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GLN People Project 2017
The GLN People Project was established in 2017, with the purpose of considering how the
Government Legal Network can invest in its people, capability and resources to position
lawyers to best serve the Government, and enjoy rewarding careers, now and in the years to
come.

The GLN People Plan falls under Workstream 2 of the Project: Strategy.
This is Version 1.0 of the Plan and is current as at 1 March 2018.

The People Plan was developed with the support of lawyers and leaders across the Government
Legal Network and the GLN Team would particularly like to acknowledge the ideas, input and
energy offered by members of the People Plan Advisory Group:
•

Gina Butson, New Zealand Treasury

•

Jane Strachan, Ministry for the Environment

•

Leisha Pettigrew, Lt Col, New Zealand Defence Force

•

Karen Whitiskie, Inland Revenue

•

Peter McCarthy, Ministry for Primary Industries

•

Susan Baas, Ministry of Business, Innovation and Employment

The People Plan will continue to evolve over the coming months and if you have any questions
about the content, or suggestions for new topics, we would love to hear from you.
You can contact the GLN Team at info@gln.govt.nz
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SolicitorGeneral’s
Foreword

Tēnā koutou katoa
I am delighted to introduce this People Plan to you.
Working as a lawyer in government can be one of the most professionally and personally
satisfying careers possible.
Like all public servants, lawyers in government work with a spirit of service to the
community and we know our efforts are changing the lives of people in New Zealand for
the better. We experience a massive variety of work across the complex organisation that
is the Crown, and are part of the largest team of lawyers in New Zealand.
We can therefore describe our mission quite simply. We are legal experts in matters
that affect the Crown, and we are the kaitiaki of the rule of law in New Zealand.
We all also have to exercise leadership, specific to our role, whether that is leading within
our teams, with our clients, or parts of the overall system that delivers collaborative,
indispensable legal service. This mission for all government lawyers is shared with, and
forms the heart of, Crown Law.
The growth of the Government Legal Network (GLN) has seen a rise in collaboration
amongst legal leaders to manage issues, and also a rise in system-focussed lifting of
capability across the Network – with greater collaboration around information sharing,
professional development, risk management, and early in career programmes providing
significant benefits to the Crown. This shift reflects the movement away from the
deliberately separate, independent and sometimes competitive departmental structure of
the late 1980s and 90s, and parallels the development of functional leadership and head
of profession initiatives across the State services.
However, barriers remain. There is still difficulty navigating the boundaries between
departments, and between the core Crown and Crown entities or the broader government
sector. Departmental lawyers still experience frustration at a lack of access to resources
and information and express concerns at a lack of opportunities to progress and build a
career as a government lawyer. From a system perspective, there are limits on our ability
to match legal capability and capacity to the areas of greatest need or opportunity.
Also, the GLN does not reflect the community we serve. We need both to become
more diverse in our make-up, and to develop habits of being inclusive, to enable us to
benefit from both the best talent available and the diversity of thought that it can
offer.
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This People Plan sets out ambitious but achievable objectives. It is a Network plan and
requires all of us to participate – we won’t be able to deliver this change and meet the
future we see coming without everyone contributing.
We all need to be involved in the projects that form the heart of this plan and to
continue to bring the enthusiasm, that I see every day from you all, to deliver them.
Thanks to those involved in developing this plan – particularly the People Plan Advisory
Group and all of those who participated in workshop sessions or the 2017 conference
session.
It is your plan, and your help in developing it is critical to its success.

Ka mau te wehi!
Una
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PART 1: THE PRESENT
1. Our Value in an Environment of
Change
This People Plan has been developed by the GLN, as part of a broader People Project
launched in 2017, to ensure that as government lawyers we are well placed to deliver
legal services to the government and to keep doing so for years to come.
As government lawyers, we can be confident in our role and in our current services. We
can also be confident that the value that we bring to our client is fundamentally stable
and will continue to improve.
We will continue:
• providing advice, advocacy, and risk management, as partners to the business of
government, to assist the government to achieve its objectives lawfully;
• being involved in system design, both to better manage legal risk (by embedding
management of risk in the design of systems and processes) and to reduce later requests
for (and cost of) legal services;
• providing assurance and confidence to Ministers and other decision-makers; and
• challenging the status quo, and provide a sounding board for our public servant
colleagues.
However, our confidence should not lead to complacency. Change continues to disrupt
how government operates, and it also affects how we operate as government lawyers.
Our environments are constantly changing; the government’s service delivery models are
changing; we face challenges and opportunities from technology, and all of this is
happening in a world of increasing complexity, diversity, and disruption.
As internal lawyers our prime advantage is seeing, understanding, and reacting to these
challenges. We can anticipate that more change and disruption is coming – and coming
faster than ever before.
Notwithstanding these significant changes for our client and our environment, changes to
how we provide legal services to government have been much more modest.
We have seen:
• a shift to digital transmission of traditionally developed and structured legal
advice – with the major change being that email has replaced the written
6

memorandum as the primary source of advice, and plain English has become
standard;
• reliance on digital sources and searches for research – whether of legislative, case
law, or texts;
• the adoption of litigation management technology or practice management
technology in a partial manner and after it became common in the wider legal
market;
• a tentative move toward “partnering”, with lawyers embedded in project teams or
involved in issue responses alongside clients in a non-traditional legal role.

This plan seeks to explore the risks arising from the changes we can
foresee; assist us to develop as a network of government lawyers to
get ahead of these changes; and challenge us to make the most of
the opportunities presented by this environment to maximise the
value we can provide to our client.
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2. The need for a People Plan
In 2017, the GLN launched an initiative (the “People Project”) to ensure that, as a system,
we are:
• capable of meeting the current and future legal service requirements of the
Crown;
• taking a stewardship approach to legal workforce management;
• balancing our workforce with outsourced skills and resources;
• creating a better developed career path for government lawyers;
• making best use of available technology in workforce management; and
• ensuring consistency of approach, clarity for GLN leaders and members, and the
sustainability and long-term success of any initiatives undertaken.
An additional overarching objective has become apparent as we have progressed with this
People Project:
• ensuring the GLN reflects the diversity of the public of New Zealand and is
inclusive, so it can benefit from that diversity.

A key component of the People Project is this People Plan – an
opportunity for us to take a much more intentional approach to
development and deployment of our people across the network.
We also need to recognise that it is difficult to try to
predict the future with great accuracy. The key to
success will be our willingness to keep scanning our
operating environment and developing market trends,
keep looking for opportunities to improve and react in
an agile way.
This People Plan therefore deliberately operates at
two levels – it attempts to imagine the future that will
apply to us in 10-20 years, and sets grand challenges
in relation to that future. It also sets specific projects with clear objectives, actions and
targets for immediate implementation in the next 1-4 years to take us in the right
direction, recognising that we may need to pivot as our world changes.
Finally, in developing this plan we should be careful not to be blinkered. We will seek
multiple perspectives – from professionals such as our HR and policy colleagues and from a
broader range of our legal colleagues.
We should recognise that we are only one part of the resources that go into providing our
client with legal services, as external providers, the broader legal profession, and a
variety of other people also contribute to our objectives. Most importantly, we need to
make sure that our clients’ views and their needs are front and centre for us as we
develop this plan.
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3. Scope of the People Plan
This People Plan:
• relates principally to initiatives for lawyers employed by departments (core
Crown);
• generally deals with lawyers beyond the core Crown (i.e. Crown entity, local
government, or private practice lawyers) in terms of potential flows of employees
to and from the core Crown legal workforce; and
• defines recommended projects for implementation (with delivery to follow).

