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Management and Staff

Our Management structure

The mayor and councillors employ and 
delegate the management and delivery  
of Council services to the chief executive.

The chief executive has the delegated authority to manage Wellington City Council 

under approved annual and long term plans, legislation, policies and guidelines. 

The chief executive is responsible for the efficient and effective implementation of 

the Council’s decisions within agreed parameters. The chief executive employs the 

Council’s 1,500+ staff to help with these responsibilities.

The chief executive is responsible for providing the mayor and councillors with 

independent and impartial advice. All advice is tested amongst council staff and 

reviewed by management board (see below) to ensure all realistic options have 

been considered and any risks have been identified and assessed before the advice 

is presented to the mayor and councillors for further consideration and decision. 

The chief executive is also responsible for ensuring the Council has effective  

systems to monitor financial and service level performance and recommend  

changes where appropriate.

The chief executive’s performance  
is monitored by the Council’s Performance 
Review Committee.

The committee is chaired by the mayor and includes four councillors. The Committee 

meets regularly to review the chief executive’s performance. Garry Poole is in his 

12th year as chief executive of Wellington City Council. See the notes to the financial 

statements on page 159 for details of the chief executive’s remuneration package.

A management board supports the chief 
executive in leading our staff.

The management board is made up of the chief executive and nine directors. The 

board’s structure reflects the full breadth of council activities. This ensures that all 

points of view are considered before advice is given and operational decisions made.

The following table shows the management board structure as at 30 June 2009.

MAYOR AND COUNCILLORS

Garry Poole 
CHIEF EXECUTIVE

Teena
Pennington

Director Strategy

•	 �Planning, 
Performance and 
Research

•	 �Policy

•	 �Strategy

•	 �City Planning

•	 �Urban Design  
and heritage

Neil Cherry
Chief Financial

Officer

•	 �Procurement

•	 �Finance

•	 �Council Controlled 
Organisations

Karen Wallace*
Chief Operating

Officer

•	 �Human resources

•	 �Knowledge 

Solutions (IT)

•	 �Project 

Management Office

Sally Dossor
General Counsel

•	 �Democratic Services

•	 �Issues  
Resolution Office

•	 �Risk Assurance

•	 �Legal Services

•	 �Mayor’s Office

Greg Orchard
Director Property,

Consents and
Licensing

•	 �Property

•	 �Housing  
Upgrade Project

•	 �City Housing

•	 �Specialist Advice 
and Compliance

•	 �Local Area Planning

•	 �Building, Consents  
and Licensing

•	 �Public Health

Stavros Michael
Director

Infrastructure

•	 �CityOperations

•	 �WEMO (emergency 
management)

•	 �Transport Planning 
and Assets

•	 �Transport Networks

•	 �Infrastructure 
Planning

•	 �Parking

Wendy Walker
Director Citizen

Engagement

•	 �External 
communications 
and marketing

•	 �City communities

•	 �City safety

•	 �Publication  
and design

•	 �Treaty relations

•	 �Grants

•	 �Contact Centre

•	 �Libraries

Derek Fry
Director City
Services and

Events

•	 �Convention Centre

•	 �Parks and Gardens

•	 �City Arts

•	 �Open Space  
and Recreation 
Planning

•	 �Sport and 
Recreation 
Engagement

•	 �Recreation Projects

•	 �City Events

•	 �Recreation 
Wellington

George Skimming
Director special projects

*	 David McLachlan became acting Chief Operating Officer on 2 March 2009.

Engaging Citizens

Strategy, Policy/
Planning and 
monitoring

Performance

Enabling the Business to Deliver Service Delivery
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Our role

The skills required to manage the city  
are enormously varied.

The Council is one of the city’s largest employers: from policy advisers and planners  

to park rangers and engineers, map makers and dog handlers, life guards, zookeepers  

and accountants – the skills required to deliver on our role are many and diverse. 

The interests of our staff don’t end with their professional role at Council – we’re also 

parents and sportspeople and budding artists. We’re all part of the wider community, 

which keeps us motivated – it makes us work together to improve the quality of life  

for all Wellingtonians.

Our services depend on a wide range  
of people working together.

Take the many events that the city offers. Each involves extensive planning and preparation. 

In addition to bringing the performers and volunteers together, there’s a venue, funding 

and sponsorship to secure. There’s advertising, catering contracts, sound and lighting 

equipment to arrange and many other things that go on behind the scenes. On occasions 

there are road closures and parking to manage, even building consents to be issued for 

temporary structures. And there’s always the clean-up. All this can’t be done by one person 

– it’s often our staff from across the organisation that provide or facilitate these services.

This requires a common understanding  
of what the organisation aims to achieve.

We aim to build a strong culture in the organisation. Our foundation values of integrity  

and respect provide the platform on which we conduct our business. They are integral  

to the way that we interact both internally and in our dealings with the community.  

We want staff to be respected in the community and proud to work at the Council.

