
 

1 The Terrace 
PO Box 3724  
Wellington 6140 
New Zealand  

tel.  +64-4-472-2733 
 
https://treasury.govt.nz 

 
 
Reference: 20200022 
 
 
18 February 2020 
 

 
Thank you for your Official Information Act request, received on 28 January 2020.  You 
requested the following: 
 

Please provide the salaries or, if applicable, salary band (meaning minimum and 
maximum salary) for each of the following roles or their equivalents at the 
Treasury.  
 
Please provide individual responses for each sub-paragraph a-e for the roles at 
both 1. and 2. 
 
1. People with the following years of experience in a legal role (solicitor); 
a. Graduate (first year of work) 
b. One year of prior experience; 
c. Two years of prior experience;  
d. Three years of prior experience;  
e. Four years of prior experience.  
 
2. People with the following years of experience in a policy role (policy analyst or 
closest equivalent) 
a. Graduate (first year of work) 
b. One year of prior experience; 
c. Two years of prior experience;  
d. Three years of prior experience;  
e. Four years of prior experience.  
 
Bonuses 
 
3. Does the Treasury offer anyone of the roles at 1. or 2. above financial 
incentives or bonuses?  
 
4. If yes, please provide a copy of the Treasury's relevant policy or policies on 
financial incentives and bonuses.  

s9(2)(a)
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Overtime 
 
5. Does Treasury offer anyone of the roles at 1. or 2. above payment for hours 
worked over and above their contracted hours? 
 
6. If yes, please provide a copy of Treasury's relevant overtime policy or policies. 
 
Time off in lieu (TOIL) 
 
7. Does the Treasury offer anyone of the roles at 1. or 2. above a system of paid 
time off in recognition of longer than normal hours worked (TOIL or equivalent)?  
 
8. If yes, please provide a copy of the Treasury's relevant time off in lieu (or 
equivalent) policy or policies 

 
Information being released 

Position Band Minimum  Maximum 
Solicitor (early in career) 
0–2 years of experience 

 
15 

 
$67,865 

 
$91,817 

Solicitor 
2–5 years of experience 

 
16 

 
$78,069 

 
$105,623 

Graduate Analyst  
0–9 months of experience: 
 
9–18 months of experience: 

 
14 
 
14 

 
$58,721 
 
$62,174.70 

 
$58,721 
 
$62,174.70 

Analyst 
18 months–4 years of experience: 

 
16 

 
$78,069 

 
$105,623 

 
Where appropriate and in line with Treasury policy, Treasury managers are able to 
provide one-off recognition payments to any employee. 
 
Treasury uses recognition payments to recognise exceptional achievement and 
contribution, over and above the ongoing requirements for the role. Recommendations 
are guided by the following criteria: 
• the achievement should be exceptional for what we would expect from someone 

who is at their remuneration level, given their experience and role 
• the achievement is not being recognised in any other way (eg, a remuneration 

increase). 
 
Recognition payments should be made as closely as practicable to the actions or 
performance the payment recognises. 
 
The Treasury operates a flexible approach to when, where and how we work in order to 
meet customer, business and personal needs. In order to deliver the required outputs, 
employees may be required to be available to work additional hours with no additional 
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payment. Employees understand and agree that there are genuine reasons, based on 
reasonable grounds, for the need to remain available to do so at times, and that the 
extent to which they must remain available is reasonable, having regard to section 67D 
of the Employment Relations Act 2000.  
 
In rare circumstances, the Treasury has the option to offer payment to employees who 
have worked hours over and above their contracted hours. The Treasury’s flexible 
approach to work also means that the Treasury does not record Time Off In Lieu 
(TOIL) and the expectation is to take time off where additional hours have been 
worked.  
 