Many of the projects will benefit and be available to people
employed beyond the core Crown – because it is beneficial to
provide opportunities to and lift capacity in agencies right across
the public sector.
For example, the involvement of Crown entity lawyers in
most projects would be welcomed – as they deal with a
similar range of issues and face similar challenges. Crown
Solicitors also should be included in projects relating to
people movement – as their connections to the departmental
and police prosecutors are an obvious connection to explore.
Where we can scale projects to enable broader
participation, we will.
Project teams will also need to take account of the context of
the broader priorities, objectives, practices and policies of individual agencies. In
practical terms, in implementing the projects these factors need to be recognised
because legal teams will not have an unconstrained ability to make changes or
implement new processes and policies within their own organisations.
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4. Grand Challenges
In implementing this People Plan we are aiming high. For the
people directly involved in provision of government legal
service, our ambitions are that:
• the government is our employer of choice in the New Zealand
legal market (the attraction challenge);
• we can easily access all information, advice, resources and support required to do our
jobs, no matter where we work (the network challenge);
• our talent and potential while working for the government is maximised (the capability
challenge);
• we deploy our available legal resources flexibly to the place of greatest risk and
opportunity to the Crown, to meet the needs of the Crown now and in the future (the
deployment challenge);
• we reflect the diversity of New Zealanders; respect and embrace diversity; and develop
habits of being inclusive (the diversity and inclusion challenge);
• we have amazing professional opportunities throughout our careers, and can progress to
anywhere from anywhere in the system (the progression challenge);
• we choose to remain employed within government because of the rich opportunities
presented by a government career (the retention challenge); and
• we are all able to exercise leadership in our roles, whether within our teams and
agencies or across the network (the leadership challenge).
These are deliberately aspirational challenges. It will be the role of the system leaders to
continually design and refine the way we do our work towards those grand challenges, and
the role of all of us to implement them. At all times we also need to ensure that, however
we organise ourselves, we are able to meet our clients’ needs and expectations - to get
our work done in an effective and efficient manner.
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PART 2: THE FUTURE –
RISKS AND
OPPORTUNITIES
In the immediate future (and out to 10-20 years), we
expect that:
•we will operate in an increasingly complex and unstable
world – with a growing and aging population, super
diversity, and climate change and management of scarce resources driving many difficult
public policy decisions;
• government will face continued funding pressures e.g. superannuation;
• the public service will continue to evolve to be more results driven, information driven;
networked; and able to focus increasingly on the specific needs of individual citizens
with bespoke solutions;
• ICT will continue to enable faster communications, driving increased expectations
around speed of delivery in all services;
• ICT will also provide new tools for service delivery; and enable more efficient systems to
deliver public service outputs or manage inputs at scale;
• community expectations will increase around the use of open source and co-design
principles, and trends towards open government will continue;
• there will be decreasing respect for all expert opinion, and the increased availability of
information will provide greater contestability of ideas;
• employees that do not feel included and valued in more traditional and homogenous
workplaces will move to ones that are more inclusive and diverse: so valuing diversity
and practising inclusion become increasingly necessary to recruit and retain the best
talent;
• expectations will continue to grow for flexible working, and an inability to meet those
expectations will significantly impact on the workforce available to the network as well
as engagement and retention for current GLN members; and
• those entering the workforce will have different expectations about how they engage
with the government as employer, and may wish to have different and more diverse
careers.

Specific to our legal service delivery model, we expect to see:
• strong demand from our clients to partner with them or other professions, focus on
solutions, and be part of their work;
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• easy access to “off-the-shelf” advice by our clients, via ICT, including advice over which
we have no control;
• increased standardisation of legal products;
• automation and artificial intelligence removing the need for lawyers to conduct lowvalue transactional work;
• greater fragmentation and contestability in the legal market;
• a more mobile and flexible workforce seeking to provide legal services in different ways;
• increased expectations about lawyers and public servants being comfortable operating in
a way that reflects bicultural and multi-cultural views;
• greater use of ADR systems (e.g. use of automation and artificial intelligence systems to
resolve disputes); and
• our court systems evolving and improving.

We tested our view of the future with both our People Plan Advisory
Group and through the Lawyers in Government 2017 conference
breakout session.
The feedback from our people can best be
summarised as pragmatic optimism. We heard:
• great enthusiasm for working in more collaborative ways to manage legal risk proactively
through design and development work, and for the shift away from commoditised to
bespoke services;
• caution about losing some of our fundamental value to our clients in a rush to work
differently i.e. there is a need to ensure legal advice is still delivered in a manner that is
understood, and that privilege is maintained;
• a recognition that there is more value we can add, due to our unique view across
agencies and around government, and enthusiasm to deliver that value;
• a recognition that there may be a tension between our objectives of deeper
understanding of the client and increasingly mobile deployment;
• recognition that some issues that present for our clients (like increased expectations
around privacy) will also need to be addressed in how we design our services;
• recognition of the challenges in changing long established patterns to work in a different
way and with new skill sets (although some people suggested that well organised teams
were already exhibiting many of our “future” work characteristics);
• concern that we may not be able to make a case for resources to make the necessary
shifts in how we work; and
• recognition that many of our clients do not yet share our vision for service delivery and
that our ability to innovate and “fast fail” in a safe environment is limited.
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1. So what will future legal service
delivery look like?
In order to meet the challenges of the future we
will need to shift our approach to delivery.
We will need to deliver legal services that are:
• more bespoke (as no value will be attached to “off the shelf”), irrespective of how they
are delivered (as technology may be central to delivery of bespoke services);
• more context-aware and specific;
• better grounded in a bi-cultural and multicultural context; and
• increasingly related to new or emerging areas of law (e.g. space law or international
biosecurity).
We will also need to deliver our services:
• earlier in the decision-making process, more responsively, and more efficiently – i.e. at
less cost overall;
• with different resources – i.e. using a different mix of people/disciplines as well as
technology;
• in more agile ways (in the sense of using a greater range of techniques for service
delivery); and
• through a more proactive and “partnered” approach to delivery (e.g. through the
development of virtual teams from inside and outside the system).

