique perspecfive about how we work and what opportunifies 

exist to improve customer experiences and excel at our mahi.  

Please consider how proposed changes will support operafional leadership at the 

border, while ensuring we are sefting ourselves up to deliver our future services in the 

best way possible. 

We welcome your feedback on all aspects of this proposal for change and the process, 

including the EOI process, posifion descripfions and the selecfion criteria, if applicable. 

You are also welcome to provide feedback even if you may not be directly impacted by 

it. Feedback can be provided individually or as a group.   

Once the consultafion period has closed, all feedback will be carefully considered 

before final decisions are made. If the final decision is made to proceed, we will confirm 

the new structure, its impact on posifions and the change process including EOI if 

applicable. 

As part of considering feedback there may be aspects of the proposal we want to 

consider changing. If as a result, there is a need for further consultafion we will engage 

with those people affected and outline any change in process or fimeframes. 

This proposal has been shared with the Public Service Associafion (PSA). You can 

contact the PSA during the consultafion period for support and to discuss your 

feedback.   

 

 

 

 

 

Indicafive fimeline 

Activity Indicative Timeframes 

Consultation opens  5 September 2024 

Consultation closes 22 September 2024 

Feedback reviewed and considered  
September/October 

2024 

Final decision 21 October 2024 

Expressions of interest (EOI) and selection process 

starts 
23 October 2024 

Proposed ‘go-live’ of new structure 25 November 2024 
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Case for change by General Manager Immigration Risk and Border, Richard Owen 

I want the Immigrafion Risk and Border branch to be a great place to work. I am 

passionate about creafing an environment where people feel well supported to 

succeed. To do that, we need to have a strong foundafion - that starts with a leadership 

structure that is fit for purpose.  

In 2023, INZ implemented changes to the way we operate to allow us to concentrate 

on the delivery of our core services, underlined by four design principles: 

1. Building centres of experfise across MBIE that will enable us to operate as a 

more integrated immigrafion system.  

2. Removing duplicafion by being clear about where our responsibilifies lie. 

3. Creafing a strong and capable centre that will improve our ability to respond 

to change, maximise visa processing efficiency, and place customers at the 

centre of our mahi (work). 

4. Relieving pressure from our operafional leaders to strengthen their focus on 

people and creafing an environment that supports them to thrive. 

Those changes have seen posifive outcomes for how we do our mahi and given insight 

into how we can best structure ourselves to be as efficient and effecfive as possible. 

We have also seen the benefits of focusing INZ’s operafing model towards operafional 

leadership, improving staff engagement, and driving workplace culture.  

Specifically, the new Visa Operafions model has facilitated a reducfion in duplicafion of 

effort, as well as driving a culture of ongoing confinuous improvement. This also led to 

improved performance delivery, increased producfivity, and higher staff engagement. 

The median number of working days to process a visa has reduced and the MyVoice 

engagement results have improved compared to 2021. 

As part of last year’s changes, Border was moved into a new branch, but otherwise 

remained largely the same in terms of its operafional structure. In confinuing our 

journey to achieving operafional excellence across INZ, and from listening to our people 

through various workshops and the MyVoice Surveys over the last two years, it is 

evident that we can do more to set Border up for success in the future.  

I believe the current Border structure puts too much pressure on our leaders. It requires 

them to manage diverse and often compefing priorifies. They are expected to balance 

leading a team of people who work in a dynamic 24/7 environment with many other 

responsibilifies including strategic, tacfical and operafional planning; managing 

technical issues and problem resolufion; and building and maintaining relafionships 

with other border agencies. This creates a parficularly challenging environment for our 

leaders and people to succeed. Our frontline people rely on excellent operafional 

leadership to maintain a people-centred environment where they feel well supported 

to thrive and excel in their roles.  

This change proposal will build on what we have learnt from the Visa Operafions model 

and bring the leadership structure of the Border in line with other similar parts of the 

organisafion.  

The proposed changes aim to help us achieve operafional excellence by providing 

capacity and clear lines of accountability for our leaders. We need to provide an 

environment where our people are acfively supported in their work and development, 

enabling our people to grow. 

Your feedback is important to me and is crucial to making sure we have an environment 

that culfivates the passion I know you all have for the border. I look forward to your 

feedback on these proposed changes. 

 

Ngā mihi nui, 

Richard Owen  

General Manager Immigrafion Risk and Border 
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Proposal 1 – Immigration Risk and Border 

The Immigrafion Risk and Border branch keeps Aotearoa New Zealand safe by 

supporfing quality immigrafion and visa decision making through the idenfificafion, 

understanding and treatment of risk at the earliest opportunity.  

While the core accountabilifies managed by this branch are not proposed to change, it 

is proposed to leverage from the operafing model introduced in Visa Operafions in 

2023 to deliver similar outcomes in other operafional areas of Immigrafion New 

Zealand. It is believed that Border could benefit from this model. 