Please find enclosed the following documents: 
 

Item Date Document Description Decision 

1.  1 June 2018 Flexible Working Arrangements 

#2035264 

Release in full 

2.  19 July 2018 Reward and recognition policy 
#2228304 

Release in full 

 
The Treasury intends to publish its response to this OIA request on our website, 
usually in the week following the response being sent.  Consistent with the Act, 
publishing our OIA responses increases the availability of information to the public and 
helps promote balanced public debate. 
 
Please note that this letter (with your personal details removed) and enclosed 
documents may be published on the Treasury website. 
 
This reply addresses the information you requested.  You have the right to ask the 
Ombudsman to investigate and review my decision.  
 
 
Yours sincerely 
 
 
 
 
 
 
 
Fiona Foster 
Chief People Officer 
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Treasury Corporate Policy 

 

Treasury:2035264v5 

Flexible Working Policy 

Version 2.3 Contact Manager, Organisational 
Development and Capability  

Status Current – in effect 1 June 2018 Approved Chief Operating Officer, Deputy 
Secretary, Strategy, Performance 
and Engagement 
 

Owner Group(s) People and Wellbeing Owner(s) Chief People Officer   

iManage 2035264 Due for Revision 1 June 2020 

File Reference HR-9-4-1 Revision History Refer to the Register of Treasury 
Corporate Policies (1934553) 

 

Please do not make unauthorised electronic copies or new versions (drafts) of this Treasury corporate 
policy. Contact web.publishing@cass.govt.nz, to have new drafts initiated and recorded in the 
Register of Treasury Corporate Policies (1934553). 
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Treasury:2035264v5   2 

Purpose of this Policy 
The Treasury’s approach is that all roles can have some form of flexible working. 

Policy Statement 
Treasury is committed to a vision of a world-leading Treasury working towards higher living standards 
for New Zealanders. To meet this vision, we will support a culture and capability shift so we are able to 
adapt to changing priorities, environments and focus, and have the ability to work anywhere, anytime 
to deliver our outcomes, through:  

 Commitment to flexible working being available to everyone, where all roles can have elements of 
flexibility. 

 Ensuring flexible working arrangements are embedded throughout all people practices and 
employment conditions to benefit both our people and the Treasury. This includes attraction, 
recruitment, retention, engagement, leadership, performance, and ways of working.  

 Providing an environment of employee wellness that supports all our people in achieving their 
professional and personal goals.  

 Aligning to our commitment of enabling diversity and inclusive practices. 

 Supporting the attraction and retention of top talent, allowing us to respond to changing market 
needs.  

Scope and Fit 
There are a range of flexible working options set out under the following headings: 

 flexibility of role 

 flexibility of schedule 

 flexibility of work place  

 flexibility of leave 

These options are set out in detail in the Guide to flexible working arrangements and are open to 
discussion and adoption as part of our practices. 
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Principles of Flexible Working Policy 
 Shared responsibility: flexible working is considered and discussed together for mutual benefit for 

employees, team and business. Roles at all levels will have some flexible working options available 
to them, including senior leadership roles.  

 Performance & Productivity: Flexible working aligns directly with our systems and policies 
including our He Manaaki approach. Clear expectations and responsibilities are established 
through our Performance Framework and Treasury Performer status is maintained.  

 A culture of trust and respect for others where the team and individuals have ongoing, open and 
honest conversations with a willingness to have flexible working arrangements wherever possible. 
A people leader and/or employee can raise concerns they have about flexible working at any time. 

 Focus on delivered outcomes rather than attendance so that every employee can perform at their 
very best and deliver a consistently high standard of service in line with our vision to be world 
leading.  

 Communication and transparency: all employees have a shared understanding, knowledge and 
access to flexible working at The Treasury. Flexible working is regularly discussed, encouraged 
and experiences openly shared to align with Treasury’s commitment to embracing diverse and 
inclusive practices.  

 Tools: Systems and technology support all flexible working.  

How to have a Flexible Work Conversation 

 For further information on how managers and staff can have conversations about the flexible work 
options, refer to Guide to flexible working arrangements.  