13

2. What will be the impact on our future workforce?
We asked ourselves the following questions as a result
of our view of the future and the challenges we
foresee:
•What impact will the changes we foresee have on the
number of people required to deliver legal services?
•What types of people will we need?
•When will these changes occur?
In-house services have grown significantly across all
parts of the economy since the mid-90s – with more
than a three-fold increase in the number of New Zealand in-house lawyers over that
period 1. Similar trends have been seen overseas (such as the 31% growth in in-house
lawyers in the UK between 2010 and 20142).
There is a significant divergence of views on whether or not the shift to in-house provision
will continue, or whether we have now seen the top of that trend and numbers will now
stabilise or fall overall.
Some international research suggests that government lawyers will be insulated from the
more extreme impacts of the disruptive trends 3 with key parts of our roles and the nature
of government functions of the Crown (use of coercive powers, prosecutorial discretion,
support for legislative activities) being more resistant to the effects of technology and
societal changes than other professionals will experience. Others, such as Richard and
Daniel Susskind, foresee a dramatic change in the nature of the legal profession overall
with corresponding impact on the number of lawyers in the traditional sense that will be
employed as the impact of technology and alternative service providers take hold.4

In New Zealand, in-house numbers moved from 12.2% of 6,996 current practising certificates in
1995 to 22% of 12,124 practising certificates in 2017. Spotlight on New Zealand in-house Lawyers,
NZLS, 2017. Specific figures for New Zealand Government in-house lawyers are difficult to obtain
but we know from the State Services Commission’s Review of Government Legal Services, August
1986, Appendix II, that in 1986 there were approximately 350 solicitors in Government Departments
(split roughly 50:50 between “Head Office” and the “Districts”). This figure was obtained prior to
the 1988 public service reforms, and included lawyers working in agencies now outside the core
public service or no longer considered part of the Crown at all – such as the Post Office and
Railways, although it did not include Parliamentary Counsel. The best comparative figure for 2017
is therefore probably the broader State services (including Crown entities), which employs
approximately 1300 lawyers. Therefore, we have seen a 4-fold increase in lawyers working inhouse for the New Zealand government since the mid-80s, reflecting similar trends towards inhouse as have occurred in the wider New Zealand market and internationally.
1

2

http://www.lawsociety.org.uk/News/Stories/Future-of-legal-services/

See for example: http://reports.weforum.org/future-of-jobs-2016/future-workforce-strategy/
and https://www.mckinsey.com/global-themes/digital-disruption/harnessing-automation-for-afuture-that-works
3

R Susskind, Tomorrow’s Lawyers, Oxford University Press, 2013 and R Susskind and D Susskind, The
Future of the Professions, Oxford University Press, 2015
4
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In any event, the changes we have described will no doubt impact
on how we do our work, the composition of the workforce, and the
types of training and skills that we will need to bring to it. This
People Plan is designed to take the next steps in meeting those
challenges.
As a result of the various projections and trends we describe above, we believe that over
time:
• there will be an increase in the numbers of people designing, developing and
maintaining systems that deliver legal services rather than providing the legal
advice personally;
• at some point, there will be one or more significant “change moments” as new
technologies disrupt our current model. These may occur at different times for
prosecutors, in-house solicitors, administrators/support staff, and others;
• there will be an increase in the numbers of lawyers that provide services to
government on-demand or outside of a traditional employment model (whether
through flexible employment arrangements; casual employment contracts;
secondments from external providers; service provision from new law providers; or
some new models);
• overall, the number of qualified lawyers required to provide legal services to
government will form a smaller a proportion of the total workforce delivering legal
services.

There is no time scale for these predictions – our crystal balls are not working well
enough. The key conclusion is that we need to prepare for the possibility of this or some
alternative future eventuating by:
• having a government legal workforce strategy and plan, in order to improve our
ability to meet the future requirements of the system and plan recruitment and
talent identification and management accordingly;
• designing systems that make the most of technology and enable our people to
transition to high-value work;
• taking a more targeted/active approach to skills training and development to
enable our people to transition easily to the future;
• exploring opportunities (like flexible working/diversity friendly workplaces) for our
people to engage with the government as employer in a different and mutually
beneficial manner, in order to be ready for the changed composition and
expectations of the future workforce.
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The following diagram describes one long-term future vision for in-house government legal
service delivery. We acknowledge immediately that the projects contained in this People
Plan do not cover every aspect of that future vision, and we also acknowledge that some
aspects of it are still controversial. For example:
• not everybody agrees that we should strive for centralised recruitment or sees
that as an inevitable aspect of our future model. Even where it is seen as
desirable, challenges will arise from different approaches to recruitment across
various departments and there would be a need to carefully reconcile these
differences with a central approach;
• similarly, workplace flexibility still means different things to different people and
our suggestion that we should make it “standard” generated both positive and
negative feedback, as well as feedback that different agencies’ approaches will
need to be accommodated.

However, it is important that we are clear
about the possibilities that the long-term
future may hold. It is valuable for us to
confront the differences in view, and use the
conversations that follow to inform the
projects that we agree will be most
beneficial.

16

PART 3: THE PLAN
1. Proposals and Prioritisation
The heart of the People Plan is the identification of a set of projects that we collectively
can deliver to enhance our ability to provide legal services. As such, this plan should form
our “4-year plan” and the projects that follow describe the key shifts that should be in
place by 2021. In this final section of the plan, we set out our key proposals.
These ideas were developed by workshopping with the People Plan Advisory Group (a
group of interested managers and lawyers along with the GLN team); consultation with
government lawyers at the Lawyers in Government 2017 People Plan session and
throughout October and November 2017; and approval by the GLN Board and SolicitorGeneral as head of profession.

2. Combined impact of projects
The following table summarises the anticipated impact of the projects towards the grand
challenges that we set out above.
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This combination of projects has been chosen to:
• achieve a balance between ambition and difficulty;
• achieve a balance between enabling projects (which will form the basis on which other
projects follow) and immediate benefit; and
• maximise the benefits that GLN members will see flowing to them directly.
The combination shows a reasonable spread of effort with a slight emphasis on capability
building in this People Plan. We consider that this focus for the Network at its (still early)
stage is appropriate. Some projects will have immediate and obvious benefit to all GLN
members, such as the availability of enhanced secondment opportunities, and
opportunities for enhancing te reo Māori and Crown-Māori capability. Some projects are
designed to be ‘enabling’ for future projects, such as the proposed work around data
collection, position description standardisation, and oversight of key legal position
appointments.
In all projects, consideration should be given to how the GLN is engaging with those
members that live and work in the regions. Those outside of Wellington must be enabled
to actively engage in network activities and opportunities. There is an opportunity for the
network to provide support and connections to colleagues in the regions – this should be
taken up.

3. Governance and Progress
This People Plan is an initiative of the
GLN network – it will need the active
participation of the network to
succeed. The Plan is sponsored by the
Solicitor-General and endorsed by the
Chief Legal Advisors Forum. However,
the plan will only succeed if individual
teams and lawyers in the system look
for the contribution that they can
make to its success and participate
Progress against the plan will be governed by the GLN
Board. Project management support for those undertaking projects, particularly the
Practice Groups and project teams, will be provided by the GLN team who will also
undertake reporting to the Board. For example, project leaders identified from within
Practice Groups can expect to receive support with standardised project management
material, assistance with identifying other lawyers in the system that are keen to
participate, access to GLN communications channels and assistance with drafting
18

communications, and assistance with reporting and access to the Board for reporting
purposes.
The GLN board will, if all projects are running to plan and being delivered, look to add
more projects and initiatives. Much remains to be done, but if we can deliver these
projects, we will be well placed to meet the challenges of the future and keep providing
quality legal service to the Crown.