Why change is proposed 

The Visa Operafions model introduced in 2023 recognised the importance of 

operafional leadership to the culture and success of the visa processing environment. 

In that change process, two Operafions Directors were established to be accountable 

for people leadership across the visa operafions network and building a culture of 

confinuous improvement and a people-centred environment. Now a year in, we have 

seen this model deliver a reducfion in the median number of days to process visas, 

increase the capacity of people leaders to focus on managing and developing their 

people, and improve the engagement of our people as demonstrated in the MyVoice 

surveys. 

With a view to extend the same benefits to the Border environment, this change 

proposes to reduce the number of layers of senior leadership in this area. By reducing 

leadership layers, operafional leaders would be befter connected to our people at the 

Border and posifioned to focus more on people development, as well as redirect any 

work sifting with Border teams that could be managed centrally. This would serve to 

enable our people at the Border to focus more on the work that only they can do, as 

well as the condifions they need to manage that work successfully.  

The current Border structure requires leaders to manage a broad span of essenfial 

funcfions including people leadership, day-to-day Border operafions, building and 

maintaining Border relafionships, strategic and operafional planning, technical issues 

and problem resolufion, and mulfiple projects and inifiafives. This volume of 

compefing priorifies creates a parficularly challenging environment for our leaders and 

detracts from their focus on enabling our people to thrive and excel in their roles. 

We believe there is an opportunity to leverage insights from the model applied in Visa 

Operafions through the introducfion of Operafions Director posifions in Border and 

creafion of an addifional Director Visa role in the Chief Operafing Officer Immigrafion 

(see Proposal 2). This would address the span of leadership responsibility within Border 

and provide clarity around lines of accountability across the leadership team. 

In line with previous changes last year, we also see benefit in aligning the work of 

enabling funcfions in Border, specifically workforce planning and operafional support, 

with the centralised teams in the Chief Operafing Officer Immigrafion branch. More 

detail on this proposal is provided in Proposal 2. There are a number of addifional 

important mafters that will be considered next year as part of our intended future 24/7 

operafing model in Border as well.  These include –  

 Reviewing the work currently managed by Border Managers and idenfifying 

opportunifies to release their fime in order to be able to fully support their 

teams and deliver operafional excellence. 

 Reviewing the exisfing support available to Senior Border Officers and Border 

Officers across a 24/7/365 business to ensure there is an appropriate level of 

management and technical support across the enfire working window. It is 

intended this work would highlight potenfial opfions for considerafion to 

ensure the necessary level of management and technical support is available 

and would need to be considered as part of the current Roster review that is 

underway within Border. 

 Idenfifying any work undertaken by the Senior Technical Specialists and 

Technical Specialists in Border that is related to the creafion of training 

content and ensuring in the future that the learning funcfion within Service 

Design and Implementafion (in the centre) is appropriately resourced with 

the necessary experfise to design all Border related learning material.  
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 Border (as a 24/7/365 business unit) moving to an operafing model where 

Auckland and Christchurch internafional airports maintain both a physical 

presence for “on arrivals”, enabling funcfions, cross-agency team 

commitments and a virtual presence for “pre-arrivals” whilst all other 

regional NZ airports which currently service internafional flights are 

supported through a virtual presence with NZ Customs providing the 

necessary in-person coverage with support virtually from Border staff.  The 

intent here is that any exisfing “physical” Border presence in both Wellington 

and Queenstown will reduce over fime. 

 Idenfifying opportunifies to create wider career opportunifies within MBIE 

for all Warranted Officers. 

To address spans of leadership responsibility within Border and increase operafional 

leadership focus on people, the following changes are proposed:   

 Two Operafions Director posifions would be established with regional focus 

areas in Auckland and Christchurch. These posifions would provide strong 

leadership to Border teams (with Border Managers as direct reports) and 

deliver 24/7/365 services across Border operafions. 

 As a result of the proposal to establish the Operafions Director posifions, the 

Nafional Manager Border would be disestablished. 

 As a result of the proposal to establish the Operafions Director posifions, the 

2 x Operafions Managers Border would be disestablished. 

 Propose to disestablish the Border Liaison Manager.  

 Propose to change the reporfing line and branch for the Workforce Planner to 

the centralised planning team in the COO (Immigrafion). 

 Propose to change the reporfing line and branch for the Senior Business 

Advisor Operafions to the centralised operafions support team in the COO 

(Immigrafion). 

 Propose to change the reporfing line and branch for the fixed-term Principal 

Advisor New Zealand Traveller Declarafion to the centralised operafions 

support team unfil the role finishes on 30 June 2025. 

We ask you to consider whether changes under Proposal 1 

will achieve our desired outcomes.  

