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Public Service

Since 2004, twenty three organisations out of 38 Public Service departments have completed a pay and employment equity review. Fifteen remaining Public Service departments are conducting reviews and are at various stages of completion. It is expected that most will be completed by mid-to-late 2008.

Most review committees have had union representation.

Health Sector

The national review report  and response plan will be completed in the public health sector before the phase one target date of June 2008. The national working group has completed its work on the report and submitted it to the Health Sector Bipartite Committee.
Compulsory Education Sector
Fifteen sample schools are currently involved in the education sector review using the process adapted by the National Tripartite Steering Group.  The schools include a range of primary, secondary, residential and area schools. The information from these reviews is being gained through an online staff survey, focus groups and completion of employment data tables in the schools and will contribute to the overall data to be collated by the Tripartite Steering Group. Once results have been analysed, a process for developing the response plan will be carried out early in 2008. The compulsory education sector report and response plan is to be presented to the Minister of Education in mid 2008. 
Tertiary Sector

The public education sector has begun work on sector wide pay and employment equity reviews in the tertiary sector. The Ministry of Education is in the planning stage of the first year of this sector review project which is planned to span two consecutive years. This project and the Tertiary Sector Tripartite Group is being co-ordinated by the Ministry of Education (MoE). The sector is made up of 8 universities, 20 polytechnics, and 1 College of Education and Wananga o t Aotearoa, Raukawa, and Awanuiarangi.
A plan is in place for undertaking reviews Pay and Employment Equity in each sub-sector by the middle of 2009. It is intended that reviews will be completed in two tranches – the first group in the period July-December 2008, and the second group in the first half of 2009.  The period from July to December 2009 will be used to develop sub-sector reports and response plans, as well as a sector-wide report and response plan.In summary the sub-sectors will be conducting reviews as follows:
1. university sector.  No reviews will be conducted in 2008.  It is not yet decided if, and in which universities, reviews will be conducted in 2009.  Nevertheless, a series of initiatives are planned during the second half of 2008 to ‘prepare the ground’ for the reviews in early 2009.
2. ITP sector.  All TEIs in this sub-sector will be undertaking a review.  Ten TEIs have committed to undertake the review in the latter half of 2008, and the remainder in the first half of 2009.

3. Wānanga sector.  A review will be starting shortly in Te Wānanga o Aotearoa.  The other two wānanga are unable to participate in 2008.  Te Whare Wānanga o Awanuiarangi is not yet clear about participation in 2009, while Te Wananga o Raukawa has advised that it is unable to participate in 2009.

First Pay Investigation to proceed: NZEI Special education support workers

The pay investigation was recommended by the Ministry of Education/ NZEI/ PSA Pay and Employment Equity review committee. The pay investigation for NZEI support workers will determine whether their pay is appropriate when tested against a gender neutral job evaluation and the pay rates for male-dominated roles of the same size.

Support workers are female dominated roles within the Ministry, and, due to the nature of their work, often lack the opportunities to access Ministry resources. The majority of support workers work part time hours and their employment is of a temporary nature.

The pay investigation is now underway and Janice Burns has been contracted to conduct the process. Currently the investigation is identifying comparator groups to use for comparison in the job evaluations.
Equitable Job Evaluation System
The evaluation was commissioned by the PSA. It was conducted by Janice Burns of Top Draw Consultants who is acknowledged as a leading practioner in this area. (A CV for Janice is available.)  She used the Equitable Job Evaluation system developed by the Department of Labour. It enabled her to objectively compare the work done by community support workers with occupations of similar skill levels. Corrections officers and therapy assistants were chosen for the comparison because, like community support workers, they are classified as Level 4 on the Australia and New Zealand Standard  Classification of Occupations. The three jobs have similar entry requirments and training expectations. 
Two major employers in the disability sector, Spectrum Care and Healthcare NZ,  supported the evaluation.

Comparison of pay rates of CSWs, Corrections Officers and Therapy Assistants 

Community support workers (CSWs) are employed by a number of non government organisations throughout the country. A survey in August last year (2007) showed their average pay rates nationwide were well below corrections officers and therapy assistants.

Starting pay 
The average starting pay for community support workers is $13.23 an hour or $27,518 a year.
The normal starting pay for therapy assistants is $ 29,266, $1748 more than CSWs, a 6.4% pay gap. 
Corrections officers pay starts at $41,615 a year, $14,097 more than CSWs, a 51% pay gap.