4. What’s missing? The projects that are not
included, and why
A number of projects that were proposed during the course of our consultation processes
have not made it into the final plan. For transparency, this section sets out the projects
that didn’t make it, and provides an explanation.

Capability building in non-legal areas
There is no specific project enabling government lawyers to
increase their skills in project management or ICT development.
In the short term of this plan, we have elected to focus on other
critical skill areas that will have broad application within
government (e.g. te reo Māori) and the framework of our system
to ensure we can bring in and keep people with the right skill sets
and enable people to diversify their experience inside the system
(e.g. recruitment, mobility, flexibility).
While this will disappoint some people who would prefer to see us
moving more rapidly to directly developing transferable skills such as ICT development, we
consider that we need to address other areas first and move into training (or retraining )
in less traditional legal areas once we have more of our foundational network systems in
place.
Future versions of this plan may move more directly into training for these areas; practice
groups may choose to take the lead; or lawyers will have access to departmental training
budgets to seek specific training should they wish to move there sooner.

Gender pay equity
While it is uncontroversial that we should ensure gender pay equity,
and that assurance in this area is overdue, the projects contained in
this People Plan do not directly address the topic. We see that as a
critical issue that must be addressed by departments under the
stewardship of the Solicitor-General as our head of profession, and
with support from the GLN team.
We have included a data “GLN Report” project that will help to
shine light on issues associated with diversity and inclusiveness, and
which will provide decision-makers with information to take
effective steps to address issues of discrimination or lack of equity.
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Remuneration parity
We heard during the consultation period that a lack of remuneration parity between
departments, and a lack of understanding about our competitiveness with the private
sector in pay, might be a factor holding back our recruitment efforts and impacting on
engagement levels. We heard that a project to test pay parity between departments and
examine the remuneration market generally would be valuable.
We understand that, if we are to operate effectively as a network, there is an expectation
that terms and conditions will be fair and equitable between departments.
However, the particular needs of, and choices made by, the departments that we work for
must be recognised. What a department pays its lawyers will be closely aligned to the
levels of remuneration offered by that individual employer. This creates some tensions
when seeking to operate on a network basis. Financial constraints on legal managers and
legal teams, departmental remuneration, the need for some departments to compete
more directly with the private sector, and a lack of consistency across the broader legal
market for salaries all mean that we are unlikely to have a great deal of influence on
remuneration levels at this time.
Some of the projects included in the plan will move towards greater understanding of the
current position – particularly the work proposed on position descriptions, competencies
and titles; flexible working; and the “GLN report”. This will enable individuals and
departments to have conversations about their remuneration levels in a more informed
way.

Diversity and inclusion
It is a conscious choice not to have a diversity and
inclusion project: almost all of the projects have a role
to play in increasing the diversity of the GLN workforce
and developing an inclusive culture.

In addition, developing that culture of
diversity and inclusion needs to be seen
and felt as everyone’s responsibility, not
the responsibility of a few enthusiasts.
Nevertheless, in order to provide support to the projects and co-ordination, there may be
a need for some form of diversity group or role reporting to the GLN Board, which will be
considered further by the Board.

Measuring our business – the lack of an integrated practice
management system and data
Commentary in the area of legal services management heavily
emphasises the emergence of technology and the importance of
data analysis and the use of measures by in-house teams.
In preparing this People Plan, it has become apparent that we do
not have good information relating to many aspects of delivery of
legal services. For example, while we have a good picture of the direct cost of legal
services (internal, via the GLN current state survey and external, via the External Legal
Services Panel data from MBIE) and the the Crown Law integrated operating model project
20

has started to build a picture of the workflows that Crown Law engages with, nobody in
the GLN has accurate data and good oversight of:
• the volume, type and complexity of the Crown’s overall legal work that is
delivered in-house;
• how well the resource is matched to the demand in terms of volume, type and
complexity;
• a clear picture of which departments generate the most need for legal services;
• the mobility of our lawyer workforce;
• the make-up of the legal operations workforce; or
• the true cost of different legal services and products.

Some of this information is known, or collected, within teams. Some of it is gathered at a
high level through existing surveys (such as the GLN current state survey in areas of lawyer
numbers; support staff numbers; length of service; and PQE) and some (such as mobility
and diversity) may be able to be drawn from existing sources such as SSC’s Human
Resource Capability database. Much of it will be part of the inherent understanding of
legal managers and senior lawyers about how their departments operate.
Some
departments will have practice management systems that will gather information about
some or most of the above questions. But there is no co-ordinated system to identify,
gather and analyse this information.
This position needs to change. We agree with the international commentators that inhouse teams should focus on gathering high-quality information about the demand and
supply of their services in order to design and deliver effective legal services. As a
network, we should also ensure that any information sought is collected at the most
efficient point and is easily compatible so that a comprehensive picture of the network, as
well as teams, can be gathered.

We recommend that, as agencies evolves their practice
management systems with the benefit of Crown Law’s integrated
operating model work, they ensure that the needs of the system are
considered in their design choices (e.g. consider systems that can
be syndicated and deployed by agencies over time).
There are, of course, a number of challenges with integration. There are differences of
scale and nature between the work done in departments (and Crown Law). Alignment
with IT systems for the various departments will not be simple, and we will need to avoid
duplication with existing functions like time recording systems.
Investment decisions in systems, such as practice management tools, also tend to be ones
that are made at an individual agency level and as such will reflect the internal IT and
security policies and systems of that agency, as well as any financial constraints that it
works within. For these reasons, the choices that can be made about these systems may
be limited.
If these challenges can be overcome, however, there are huge potential benefits in the
alignment of these systems.
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Workforce strategy and system wide delivery of HR services
As part of the feedback, it was suggested that we create a
formal workforce plan and analytics – i.e. there is a need for a
plan to better understand the demand and supply characteristics
of the GLN workforce.
For example, it was suggested that the projects of overseeing
senior legal appointments and the legal leaders pipeline would
be enhanced by understanding the most critical legal roles in
the GLN system and what depth or succession planning is in
place for these.
It was also suggested to us that we were
insufficiently ambitious in terms of centralised HR services such
as recruitment.