Organisafional charts are provided on the following pages to demonstrate how 

proposed changes would impact current posifions and reporfing lines. More detail 

about proposed changes to individual posifions and proposed new posifions is provided 

at the end of this document.   

We welcome your thoughts on where Proposal 1 could be strengthened to befter 

deliver on our case for change. If you believe there is an alternafive to the changes 

proposed, please share your thoughts, and include how you see the alternafive 

improving on desired outcomes. 
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Current organisafional chart – Immigrafion Risk and Border  
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Extended team

KEY 

A No change G Posifion fitle change 

B Disestablished posifion H Branch/unit change 

C Reduced number of posifions I Posifion fitle and branch/unit change  

D Reporfing line change J New posifion 

E Minor scope change K Contestable reconfirmafion 

F Minor scope and reporfing line change L Contestable reassignment 
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Current organisafional chart – Immigrafion Risk and Border 
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Current organisafional chart – Immigrafion Risk and Border 

Border – Operafions 1  
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Current organisational chart – Immigration Risk and Border 

Border – Operations 3  
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Poposed organisafional chart – Immigrafion Risk and Border   

KEY 
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Proposed organisafional chart – Immigrafion Risk and Border 

Border Operafions Auckland  
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Proposed organisafional chart – Immigrafion Risk and Border  

Border Operafions Christchurch  

KEY 

A No change G Posifion fitle change 

B Disestablished posifion H Branch/unit change 

C Reduced number of posifions I Posifion fitle and branch/unit change  

D Reporfing line change J New posifion 

E Minor scope change K Contestable reconfirmafion 

F Minor scope and reporfing line change L Contestable reassignment 

J
Operations Director 

Christchurch

D
Border Manager

A
Airline Liaison 

Officer x6

D
Border Manager

A
Carrier Infringement 

Officer x2

A
Carrier Relationship Officer

A
Technical Specialist

A
Senior Border 

Officer x4

D
Border Manager

A
Senior Border

Officer x7

A
Border Officer x5 

D
Border Manager

A
Senior Border 

Officer x5

A
Border Officer x5

D
Border Manager

A
Administration 
Coordinator x3

D

Border Manager

A
Senior Technical 

Specialist x5

A
Technical Specialist x5

A
Assurance Advisor



 

Immigration New Zealand – Proposal for Change 2024       17 

Proposal 2 – Chief Operating Officer Immigration 

The Chief Operafing Officer Immigrafion branch is accountable for the planning 

and performance of visa operafions maximising delivery through people, 

process, and technology-related decisions.  

The Chief Operafing Officer branch is responsible for supporfing the Deputy 

Secretary with the operafional leadership of Immigrafion New Zealand (INZ).  The 

office has a concentrated focus on the planning, performance, and successful 

delivery of visa processing, with oversight into other operafions through risks and 

levers.  

Visa decision making is a fundamental part of INZ’s core role and a crifical success 

outcome for the Aotearoa New Zealand immigrafion system. Operafions Directors 

reporfing to the Chief Operafing Officer ensure the focus for Visa Operafions 

remains on visa delivery. 

The office works alongside other branches to create an enabling centre for INZ 

operafions – managing operafional readiness for change and improvements, so 

that our enabling funcfions work to the same rhythm as visa processing 

operafions. 

Why change is proposed 

Visa processing and border facilitafion are of the utmost importance to our 

immigrafion customers. Part of the visa process is allowing entry of people with 

visas into the country. Proposal 1 would reduce a layer of senior leadership in 

Border through the creafion of two Operafions Director posifions in the 

Immigrafion Risk and Border branch. Proposal 2 would create an addifional 

Director Visa role in the Chief Operafing Officer Immigrafion branch.   

The addifional Director Visa posifion would be responsible for Border as part of a 

porffolio. This role would assume responsibility for the work currently conducted 

by Border leaders that is not directly related to operafional people leadership, such 

as direcfing Border responsibilifies and priorifies, managing broader cross system 

Border relafionships, and oversight across the wider environment for Border, 

including inifiafives and projects in the wider Border sector. 

Through this introducfion of the Border porffolio led by a Director Visa, it is my 

preliminary view that this proposal would befter place Border to focus on the 

crifical role within the Immigrafion system and with partners in the wider Border 

network. There are also benefits to having the area of operafions that issues visas 

working more closely with the area of operafions that facilitates the use of that 

visa to enter the country, including the ability to more easily manage and move 

resource to priorifies across INZ and MBIE, and the creafion of a team of Directors 

with this end-to-end remit. 

The success of adjustments to the Visa Operafions operafing model has in part 

come from the centralisafion of enabling and business management tasks, taking 

pressure off operafional leaders. In keeping with this intenfion and aligned to 

Proposal 1, this proposal would see Senior Business Advisory capability move from 

Border into the centralised Operafions Support team under the Chief Operafing 

Officer. This centralised funcfion plays a crifical role in managing operafional 

readiness for change and improvements, and this proposed change would 

maximise support available to Border teams.  