Under Part 6AA section 69, of the Employment Relations Act 2000, an employee can request changes 
to their working arrangements for flexible working at any time.  

Employees have the ‘right to request’ flexible working arrangements at any time. Employers have a 
legal obligation to consider carefully an employee’s request and respond within one month of the 
request. They will consider the proposal with a view that all roles will have some flexible working 
options possible.  

While every role will have elements of flexibility, there are instances when a certain type of flexible 
working arrangement will not be appropriate. The Employment Relations Act 2000 sets out when this 
is the case including:  

a) inability to reorganise work among existing staff 

b) inability to recruit additional staff 

c) detrimental impact on quality of work 

d) detrimental impact on performance 

e) insufficiency of work during the periods the employee proposes to work 

f) planned structural changes 

g) burden of additional costs 

h) detrimental effect on ability to meet customer demand. 
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References 
 Guide to flexible working arrangements.  Flexible working at the Treasury – a guide for people 

leaders and their teams 

 Leave without pay and sabbatical leave guide 

 Health & Safety Advice for working from home (1203120)  

 https://www.employment.govt.nz/workplace-policies/productive-workplaces/work-life-balance/ 

 ACC site on workstation set up and OOS prevention exercises  
http://www.acc.co.nz/preventing-injuries/at-work/index.htm  

 Use the "Pocket Ergonomist" to help sort out any discomfort issues click on the following link 
Pocket Ergonomist 

 Complete Annex 2: Working Remotely Checklist on pages 37 and 38 in the Treasury Corporate 
Policy: Health and Safety [Current - In effect 12 May 2017]:822964 

 Treasury Performance Framework 

 Performance Development Growth Conversations - People Leader Navigator: 3672723  

Relevant Legislation 

 Employment Relations Act 2000 

 Health and Safety at Work Act 2015 

 Human Rights Act 1993 

 State Sector Act 1988  
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Treasury Corporate Policy 
 

Treasury:2228304v3 

Reward and Recognition 

Policy relating to reward and recognition for all people at the Treasury 

Version 3.0 Contact Manager, Organisational 
Development and Capability 

Status Current – In effect  
19 July 2018  

Approved Chief Operating Officer 
19 July 2018  

Owner Group(s) Human Resources Owner(s) Chief People Officer 

iManage 2228304v1 Due for Revision 31 July 2020 

File Reference HR-9-4 Revision History Register (1934553) 
 

Please do not make unauthorised electronic copies or new versions (drafts) of this Treasury corporate policy. 
Contact web.publishing@cass.govt.nz, x8954, to have new drafts initiated and recorded in the Register of 
Treasury Corporate Policies (1934553). 
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Reward and Recognition 

Policy Statement 

We want to show appreciation to individuals and teams for their contribution, behaviours and efforts in 
a variety of meaningful and appropriate ways. The Treasury’s approach to reward and recognition is 
one component of how we show appreciation to individuals and teams and how we retain talent.  
Other approaches include remuneration, development opportunities, staff benefits and having quality 
conversations and trust based working relationships.   

Purpose of this Policy 

The purpose of this policy is to ensure that our ongoing reward and recognition practices: 

 Are meaningful, flexible and timely enough to meet a range of needs. 

 Recognise and reward significant efforts and contributions and demonstration of desired 
behaviours. 

 Are appropriate, affordable and sustainable.  

 Are transparent and fair.  

 Enable us to retain and motivate our high performing people. 

 Align to He Manaaki as one of the three pillars in the Performance framework. 

Scope and Fit 

This policy applies to all employees (both permanent and fixed term). Recognition and rewards 
complement the other types of Treasury tangible benefits such as development opportunities, 
remuneration, conditions of employment (eg, leave) and support for Health and Fitness.     

Policy Detail 

Recognition and reward in the Treasury is founded on the following principles:   

 Recognition and reward is an important and very positive way of showing people their efforts are 
appreciated.  

 Recognition and rewards can be to individuals or teams. 