We agree that a formal workforce strategy would provide real
benefits, and that opportunities to centralise some services like
recruitment should be considered in the future. However, we
consider that is too ambitious for the current state of the network
and would clearly step into areas where existing agency plans
currently apply.
We simply do not have access to resources to take either of these steps at this stage. Our
approach is to demonstrate through these projects the effectiveness of delivery at a
network level, which may enable us to make a case for greater resources in the future for
appropriate, more ambitious, projects.
As we have described above, these more ambitious projects would need to walk the line
between network efficiency and the particular needs of, and choices made by, the
departments that we work within.
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GLN PEOPLE PLAN
PROJECT CLUSTERS
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Cluster A:
Developing a
workforce for the future
This cluster of projects focusses on the Government Legal
Network’s attractiveness (or “employee value proposition”)
to lawyers; how, when and where we work; the processes we use to bring new lawyers into
the network; and our induction of them. It also deals with our processes for internal
mobility, recognising the strong links between recruitment to positions and movement
within the system.
The projects aim to:
• increase the awareness of the value of a government legal career amongst prospective
recruits (especially at university and amongst groups where options for a government
legal career are not well known, such as Maori and Pasifika students lawyers), and
examine perceptions that may discourage a government legal career for some people;
• enhance internal mobility to provide opportunities for existing government lawyers to
work elsewhere in the system;
• enhance the tools available to provide flexible working arrangements, both to increase
our retention and satisfaction and also attract a wider range of people to our roles;
• provide support and information for people entering or moving within the system to
ensure that they can hit the ground running as soon as possible.

Benefits from these projects will flow directly to government
lawyers, but there will also be significant benefits accruing to
government agencies from greater and more diverse pools from
which to recruit, candidates and recruits with a greater awareness
of the nature and diversity of government legal practice, and
exposure to different perspectives, experience and skills from the
people providing their legal services.
Our desire to retain our lawyers should not be seen as a desire to prevent people from
taking opportunities, especially non-legal opportunities within the government. We can
add huge value to the government and people of New Zealand by using our skills and
expertise in a variety of roles. However, as a network, we are keen to ensure that people
do not leave due to a lack of professional opportunities within the network.
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Cluster A: Developing a
workforce for the future

Project [1]: Development of the GLN Graduate
Recruitment Programme

Objective:
To grow visibility of government legal careers in law schools
around New Zealand, to ensure a healthy flow of graduate
lawyers to government agencies, to enhance the pool of
our future legal workforce and legal leaders, and ensure
our graduates reflect the community we serve.
Contributions to Grand Challenges:

Description:
The GLN Graduate recruitment programme has been extremely successful but has
operated at small scale to date. There are economies of scale efficiencies in running a
larger recruitment programme, annually. Expansion of the programme, and its
continued evolution to encourage ongoing employment in government departments, is
now timely.
Some departments include legal graduates within their own graduate intakes and those
programmes should interface with a GLN programme.
Key to this project will be the continued partnering with law schools across the country
to raise awareness of the benefits of a career in government. For example, this could
include presentations to final year students from the Legal Leaders Group and others
across the GLN.
Opportunities to use the graduate programme and our project to improve our
attractiveness to Māori and Pasifika lawyers should be explored along with other
programme initiatives to ensure that graduates reflect the diversity of the community
we serve.
Success indicators:
•
•

Output measure: 8 graduates recruited in the 2020/22 programme
Outcome measure: (a)75% of graduates remain in the public service after
participation in the programme; (b) graduates and departments report
satisfaction with the programme; (c) the graduates reflect diversity in the
community we serve.

Who will take this project forward?
Primary responsibilities:
•
•

Chief Legal Advisors/legal managers to ensure that recruitment for graduate
positions occurs through the GLN programme.
GLN team to deliver the programme to accommodate graduate opportunities
within agencies

Next steps:
•
•

Departments/CLAs to commit to increased numbers of graduate positions for
2020 intake
GLN team to review design of programme and links to summer clerk
programme and commitment to permanent employment for graduates

Cluster A: Developing a
workforce for the future

Project [2]: Attracting Māori and Pasifika lawyers

Objective:
Māori and Pasifika law students are exposed to inspiring government
lawyers during their training to ensure that they are aware of the
variety and fulfilment that can come from a Crown legal career
Contributions to Grand Challenges:

Description:
Maintaining and enhancing the number of Māori and Pasifika lawyers in the GLN will
assist with broader diversity objectives of increasing awareness of tikanga and te reo
across the GLN community, as well as the objective of being more representative of the
community that we serve.
Anecdotal reporting suggests that employment in government as a career choice may be
off-putting to Māori and Pasifika law students, due to the Crown’s historic relationships
with Māori and Tagata Pasifika communities and (particularly for Māori) perceptions of
conflict between obligations to whānau, hapū and/or iwi and government legal service.
One way of breaking down barriers that may exist will be to actively engage with Māori
and Pasifika law students to describe the variety and value of public service and
government legal service (along with ensuring that the experience of Māori and Pasifika
lawyers in the system does not support this perception of conflict!)
There are a variety of Māori and Pasifika law student associations, and they are usually
open to presentations, seminars and engagement from prospective employers including
the Crown. This project entails making more of those opportunities to get out and
engage. Ancillary benefits include:
• Opportunities for deep professionals within GLN to present and engage in
network development work;
• Opportunities for a broader group of GLN lawyers to learn more about the CrownMāori relationship and the Tagata Pasifika community through engagement
Success indicators:
• Output measure: Delivery of 4 seminars/engagements per annum
Who will take this project forward?
Primary responsibilities:
• Convenors of the Treaty/Māori Practice Group to co-ordinate engagement with
student societies
Additional responsibilities:
• GLN Team to build opportunities to engage with Māori and Pasifika law students
into the annual recruitment round
Next steps:
• Convenors of the Treaty/Māori Practice Group to make contact with universities
and societies to discuss opportunities for engagement
• Communication to the GLN lawyers to seek speaking volunteers
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Cluster A: Developing a
workforce for the future

Project [3]: “New to Government” Buddy
Programme

Objective:
All lawyers that are new to government service are well supported
by being able to access appropriate peer network buddies.

Contributions to Grand Challenges:

Description:
The new to government programme will be expanded to include access to appropriate
buddy networks, where these are not already in place from within departments, and
information about relevant groups or networks supporting and representing diverse
groups (e.g. women, LGBT employees, employees with disabilities, etc).
In consultation with the GLN team, legal managers will ensure that new recruits have
access to mentors where they wish to have them in place.
An ancillary benefit is increased opportunities for lawyers within GLN to engage in
network development work by being buddies.
Success indicators:
•
•
•
•

Output measure: All new to government lawyers receive GLN induction within 9
months of joining
Output measure: All new to government lawyers are paired with a legal buddy
and mentor, where they wish to have one in place
Outcome measure: 95% of new to government lawyers consider that they were
well inducted and supported into the GLN (as measured through feedback from
new to government lawyers)
Outcome measure: The GLN can connect new staff with a network or group that
reflects particular interests or characteristics that they have, and does so.

Who will take this project forward?
Primary responsibilities:
• GLN Team to develop enhanced programme to ensure buddying arrangements
• Legal Leaders Practice Group to mobilise buddies from their organisations –
along with other relevant groups e.g. Young Lawyers associations
• Legal managers will ensure that new recruits have access to mentors where
they wish to have them in place.
• Identification of what “diversity” groups exist (and consideration given to
catalysing new groups where they do not exist).
• Identified buddies to ensure meeting/conversations occur
Next steps:
• GLN Team to develop and co-ordinate enhanced buddy programme
• Review system annually
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Cluster A: Developing a
workforce for the future

Project [4]: Flexible working: When, where and
how we work

Objective:
The GLN will be recognised as a leader in flexible workplace
arrangements in the New Zealand legal market.