Similarly, mobilising the Workforce Planning capability in Border within the 

centralised Workforce Planning team under Chief Operafing Officer would provide 

scale and confingency support, as well as provide an opportunity for Border 

capability to leverage the advanced workforce planning toolsets that are held 

centrally. 
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To establish a dedicated Border porffolio within INZ operafions and centralise 

key enabling tasks related to Border, the following changes are proposed: 

 As a result of the proposal to establish the addifional Director Visa – 

located in Wellington, or Christchurch, or Auckland – the Nafional 

Manager Border would be disestablished. 

 Propose a minor scope change to the Deputy Chief Operafing Officer 

Immigrafion to include the Border porffolio. 

 Propose a minor scope change to the Director Visa roles to include the 

Border porffolio. 

 Propose a minor scope change to the Manager Planning to include the 

Border porffolio. 

 Propose a minor scope change to Manager Operafions Support to include 

the Border porffolio. 

 Propose a minor scope change to the Visa Operafions Manager roles in 

Operafions Support. It is recognised that the posifion descripfions for 

these roles require updafing. As part of the consultafion process the 

posifion descripfions will be reviewed to ensure that they accurately 

reflect the responsibilifies of the roles.  

 Propose to change the reporfing line and branch for the Workforce 

Planner. 

 Propose to change the reporfing line and branch for the Senior Business 

Advisor Operafions. 

 

We ask you to consider whether changes under Proposal 

2 will achieve our desired outcomes.  

Organisafional charts are provided on the following pages to demonstrate how 

proposed changes would impact current posifions and reporfing lines. More detail 

about proposed changes to individual posifions and proposed new posifions is 

provided at the end of this document.   

We welcome your thoughts on where Proposal 2 could be strengthened to befter 

deliver on our case for change. If you believe there is an alternafive to the changes 

proposed, please share your thoughts, and include how you see the alternafive 

improving on desired outcomes. 
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Current organisafional chart – Chief Operafing Officer Immigrafion 

  

KEY 

A No change G Posifion fitle change 

B Disestablished posifion H Branch/unit change 

C Reduced number of posifions I Posifion fitle and branch/unit change  

D Reporfing line change J New posifion 

E Minor scope change K Contestable reconfirmafion 

F Minor scope and reporfing line change L Contestable reassignment 

A
Chief Operating 

Officer Immigration

A
Principal Advisor to Chief 

Operating Officer 
Immigration

A
National Manager 

Business Performance

A
Extended team

A
Business Support 

Manager

A
Extended team

E

Deputy Chief Operating 
Officer Immigration

Continued on the 
following pages

A
Manager 

Incident Response

A
Extended team

A
Programme Lead (MARP)

A
Extended team

A
Operations Director 
(Central/Southern)

A
Extended team

A
Operations Director 
(Northern/Pacific)

A
Extended team
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Current organisafional chart – Chief Operafing Officer Immigrafion 

Deputy Chief Operafing Officer Immigrafion  

KEY 

A No change G Posifion fitle change 

B Disestablished posifion H Branch/unit change 

C Reduced number of posifions I Posifion fitle and branch/unit change  

D Reporfing line change J New posifion 

E Minor scope change K Contestable reconfirmafion 

F Minor scope and reporfing line change L Contestable reassignment 

E
Deputy Chief 

Operating Officer

E
Director Visa x3

E
Manager Operations Support

See following pages

A
Principal Advisor 

Operations x2

A
Senior Advisor Operations

E
Manager Planning

A
Principal Advisor Planning 

(Workforce)

A
Principal Advisor Planning 

(Operational)

A
Principal Advisor Planning 

(Business)

A
Senior Workforce 

Planner x2

A
Senior Advisor 

Planning x2
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Current organisafional chart – Chief Operafing Officer Immigrafion  

Operafions Support  

KEY 

A No change G Posifion fitle change 

B Disestablished posifion H Branch/unit change 

C Reduced number of posifions I Posifion fitle and branch/unit change  

D Reporfing line change J New posifion 

E Minor scope change K Contestable reconfirmafion 

F Minor scope and reporfing line change L Contestable reassignment 

E

Manager Operations Support

E
Visa Operations Manager

A
Senior Business Advisor x5

Business Advisor

E
Visa Operations Manager

A
Senior Business Advisor x6

A
Business Advisor x2

A
Administration Officer

A
Visa Operations Manager

A
Senior Resolutions Analyst x3

A
Resolutions Analyst x2

A
Commercial Relationships Lead

A
Commercial Relationships 

Advisor
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Proposed organisafional chart – Chief Operafing Officer    