 Everyone giving recognition and positive feedback to each other is encouraged.  

 How we recognise people is inclusive and important. We aim to use many ways that have meaning 
to individuals and teams.    

 The behaviours, effort and achievements we recognise will be those that reflect the values we 
aspire to, align with our strategy and help realise our vision.  

 Reward and recognition focussed on above and beyond normal business contribution, capability 
and behaviour expectations. 
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 Reward and recognition should be: 

• planned and considered whilst being flexible, be timely, impartial and consistent 

• made transparently (ie, keeping adequate records of process and decision) 

• moderate and conservative, giving regard to the circumstances  

• comply with all relevant policies and legislation including complying with approval 
requirements and sensitive expenditure policy. 

 The actual cost of the reward. As set out in the sensitive expenditure policy rewards should be kept 
under $100 for an individual exclusive of Fringe Benefits Tax (FBT). For budget purchase 
additional 50% of reward cost should be added ie, FTB is an additional 49% of reward purchased. 

 Bulk purchasing of rewards in advance is permitted on a Directorate level, whereby rewards are 
purchased and allocated within a time period as agreed by the Director and their direct leadership 
team.  

 Expenditure on rewards will be recorded, and reviewed at least annually (may be more often where 
needed). 

The Treasury is spending public money. Consequently the expenditure should be subject to the 
standards of probity and financial prudence that are to be expected of the Treasury and it must be 
able to withstand Parliamentary and public scrutiny.  For example, a voucher for a very expensive 
restaurant would likely appear extravagant, but less so for a moderately priced one. 

Definitions 

Recognition  Positively identifying an individual’s or team’s achievements, efforts or behaviours eg, 
praise, a thank you, public recognition. Usually no financial cost. 

Reward A small token or other tangible item given as acknowledgment for an important 
achievement or exemplary demonstration of the Treasury’s values and desired behaviours. 
Usually a financial cost. 

Achievements Above and beyond normal business contribution e.g. a notable result; an innovative policy 
proposal. They may be one-off or ongoing. It is also important to remember the less 
obvious, back room work that many people do.  

Behaviours The way in which the team member performs their tasks and achieves their goals, eg, 
demonstration of the Treasury’s values, leadership, team work etc. 

Fringe Benefit 
Tax (FBT) 

Tax applied to benefits received by employees. 
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Accountability, Responsibilities and Decisions 

Accountability 
holder 

Responsibility/decision 

ELT Approve the financial budgets that include the budget rewards expenditure. 

Managers 
(including 
managers of 
managers) 

Fund expenditure on recognition rewards within budget. Ensure that any expenditure over 
$100 per employee, per financial year is preapproved by next level manager.  Where the 
recognition or reward is a morning tea or lunch these are covered in the units catering 
budget. Other employee rewards are to be recorded and claimed back via Finance One 
against natural account code 120 using one of the follow descriptions: 

Reward and Recognition: Recipients name 

Recognition of significant event: Recipients name 

Payments Subject to FBT. An additional 50% onto of reward cost should be included for 
budgeting purposes  

Be prudent about the size of rewards provided to employees and sensitive as to how those 
rewards may be perceived. This means applying the same principles covered in the 
sensitive expenditure policy. Of particular relevance here is the need to be moderate and 
conservative. 

Record allocated rewards (as defined above) in Finance One in a timely manner to enable 
frequent reporting. 

People and 
Wellbeing 

Maintain the policy, and provide advice to manager on appropriate levels and/or types of 
reward and recognition. 

Finance Six monthly reports to each Director on allocated rewards claims via natural account code 
120 available on request. 

 

References 

 He Manaaki - Reward  Recognition Programme Manager guide  

 Sensitive Expenditure Guidance  

 The Treasury Code of Conduct – One-pager (2079363) 

 The Treasury Code of Conduct – Whole Policy (1963916) 

 Conflicts of Interest 

 Delegated Financial Authority (DFA) 
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