Contributions to Grand Challenges:

Description:
Flexible working - involving a broader set of arrangements than just part time or
remote access working – will become an increasing part of our workforce
arrangements. We therefore need to have a set of tools available to our lawyers and
managers to manage this transition effectively.
We will develop, in conjunction with the State Services Commission, a set of tools to
enhance adoption of flexible working arrangements in the GLN. These tools will provide
managers and staff with practical options to work out flexible arrangements in
situations where it suits both parties. It could include options and examples for
dealing with challenges to flexible working, internal policies and procedures, samples
of flexible working agreements, and/or sample text for position descriptions or job
advertisments.
Key to this project is ensuring that the diversity of practices across government is
reflected - what works for one role or one agency will not necessarily work for others.
The project may also entail the development of a system to gather data on the
prevalance, issues arising from, successes of, and value generated by flexible working
arrangements.
Success indicators:
• Output measure: Toolset is available for use
• Outcome measure: Exit interviews indicate that reducing numbers of
government lawyers are leaving due to lack of flexible arrangements
• Outcome measure: Increasing proportions of government lawyers and
managers report satisfaction with the approach that their departments take to
implementing flexible arrangements
Who will take this project forward?
Primary responsibilities:
• Project working group to develop the toolset in conjunction with SSC
• Legal managers to participate in development of, and implement, tools
Additional responsibilities:
• Chief Legal Advisors to enable and reinforce expectations
Next steps:
• Legal Leaders Practice Group to commission Working Group develop toolset with
SSC
• GLN team to develop and implement a communications strategy
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Cluster A: Developing a
workforce for the future

Project [5]: Enhanced workforce mobility

Objective:
Increase the quality of legal service delivery, and enhance the
expertise of government lawyers by creating a more diverse
career path. An enhanced approach to secondments will provide
government agencies with the benefit of access to a broader pool
of experienced government lawyers for both surge and demand
management, providing new expertise and insight into delivery
of legal services, and providing lawyers with greater opportunities
to develop their skill sets in different operational and policy environments.
Contributions to Grand Challenges:

Description:
Develop a system that provides more availability of secondment resource by:
•

Maintaining a comprehensive list of government lawyers available for
secondments, accessible to legal leaders, and advertising all government
secondment positions to the whole network;

•

Ensure a constant “rotational” round of lawyers swapped between home agencies
for development purposes. Secondments would last between 6-12 months, and
would not lead to any resource gaps in agencies.

Establish 10 permanent “secondment positions” by 2020/21, to be filled by a
series of medium to longer term placements to provide experience of that agency
or sector to people in the network, and to get the benefits of diversity in their
own agency and team.
8.
The greater use of secondments, and especially establishment of permanent secondment
positions, will need to be carefully managed to ensure that the movement of people
through the role does not create additional strain on the legal team or agency, and
agency commitment required to ensure that the roles do not remain unfilled in times of
scarce resourcing. Clearly set out shared expectations such as “no poaching”, or
requirements to capture knowledge to benefit agencies participating, should be
explicitly included in the project.
•

As part of this project, we will track the representation of underrepresented groups that
would benefit from secondments, and their progression, and order to enhance our
understanding of the ability of secondments to impact on the diversity of our network.
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Success indicators:
•
•
•
•
•
•

Output measure: 25 rotational secondments occur within the GLN.
Output measure: 10 permanent “secondment positions” exist
Output measure: 50 total rotational secondments are in place every year.
Output measure: We are able to measure and report on the diversity of those
undertaking secondments
Outcome measure: 90% of GLN members seconded can report on positive
developmental benefits from their secondments
Outcome measure: 90% of agencies report positive benefits from hosting
secondments

Who will take this project forward?
Primary responsibilities:
• Chief Legal Advisors – ensure nominations are made or reassessed, twice annually
Additional responsibilities:
• GLN team – provide framework and make recommendations for secondments
• Legal managers – ensure conversations occur with all GLN lawyers and need for
development opportunities through secondments are escalated
• Legal managers – consider establishing roles as “secondment positions” as
vacancies arise
• GLN members – actively consider development needs and opportunities and
discuss with managers

Next steps:
• Legal Leaders Practice Group to commission Working Group
• Allocate current proposed secondees for rotational positions in 2017/2018
• Identify rounds for “advertising” and build into GLN team annual communications
programme
• Identify opportunities for positions to become “secondment positions” with
managers throughout 2018 and implement
• Undertake project review and institute lessons by late 2018
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Cluster B: Understanding our
Network Better
This cluster of projects is related to achieving greater
understanding of the network of lawyers that provide
government legal services, and achieving commonality
where possible.

By increasing understanding and, where possible, commonality we
reduce barriers and create greater transparency for lawyers and
managers about differences in roles or conditions where these exist
in the network.
These projects will promote, in time, better
opportunities for enhanced movement and progression.
Greater commonality and better information about the characteristics of our people will
also help to highlight discrepancies in the system, enabling us to understand where career
progress may be being blocked.
For the broader network, these changes will assist in recruitment and retention, as the
possibility of a fuller government legal career should be more obvious to potential recruits
and those looking to advance on a technical professional or management track.
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Cluster B: Understanding the
Network Better

Project [6]: Position Descriptions, Competencies
and Titles

Objective:
Achieve greater consistency of position descriptions
and titles across the GLN

Contributions to Grand Challenges:

Description:
Develop/refresh a set of common position descriptions and competencies, and a
common approach to job titles for government lawyers. These can be adopted and
adapted over time by departments to meet their internal needs. These descriptions and
titles will focus on transferable skills and points of commonality and will be able to be
implemented with specific role or agency adaptation.
Success indicators:
• Output measure: a refreshed set of position descriptions and competencies is
developed and available to cover any generic government legal positions, and an
agreed naming convention is in place and available to departments to use for
positions as the opportunity arises.
• Output measure: The position descriptions and competencies reflect best
practice in terms of supporting a diverse and inclusive workforce.
Who will take this project forward?
Primary responsibilities:
• Legal Leaders Practice Group to commission working group
• Solicitor-General / GLN Team – to communicate the benefits of standardisation to
Chief Executives, SSC, and agency human resource teams
• Chief Legal Advisors – to review periodically as necessary
Additional responsibilities:
• Legal managers: to adopt and adapt standard position descriptions as
opportunities arise
Next steps:
• Commission working group to undertake a review of existing position descriptions
and develop a convention for titles
• GLN team to develop and implement a communications strategy
• Review progress November 2019
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Cluster B: Understanding the
network better

Project [7]: The GLN Report

Objective:
Provide broad access to information about the network, and report
on common issues of concern such as the gender pay gap; part-time
pay gap; diversity characteristics; and other demographic matters.
Contributions to Grand Challenges:

Description:
The GLN, in combination with SSC, will develop access to a broad range of demographic
information about the make-up of the Government Legal Network which could provide
decision-makers with valuable insight into management of our human resource and
issues of inequality and diversity that exist within the network. Disclosure of this
material with help to expose issues and mobilise action.
Success indicators:
• Output measure: (2018): Production of a report relating to network
demographics and common matters of concern regarding inequality or diversity.
Who will take this project forward?
Primary responsibilities:
• GLN Team / Chief Legal Advisor, SSC
Next steps:
• Production of report
• Review progress December 2018 regarding value in continuing reporting, and
appropriate timing.
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Cluster B: Understanding the
network better

Project [8]: Rolling GLN Survey Programme

Objective:
Chief Legal Advisors and the GLN team have a reliable source of
information available to measure the impact of People Plan initiatives
Contributions to Grand Challenges:

Description:
This proposal is to develop a light-touch electronic feedback system (e.g. using survey
monkey) to test the effectiveness of implementation of People Plan projects, and
inform future People Plan development. It will also involve exit interviews.
Any survey mechanism should align with the existing data gathering (e.g. GLN annual
survey) across the system, to ensure efficiency.
Exit interviewing should also be conducted at the end of secondments to gain insight
into agency legal teams. Critical to this project’s success will be recognition of the
potentially sensitive nature of feedback and the need for secure management of it.
Success indicators:
•
•
•

Output measure: Survey programme is in place
Output measure: 90% of people leaving government legal positions submit exit
information
Outcome measure: 100% of People Plan initiatives that require perceptions
based measurement are able to be measured

Who will take this project forward?
Primary responsibilities:
•
•
•

GLN team survey across the GLN on a periodic basis
Implement exit interviewing.
Emerging Legal Leaders Practice Group and GLN Board to review information
annually to determine progress against this plan

Additional responsibilities:
• GLN members participate in surveys as requested
Next steps:
•
•

GLN team to develop and implement survey system
Review system annually
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Cluster C:
Crown-Māori
Relationship and Capability
The Crown-Māori relationship, particularly as
we move into a phase where relationships
between the Crown and iwi are defined increasingly by postsettlement matters, is an area of both significant opportunity and
risk for government lawyers, and an area of increasing ministerial
and public attention.
These projects contained in this cluster seek to ensure that:
• as a network, we have a well informed understanding of the risks and
opportunities that exist within the Crown-Maori relationship, enabling us to advise
our client effectively;
• we are comfortable operating in bi-cultural environments; and
• government lawyers are well supported and have access to training, resources and
expertise to achieve these outcomes.
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Cluster C: Crown-Māori
Relationship and Capability

Project [9]: Introduction to the Crown-Māori
Relationship

Objective:
To increase competency in dealing with Crown-Māori issues,
risks and opportunities across the GLN.
Contributions to Grand Challenges:

Description:
Māori interests are a core consideration for government decision-making and policy
development, yet many government lawyers have limited knowledge about the CrownMāori relationship and how to engage effectively with Māori.
We will make available specific training on the Crown-Māori relationship to all new to
government lawyers.
We will identify agencies with key functions in respect of the Crown-Māori relationship
and roll out training for legal teams in those departments.
Success indicators:
•

Output measure: all new to government lawyers and identified departmental
lawyers receive training relating to the Crown-Māori relationship.

Who will take this project forward?
Primary responsibilities:
•
•

Treaty/Māori Practice Group convenors to develop and deliver training as part of
the GLN government induction programme
GLN Board to consider needs for departmental training

Additional responsibilities:
•

Chief Legal Advisors and Legal Managers to ensure that new employees that are
new to government attend training

Next steps:
•
•

Treaty/Māori Practice Group members to develop and deliver training and advise
departmental teams
GLN Board to consider needs for departmental training and recommend
participation in expanded training programme
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Cluster C: Crown-Māori
Relationship and Capability

[10] Te reo Māori language skills and tikanga
awareness

Objective:
To increase te reo Māori competency and tikanga Māori awareness
across the GLN.
Contributions to Grand Challenges:

Description:
There are a variety of te reo Māori language resources and training available across
government. Rather than try to replicate this material, this project is designed to
ensure that GLN members are able to access te reo Māori resources and expertise as
necessary.
Legal leaders will receive training in tikanga and basic te reo Māori (e.g. mihi) to the
point where they are confident representing the GLN in common environments where te
reo Māori is expected or customary (e.g. conference speaking, mihi whakatau)
As a network, we will also be ambitious about our ability to transform our familiarity and
comfort with te reo and tikanga Māori. All of us, especially our legal leaders across the
network, have a responsibility to encourage and engage with opportunities to lift or
capability.
Success indicators:
• Output measure: All GLN lawyers are aware of the availability of te reo Māori
language training if they wish to take it up
• Outcome measure: All teams have access to te reo Māori and tikanga expertise
• Outcome measure: All GLN legal leaders are comfortable in environments where
tikanga Māori is operating
Who will take this project forward?
Primary responsibilities:
•
•

Legal Leaders Group and volunteers
All network members to support greater uptake of te reo Māori

Next steps:
•
•

Identify te reo Māori courses available to Government lawyers
Scope current availability of te reo Māori/tikanga expertise and identify gaps
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Cluster D: Developing
Legal Leadership

This cluster of projects is designed to ensure that:
• there is a ‘ready now’ pool of candidates for CLA and senior legal positions, and
• legal leaders are able to progress projects that enhance how we deliver our legal
service;
• the Solicitor-General exercises appropriate influence in appointment decisions for
the senior lawyers managing the Crown’s legal risk; and
• legal leaders are appropriately supported once they take up positions.
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Cluster D: Developing Legal
Leadership

[11] Legal Leaders Pipeline: Mentoring and
System Development

Objective:
Our network identifies and supports its developing legal leaders.

Contributions to Grand Challenges:

Description:
The Legal Leaders Practice Group will be relaunched with a specific mandate to
implement actions from this People Plan; provide access to development opportunities,
training and support for its members, and provide a collegial environment for its
members to share relevant development experiences.
Chief Legal Advisors will support the Legal Leaders Practice Group by explicitly
supporting and providing for members of the Legal Leaders Practice Group to undertake
system work and recognising the value of that work; ensuring there is adequate
representation by appropriate Chief Legal Advisors at practice group meetings; and
ensuring there are connections between the work being undertaken by the Legal Leaders
and the Chief Legal Advisors Forum and the GLN Board.
The GLN team will redesign the existing nominations process for its Talent Board to
ensure that, in combination with chief legal advisors’ responsibilities to develop their
team members, the system provides effective career assistance to those legal leaders
wishing to progress their careers towards management. For example, in consultation
with the Legal Leaders Practice Group, and recognising that not all members will require
or desire the same access to development opportunities or training, Chief Legal Advisors
will work to provide access to development opportunities for members of the practice
group and support such as mentoring or similar arrangements.
Success indicators:
• Output measure: (2017/18) Legal Leaders Practice Group is relaunched and
undertakes People Plan projects
• Outcome measure: All Chief Legal Advisor positions that are advertised receive
multiple credible applicants from within the Legal Leaders Practice Group.
Who will take this project forward?
Primary responsibilities:
• GLN team to co-ordinate establishment of Legal Leaders Practice Group.
• Legal Leaders Practice Group to undertake people plan projects
• Chief legal advisors to recognise and support work of the Legal Leaders Practice
Group.
Next steps:
•