A

Chief Operating Officer 
Immigration

A
Principal Advisor to Chief 

Operating Officer 
Immigration

A

National Manager 
Business Performance

A
Extended team

A
Business Support 

Manager

A
Extended team

E

Deputy Chief Operating 
Officer Immigration

See following pages

A

Manager 
Incident Response

A
Extended team

A
Programme Lead (MARP)

A
Extended team

A
Operations Director 
(Central/Southern)

A
Extended team

A
Operations Director 
(Northern/Pacific)

A
Extended team

KEY 

A No change G Posifion fitle change 

B Disestablished posifion H Branch/unit change 

C Reduced number of posifions I Posifion fitle and branch/unit change  

D Reporfing line change J New posifion 

E Minor scope change K Contestable reconfirmafion 

F Minor scope and reporfing line change L Contestable reassignment 
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Proposed organisafional chart – Chief Operafing Officer  

Deputy Chief Operafing Officer Immigrafion  

  

KEY 

A No change G Posifion fitle change 

B Disestablished posifion H Branch/unit change 

C Reduced number of posifions I Posifion fitle and branch/unit change  

D Reporfing line change J New posifion 

E Minor scope change K Contestable reconfirmafion 

F Minor scope and reporfing line change L Contestable reassignment 

E
Deputy Chief 

Operating Officer

J
Director Visa

E
Director Visa x3

E
Manager 

Operations Support

See following pages

A
Principal Advisor 

Operations x2

A
Senior Advisor Operations

E
Manager Planning

A
Principal Advisor Planning 

(Workforce)

A
Principal Advisor Planning 

(Operational)

A
Principal Advisor Planning 

(Business)

A
Senior Workforce 

Planner x2

D, H
Workforce Planner

A
Senior Advisor 

Planning x2



Immigration New Zealand – Proposal for Change 2024       24 

Proposed organisafional chart – Chief Operafing Officer  

Operafions Support  

KEY 

A No change G Posifion fitle change 

B Disestablished posifion H Branch/unit change 

C Reduced number of posifions I Posifion fitle and branch/unit change  

D Reporfing line change J New posifion 

E Minor scope change K Contestable reconfirmafion 

F Minor scope and reporfing line change L Contestable reassignment 
E

Manager Operations 
Support

E
Visa Operations Manager

A
Senior Business Advisor

x5

D/H
Senior Business Advisor 

Operations

Business Advisor

E
Visa Operations Manager

A
Senior Business Advisor

x6

D/H
Principal Advisor New 

Zealand Traveller 
Declaration

A
Buisness Advisor

x2

A
Administration Officer

A
Visa Operations Manager

A
Senior Resolutions Analyst

x3

A
Resolutions Analyst

x2

A
Commercial Rlationships 

Lead

A
Commercial Relationships 

Advisor
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Summary of proposed changes  

Overall proposed changes 

Proposed changes  

Number of posifions proposed to be disestablished 4 

Number of proposed new posifions 3 

Number of posifions proposed to have minor changes such as minor scope, reporfing line, branch etc. 23 

Overall proposed reducfion in FTE 1 

 

Proposed disestablished posifions 

Proposal Position title Reporting line Branch 

1 Nafional Manager Border General Manager Immigrafion Risk and Border Immigrafion Risk and Border 

1 Operafions Manager Border x2 Nafional Manager Border Immigrafion Risk and Border 

1 Border Liaison Manager Operafions Manager Border Immigrafion Risk and Border 
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Proposed minor change 

Proposal Position title Branch Description of change 

2 Senior Business Advisor Operations Immigration Risk and Border 
 Reporting line change to Visa Operations Manager 

 Branch change Chief Operating Officer 

2 
Principal Advisor New Zealand Traveller 

Declaration 
Immigration Risk and Border 

 Reporting line change to Visa Operations Manager 

 Branch change Chief Operating Officer 

 This role continues to be fixed-term until 30 June 2025 

1 Border Manager x12 Immigration Risk and Border  Reporting line change to Operations Director 

2 Workforce Planner Immigration Risk and Border 
 Reporting line change to Manager Planning 

 Branch change to Chief Operating Officer 

2 Deputy Chief Operating Officer Immigration Chief Operating Officer Immigration  Minor scope change 

2 Director Visa x3 Chief Operating Officer Immigration  Minor scope change 

2 Manager Operations Support Chief Operating Officer Immigration  Minor scope change 

2 Manager Planning Chief Operating Officer Immigration  Minor scope change 

2 Visa Operations Manager (Operations Support) x2 Chief Operating Officer Immigration  Minor scope change 
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Proposed new posifions & selecfion criteria 

Proposal Position title Reporting line Branch Indicative band Proposed Selection Criteria for Expression of Interest (EOI) process  

1 

*Operafions 

Director Border 

(Auckland) 

General Manager 

Immigration Risk 

and Border 

Immigration 

Risk and 

Border 

20F 

a. Delivers, in close partnership with the Operafions Director, a posifive, inclusive workplace where our 
people and customers are both at the centre of delivering operafional excellence and consistent pracfices 
(LSP competency: Leading strategically). 