Top Pay Rates

The average top pay rate for community support workers is $16.20 an hour or $33,696 a year.

Therapy assistant pay increases after 5 years to $39,908 with a top rate of $41,109, $7413 more than CSWs, a 22% pay gap.        

Corrections officers pay rises with internal training to $51,257 a year, $17,551 more than CSWs, a 52% pay gap. 

Phase Two Developments

Crown entities and local government

Preparations are underway for implementing phase two of the Plan of Action. A broad communication strategy is being developed, focusing on the 91 Crown entities, 85 local government organisations and other relevant stakeholders, including unions. Gisborne District Council and Waitakere City Council have agreed to undertake a review and the  PSA and the Department if Labour are working with them to get the reviews up and running as soon as possible. A meeting to finalise the detail will take pla ce on the 30th April.

In the science sector, ESR, HORT Research and Ag research have agreed to undertake reviews and these will commence soon.
Outsourcing contracts projects

Phase two also includes extending pay and employment equity to government-funded outsourced services in parts of the public health sector. In November 2007, Cabinet made decisions on pay and employment equity responsible contracting policy in relation to district health boards (DHBs).  Cabinet agreed that the policy should ensure that pay and employment equity extends to all DHB employees who are employed to deliver services that a has an operational obligation to ensure are provided, irrespective of whether those employees are employed directly by the DHB or by an organisation contracted to it.

Responsible Contracting
The responsible contracting paper has gone through cabinet. It will be rolled out in DHBs first where employees deliver services that the DHB is obliged to deliver. This will start this year as each contract comes up for renewal. Standard clauses are being developed and current guidelines will be revised. 

The Pay and employment equity analysis tool (PEEAT)

Making gender analysis accurate, faster and easier.
As a result of the Unit learning (from organisations that have completed their reviews) that gender data analysis can be complex and time consuming, and that the analysis hasn't always resulted in identifying existing gender inequities, it has developed a payroll gender analysis tool 'The Pay and employment equity analysis tool' (PEEAT). PEEAT is a statistical analysis tool that enables users to assess the impact of gender on the pay and participation of women in the organisation.

The user is able to look at: occupations by gender; average wage rate by gender, participation by occupation by gender, occupation size by gender, average hourly wage rate by gender by grade, participation by occupation by grade, the number of hours worked by gender, type of employment by gender, composition of total remuneration by gender.

This tool is currently being used in some phase one departments who started their review late. We havbe worked jointly with the PAEE Unit in developing a proposed model for future reviews using PEEAT, which should enable organisations to carry out a review in a faster timeframe. This model will be trialled in Gisborne District Council.

Issues
Response plans 
 Many of the response plans from completed reviews have been lacking in a number of ways. Firstly, many of the response plans do not go far enough in addressing the inequities that have been uncovered – they simply talk about reviewing policies and practices and monitoring trends. Secondly, many response plans are lacking in detail about how and when the response plan will be implemented, and who will be doing the work.  Union participation is distinctly absent in many of the reports. Thirdly, a number of response plans have been silent about how response plan implementation will be monitored. It is fair to say that there has been a general lack of progress and commitment to implementing response plans.

Lack of take-up of the DoL tools

The Pay and Employment Equity Unit develops guidelines, methodologies and tools to enable organisations to implement pay and employment equity reviews and to carry out gender-neutral job evaluations. These tools include the Gender Inclusive Job Evaluation Standard, the Service Sector Spotlight tool and the Gender Inclusive Job Evaluation Standard. Despite these tools being promoted at forums and readily accessible, only a small number of organisations have recommended the use of them as part of the response plan. There have been a number of examples where the Gender Inclsuive Job Evaluation Standard has been misunderstood by employers job evaluation providers. Specifically, some job evaluation providers have claimed that their system meets the Standard, without providing evidence of how each element of the standard will be met in a job evaluation project; i.e. the job evaluation process must be shown to meet the standard – the job evalution system in itself cannot. Since these issues have emerged, guidelines have been developed  on how to use the standard. 
Lack of commitment 
There has been a lack of commitment from employers in relation to the following areas:
· Some have left starting the review until the last minute
· Developing proactive and meaningful response plans
· Review reports and response plans not being made readily available to staff

· Utilising the tools developed by the DoL Pay and Employment Equity Unit

· Implementing recommendations in response plans