Re-advertise for membership of the Legal Leaders Practice Group

39

Cluster D: Developing Legal
Leadership

Project [12]: Overseeing Senior Legal
Appointments

Objective:
Ensure that the Solicitor-General has adequate influence
on senior legal management positions in the public service.
Contributions to Grand Challenges:

Description:
Senior management positions are Chief Legal Advisor roles, or their equivalents, and
other roles that involve significant people management or other responsibilities that are
critical to effective management of Crown legal risk.
Redevelop the system through which the Solicitor-General can oversee appointments
into senior legal positions in the public service so that it:
• matches the risks and opportunities associated with appointments to those roles;
• provides a mechanism to promote diversity and representation in senior
positions;
• ensures development and progression for senior lawyers.
In the first instance, this will focus on appointments to Chief Legal Advisor positions.
However, it will also be important to scope the other legal management positions in the
government legal network to determine whether they should be included, especially for
those that exercise significant influence over management of legal risk. This may involve
redefining the current key legal positions and establishing mechanisms for input into
other senior legal appointments.
Success indicators:
• Output measure: Appropriate Solicitor-General participation occurs in all Chief
Legal Advisor (or equivalent) appointments
• Outcome measure: Senior Legal Appointments increasing reflect the community
that we serve
Who will take this project forward?
Primary responsibilities:
• Solicitor-General – to engage with chief executives and participate as required in
appointment decisions;
Additional responsibilities:
• GLN team – to monitor appointments and ensure GLN participation occurs,
develop mechanisms to promote good representation of underrepresented groups
in the candidate pool, and mechanisms to eliminate unconscious bias and other
distortions from recruitment processes, to help ensure that the best person for
the job is appointed.
Next steps:
• Undertake a review of the current “key positions” by June 2018;
• Communicate with Chief executives regarding senior legal management
appointments;
• Review progress late 2018.
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Cluster D: Developing Legal
Leadership

Project [13]: CLA induction

Objective:
For all new Chief Legal Advisors (including long term acting positions
e.g. >3 months) to be properly inducted and to feel well supported
by the network and their peers as they commence their roles.
Contributions to Grand Challenges:

Description:
Develop a standard induction programme that will be available to all new Chief Legal
Advisors (CLA). The programme will be able to be scaled up or down, depending on the
experience of the CLA (for example, CLAs that are new to the public sector would
receive a much more comprehensive induction).
The programme would be based around a series of briefings by key people in the system,
an identified buddy or buddies, and supporting material. It would include supporting
material on promoting diversity and modelling inclusive leadership.
Success indicators:
•
•
•

Output measure: (2018) induction pack is development and available
Output measure: (From 2018) All new CLAs or long-term (> 3 months) acting
arrangements receive an induction
Outcome measure: (From 2018) Satisfaction levels with induction processes from
new CLAs are measured and exceed 90% across a range of measures

Who will take this project forward?
Primary responsibilities:
•
•
•

GLN team to co-ordinate programme
GLN Board to identify and allocate “buddies” for new CLAs
New Chief Legal Advisors to participate

Next steps:
•

GLN team to finalise package of materials currently under development
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Cluster E: Scoping
Changes in Technology
and Practice Management
Feedback while developing this People
Plan indicated that there were a
number of technology projects that
would free up legal resource to focus on the shift to proactive legal
service delivery.
Technology projects and the improvement of practice management systems sit on the
edge of, or outside, the scope for this plan and its focus on our people.
However, it is clear that the ability to efficiently deliver legal advice will be greatly
enhanced by its effective use, and there is strong enthusiasm to move forward, so there is
value in using the people plan as a hub to co-ordinate the scoping of projects in this area.
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Cluster E: Technology and
Practice Management

Project [14]: Automation - Access to Resources
and Advice

Objective:
To scope out whether or not we should pursue an
automated way of providing legal resources and
advice across government
Contributions to Grand Challenges:

Description:
This project is designed to scope the viability of an automated means of accessing legal
resources and advice and report to the GLN Board on its potential value, cost, and
effectiveness.
This project would enable investment of freed up legal resource onto other priority
projects.
Success indicators:
•

Output measure: Production of scoping report for GLN Board to consider
feasibility of automation of legal resources and advice

Who will take this project forward?
Primary responsibilities:
• Legal leadership and volunteer group to scope service, governance and funding
issues.
Next steps:
•

Form subgroup to undertake this assessment and consider funding implications

43

Cluster E: Technology and
Practice Management

Project [15]: Access to practice management
improvement services

Objective:
To assess the market for practice management improvement
services, to improve the effectiveness of departmental legal operations.
Contributions to Grand Challenges:

Description:
As is common in many professional groups, legal leaders are often professional experts
with little (or no) business training. There are opportunities to provide leaders with
greater support in designing their internal team structures, processes, and systems; to
create consistency in management systems within the GLN; and benefit from economies
of scale where appropriate in accessing legal management tools from the market.
This project would assess the options available to legal managers to engage in practice
management improvement, whether from the private sector or by accessing in-house
skills, and make that available through a central hub. We will also consider
opportunities for syndicated purchasing.
Legal leaders that engage with services or undertake improvement to their practice
management would be asked to share experiences for the benefit of others in the
system.
Success indicators:
•

Output measure: All legal leaders have access to a resource that summarises
tools for practice management, including previous experiences with these tools.

Who will take this project forward?
Primary responsibilities:
• Legal leadership and volunteer group to scope service, governance and funding
issues.
Next steps:
• Form subgroup to undertake this assessment and consider funding implications
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Cluster E: Technology and
Practice Management

Project [16]: Scoping a co-ordinated training
system

Objective:
To assess options for making access to existing training that
is undertaken with the GLN accessible to more GLN members
Contributions to Grand Challenges:

Description:
Agencies within the GLN undertake a significant amount of training in-house every year.
Within some teams are deep pockets of knowledge.
This project will look at opportunities to use technology to distribute existing training
further, for example through:
- Co-ordinated training calendars;
- On-line access to live training sessions or webinars;
- Distribution of recorded training sessions.
Success indicators:
•
•

Output measure: Increase in training hours delivered between departments.
Outcome measure: reduction in overall external training costs

Who will take this project forward?
Primary responsibilities:
• Legal leadership and volunteer group to scope service, governance and funding
issues.
Next steps:
• Form subgroup to undertake this assessment and consider funding implications
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The GLN People Plan falls under Workstream 2 of the Project: Strategy.
This is Version 1.0 of the Plan and is current as at 1 March 2018.

The People Plan will continue to evolve over the coming months and if you have any
questions about the content, or suggestions for new topics, we would love to hear from
you.
You can contact the GLN Team at info@gln.govt.nz
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Contact us: info@gln.govt.nz
Visit us: www.gln.govt.nz
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