b. Provide leadership which is people centred and engages and mofivates others to succeed and develop, 
and proacfively share experiences, knowledge, and ideas (LSP competency: Engaging Others). 

c. Proven track record of leading leaders in a medium to large public sector or business organisafion, 
connected and contribufing to the wider organisafion and ensuring the “one organisafion” approach (LSP 
competency: Enhancing System Performance).  

d. Build and maintain a high-performing team that is capable of developing and delivering innovafive advice, 
products, solufions and services to support strategic direcfion (LSP competency: Enhancing Team 
Performance). 

e. Fosters an open, collaborafive environment that encourages quality, innovafion, ongoing learning and 
knowledge sharing (LSP competency: Leading with Influence).  

f. Leads the integrafion and adopfion of new ways of working, including the roll out of new technology and 
confinuous improvement frameworks and pracfices to ensure shifts towards operafional excellence are 
realised (LSP competency: Enhancing Organisafional Performance). 

1 

*Operafions 

Director Border 

(Christchurch) 

General Manager 

Immigration Risk 

and Border 

Immigration 

Risk and 

Border 

20F 

a. Delivers, in close partnership with the Operafions Director, a posifive, inclusive workplace where our 
people and customers are both at the centre of delivering operafional excellence and consistent pracfices 
(LSP competency: Leading strategically). 

b. Provide leadership which is people centred and engages and mofivates others to succeed and develop, 
and proacfively share experiences, knowledge, and ideas (LSP competency: Engaging Others). 

c. Proven track record of leading leaders in a medium to large public sector or business organisafion, 
connected and contribufing to the wider organisafion and ensuring the “one organisafion” approach (LSP 
competency: Enhancing System Performance).  

d. Build and maintain a high-performing team that is capable of developing and delivering innovafive advice, 
products, solufions and services to support strategic direcfion (LSP competency: Enhancing Team 
Performance). 

e. Fosters an open, collaborafive environment that encourages quality, innovafion, ongoing learning and 
knowledge sharing (LSP competency: Leading with Influence).  

f. Leads the integrafion and adopfion of new ways of working, including the roll out of new technology and 
confinuous improvement frameworks and pracfices to ensure shifts towards operafional excellence are 
realised (LSP competency: Enhancing Organisafional Performance). 
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Proposal Position title Reporting line Branch Indicative band Proposed Selection Criteria for Expression of Interest (EOI) process  

2 Director Visa  

Deputy Chief 

Operating Officer 

Immigration 

Chief 

Operating 

Officer 

Immigration 

21F 

a. Translates product strategy into detailed requirements and success measures, ensuring operafional 
seftings are considered and planned in the management of change.  Ensure requirements are well 
communicated and understood (LSP competency: Leading Strategically). 

b. Provide leadership that engages and mofivates others to succeed and develop, and proacfively share 
experiences, knowledge and ideas (LSP competency: Leading with Influence). 

c. Responsible for ensuring the improvement of immigrafion products and that the INZ customer 
experience informs the development of new and exisfing visa products (LSP competency: Enhancing 
System Performance). 

d. Builds strategic alliances with key government and non-government representafives to ensure MBIE’s 
views are influenfial in their decision-making (LSP competency: Leading at the Polifical Interface). 

e. Proven experience in organisafional change and implementafion, including operafing connecfions 
between various aspects of the organisafion and implicafions for their business unit (LSP competency: 
Enhancing Organisafional Performance) 

 

*Posifions which are proposed to undertake an assessment with an external provider, Psych for Leaders. This assessment will provide insights into individual leadership strengths which 

will be used to:  

 Understand how a candidate working in the proposed Operafions Director role would work with a colleague in the same role; 

 Understand the type of support the candidate would need in the proposed role;  

 Provide the candidate with verbal feedback to understand their strengths and what they could do to strengthen their leadership skills.   

The assessment is proposed to occur prior to the panel interview and will not impact scoring by a panel at interview but will contribute to the overall scoring against the selecfion 

criteria. 
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Appendix 1: Proposed change process 

Consistent with MBIE’s employment agreements and recruitment policy, 

the following informafion summarises the standard change processes 

which would apply to any changes confirmed as a result of this 

consultafion process. This includes reconfirmafion, reassignment, 

selecfion, and redeployment.  

Reconfirmafion   

As part of the consultafion process your substanfive posifion may be proposed to be 

“reconfirmed”.  In these circumstances your substanfive posifion in the proposed new 

structure is substanfially the same as your current substanfive posifion and you are the 

only person able to be reconfirmed to the role. Examples include - change in reporfing 

line, fitle, a minor change in work content. 

For reconfirmafion to apply: 

 The posifion descripfion you are being reconfirmed into is the same (or 

substanfially the same) as what you currently do, and  

 Salary and other terms and condifions for the posifion are no less favourable, 

and  

 Locafion of the posifion is in the same local area (note: this need not 

necessarily mean the same building and/or the same street).  

If your substanfive posifion is reconfirmed as part of the final structure, you will not 

need to take any acfion as you will automafically be reconfirmed into the posifion. 

Where there are more affected employees who could be considered for reconfirmafion 

than the number of posifions available in the new structure (i.e., where we are reducing 

the number of exisfing posifions), then you may be proposed to be subject to 

“contestable reconfirmafion” via an Expression of Interest (EOI) process. In this 

situafion we will use a contestable selecfion process to determine who is the best fit 

for the role. This process would be based on selecfion criteria from within the posifion 

descripfion for the role. 

Reassignment 

As part of the consultafion process you may be proposed to be “directly reassigned”. 

In these circumstances we are proposing to directly reassign you into a different but 

substanfially similar role. 

For direct reassignment to apply: 

 The new or revised posifion descripfion has been assessed as comparable to 

your current posifion and any change of dufies are not so significant as to be 

unreasonable taking account of your skills, abilifies and potenfial to be 

retrained; and 

 You have the required skills, knowledge, experience, and abilifies to undertake 

the posifion, as well as the potenfial for retraining on any new or unfamiliar 

aspects of the posifion; and 

 The salary and other terms and condifions for the posifion are no less 

favourable; and 

 Locafion of the posifion is in the same local area (note: this need not 

necessarily mean the same building and/or the same street).  

If you are confirmed to be directly reassigned as part of the final structure you will not 

need to take any acfion as you will automafically be directly offered reassignment into 

the posifion. 

Where there are more affected employees who are a direct match or currently perform 

a comparable role than the number of posifions available in the new structure (i.e., 

where we are reducing the number of exisfing posifions), then you may be proposed 

to be subject to “contestable reassignment” via an Expression of Interest (EOI) process.  

In this situafion we will use a contestable selecfion process to determine who is the 

best fit for the role. This process would be based on selecfion criteria from within the 

posifion descripfion for the role. 
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New posifions 

All new posifions that are not filled via reconfirmafion or direct reassignment, will be 

adverfised internally first to employees affected by the change, via an EOI process.  

Where the specialised nature of a role requires it to be adverfised externally in parallel, 

this will be specified as part of the proposal and decision pack along with the supporfing 

rafionale. First considerafion will always be given to affected employees over other 

applicants subject to them meefing the suitability requirements of the posifion.  

Selecfion and Expression of Interest (EOI) process 

If, following the consultafion process, you are confirmed as being significantly affected 

by any of the confirmed changes you would have the following available opfions: 

 Express an interest in available posifions within the confirmed structure that 

you are suitably qualified for by submifting an EOI form, and/or 

 Apply for any other exisfing MBIE vacancies that you are suitably 

qualified/experienced for.  This can be done via the MBIE website. 

 Express an interest in voluntarily ending your employment without acfively 

seeking reassignment opportunifies within MBIE.  MBIE may decline any 

expression of interest on the grounds that you have skills and experience that 

need to be retained and a reassignment opfion is available. 

You will be considered an affected employee if you are permanently employed in a 

posifion that is: 

 To be disestablished;    

 To be changed to the extent that it cannot reasonably be considered to be the 

same posifion or a substanfially similar posifion; or 

 Subject to a significant locafion change outside of the current local area.    

Please note, that you will not be considered an affected employee if your substanfive 

posifion is confirmed as having a change in business group, reporfing line, job fitle or 

work locafion (where work locafion is within the “same local area” or region).   

To parficipate in an EOI process you would need to submit an EOI form which would 

allow you to express interest in the available posifion/s for which you are suitably 

qualified. Using the EOI form you would idenfify in order of preference, if you wish to 

express interest in the roles available and if so, which ones and/or the opfion of 

voluntarily ending your employment without seeking reassignment opportunifies.   

It is proposed there is no requirement to provide any addifional informafion as part of 

the EOI applicafion.  

Once the EOI period closes, all applicants would progress to the next stage in the 

assessment process providing the role they have expressed interest in is considered to 

be a suitable reassignment opportunity.   

It is proposed some new posifions (refer pages 27-28) would undertake an assessment 

with an external provider, Psych for Leaders, which would provide insights into 

individual leadership strengths.  This would occur prior to a panel interview and 

contribute to the overall scoring against the selecfion criteria. 

The proposed selecfion criteria are in the draft posifion descripfions and on page 27 of 

this document.  Once confirmed the final selecfion criteria will be outlined as part of 

the decision document along with final posifion descripfions.  For people leader roles 

selecfion criteria may also include the Leadership Success Profile.   

A panel interview would be used as a contribufing selecfion tool to assess the 

demonstrated skills, experience and qualificafions against the selecfion criteria. Acfion 

would be taken to minimise the number of interviews that any affected employee 

would be asked to aftend, i.e. combining panels where appropriate for employees who 

have an EOI for mulfiple vacant roles.  There may also be instances where an 

assessment and decision can be made based on the informafion provided in an 

applicant’s EOI submission and no addifional informafion or interview would be 

required. 

For some posifions, addifional selecfion tools may be appropriate, including: 

 Demonstrated skill and experience level against the key accountabilifies and 

deliverables as outlined in the posifion descripfion. 

 Considerafion of skills, experience and qualificafions against the person 

specificafions as outlined in the posifion descripfion. 

 Considerafion of skills and experience against the Leadership Success Profile. 
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 Presentafion and/ or role specific tesfing. 

All applicants will be advised if addifional selecfion tools are required.  

Selecfion and Recruitment Timeline 

Where possible fimeframes will be designed to enable recruifing People Leaders 

(exisfing and new where applicable) to lead the shortlisfing and selecfion processes for 

their teams. 

Timelines for each phase of recruitment will be set out in advance and recruifing People 

Leaders will be expected to treat this as a priority. The purpose of this is to ensure that 

processes are coordinated where they need to be and completed in a fimely way. 

Redeployment 

If you wish to apply for any other exisfing MBIE vacancies (i.e. vacancies that are being 

adverfised separately to the change processes), this can be done via the MBIE careers 

site at any stage of the process.    

If you are considered an affected employee, this will need to be indicated as part of 

your applicafion as first considerafion will always be given to affected employees over 

other applicants subject to them meefing the suitability requirements of the posifion. 

Where applicable, a panel interview will be used as a contribufing selecfion tool to 

assess the demonstrated skills, experience and qualificafions against the key 

accountabilifies and person specificafions as outlined in the posifion descripfion.  In 

situafions where there is more than one affected employee who meets the suitability 

requirements of the posifion an assessment will be made of the employee who is best 

for the role. 

Review process 

If you disagree with the applicafion of this process, including for example your 

reconfirmafion or direct reassignment into a posifion as part of the final structure, you 

have the right of review. This process is set out in your employment agreement. You 

are encouraged to raise any concerns with your People Leader at the earliest 

opportunity so these can be worked through with you on a case-by-case basis.  

Secondments and acfing arrangements 

If you are currently on secondment or acfing in a different posifion, there may be 

decisions confirmed for that posifion as well as your permanent substanfive posifion. 

However, you will only be considered an affected employee if your permanent 

substanfive posifion is significantly impacted.  

People will confinue in their temporary posifion unfil the end of the term currently in 

place unless otherwise advised. 

Process for casual and fixed term employees  

Casual and fixed term employees, by the nature of their employment agreements, will 

not have access to the change processes set out above.  

Upon complefion of the change management process for affected permanent 

employees, any remaining vacant posifions in the new structure would be openly 

adverfised through standard recruitment and selecfion processes and any casual or 

fixed term employees would then be able to apply. 
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Appendix 2: Support through change 

Work is a big part of your life. During organisafional change, it’s normal 

to have feelings of uncertainty, shock, anger, frustrafion, confusion, 

scepficism, and impafience. Please ask for support when you need it and 

remember to be understanding towards your colleagues who may be 

feeling anxious or distracted. You can talk to your People Leader, 

colleagues and/or union representafive or the People and Culture team. 

Wellbeing support opfions 

We recognise that change may be difficult and encourage you to reach out to your 

support network and draw on the resources available to you. You can:  

 Talk to your People Leader 

 Contact your union delegate or representafive (PSA) / (NUPE)  

 Reach out to the Wellbeing, Health and Safety Team  

 Use our Employee Assistance Programme, which provides support for both 

work and personal life  

 Call or text 1737 to access free counselling services from the nafional 

telehealth service  

Learning support opfions 

Focusing on your personal growth and development is a helpful way to direct your 

aftenfion during fimes of change and uncertainty – to reinforce your skills and explore 

career interests. 

There are plenty of resources and directories to explore within MBIE, including:  

 Learn@MBIE – our central learning plafform that holds many free e-learning 

courses, including a series of e-learning modules focused on change, suitable 

for all staff. 

 Percipio – the world’s largest online learning library. To access Percipio, select 

‘team/enterprise subscripfion’ and then enter ‘MBIE’ in the site name field. 

 MBIE’s library – a large catalogue of books and scholarly works focused on 

subject experfise as well as broader skillsets like leadership capability.  

 You can also reach out to People & Culture to discuss your development 

interests. 

Career development support 

Our Employee Assistance Programme can assist with general career advice and is 

available for self-referral. This also includes budgefing and financial advice, personal 

development and coaching and personal legal advice.  

 

 

 

 