We also encourage our staff to demonstrate the personal values of commitment, 

competence, and confidence. Our organisational values of working together, aiming high, 

delivering what’s right, encouraging fresh thinking, and acting with integrity and respect, 

are about us playing our part to deliver the elected Council’s vision for the city. 

We’re public servants – we work for the 
community – as such it’s critical that we  
maintain our integrity and impartiality. 

Our staff commit to a Code of Conduct which describes the standard of behaviour expected 

of them. It highlights best practices in relation to communications with elected members, 

participation in public bodies, and handling electronic media and information.

Our staff must also observe the principle of political neutrality and avoid conflicts  

of interest in all official dealings. The code outlines steps for addressing any potential 

conflicts before they arise.
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Valuing our staff

To achieve the best results we can for 
Wellington, we need the best people involved.

The Council is a large employer, with 1,084 full-time staff and 471 part-time  

staff. The workforce is multicultural and evenly split between genders. 

The Wellington City Council has experienced a decrease in staff turnover from  

27% in June 2008 to 23% in June 2009. The current climate of economic 

uncertainty as well as efforts to decrease turnover through workforce initiatives  

has contributed to this positive trend.

2004/05 2005/06 2006/07 2007/08 2008/09

New staff 192 204 340 451 612

Resignations 201 273 297 428 622
Total staff numbers 1,426 1,443 1,487 1,558 1,555
Total staff turnover 14% 19% 20% 27% 23%

Investing in our staff is critical to our success. 

To help staff reach their potential we encourage ongoing learning and development. 

We do this by ensuring training is available for individuals and business units. 

Learning and development is linked to our goals and priorities and development 

opportunities are regularly reviewed and improved to meet individual, team and 

the organisation’s needs. 

Leadership development is also a key focus. Our practice is not to wait for leaders  

to appear, but identify leadership potential and develop these individuals.

We are also an accredited member of the Investors in People (IIP) standard  

– an international standard for people management and development.

To help staff reach their potential we also 
encourage balanced, healthy lifestyles.

We support staff leisure and recreational activities such as dragon boating,  

netball, soccer and basketball. These activities help to promote health and 

wellbeing, keep morale high, and foster good relationships and communication 

between Council business units.

We also support staff social groups and activities. These have high levels of 

participation from across the organisation – more than 500 staff take part in Council 

social activities every year. These range from informal social get-togethers to more 

formal meetings and discussion. Groups include the Maori staff network (whanau 

group), a dance club, the staff club and a gay and lesbian network.

We also provide staff training in Maori 
language and tikanga (traditions).

Training is also provided in cultural awareness to enhance our capacity to  

deliver effective services for Maori and make informed decisions on issues  

which affect Maori. This includes a customised course for the migrant and  

refugee work experience group.

We provide equal employment opportunities 
to ensure that everyone has the same chance 
to share in the success of the organisation.

Equal employment opportunities ensure that everyone has the same chance to 

share in the success of the organisation. It ensures that the workforce is diverse, 

flexible, skilled, in touch with the needs of Wellington’s people, and able to provide 

quality service. In 2008/09 we maintained our membership of the EEO Trust and the 

Employers Group and participated in the Critical Issues survey – this was in lieu of 

the bi-annual diversity survey.

WORKFORCE COMPOSITION BY ETHNICITY

WORKFORCE COMPOSITION BY GENDER

		  2008/09

	 European	 63%

	 Other	 19%

	 Maori	 7%

	 Pacific	 4%

	 Asian	 6%

		  2008/09

	 Female	 51%

	 MALE	 49%
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As part of our commitment, we provided work 
experience for refugees and migrants who had 
been unable to find work.

The Wellington City Council’s Migrant and Refugee Work experience programme is in its 

fourth successful year in 2009, and has resulted in 32 jobs to date. Run in conjunction with 

Work and Income New Zealand and the Ministry of Social Development, the programme 

provides work experience for migrants and refugees. The programme has enhanced 

our organisation by creating a positive work environment, given us greater community 

engagement and allowed us to better understand and prepare for a more diverse workforce 

in the future.

Health and Safety

We foster a work culture that is safety-conscious 
and complies with the Health and Safety in 
Employment Act. 

We have an occupational health and safety team who work with staff and managers 

providing advice and guidance on occupational health and safety work-related issues; 

including workplace hazards, incident and injury management, health monitoring, early 

intervention and early reporting. 

During 2008/09, 40 more staff were trained as health and safety representatives. Health 

and safety training is tailored according to the type of work undertaken by the individual  

or business unit. To better prepare frontline staff, we are also delivering an in-house 

training programme for staff to effectively deal with crisis situations. 

We are currently reviewing our health and safety practices throughout the organisation to 

provide assurance that our practices necessary to prevent injury in the workplace are being 

applied consistently across the organisation. The review will look at safety risks relating to 

plant and machinery, the systems we have in place to assess and manage risks, and how 

we can improve health and safety through leadership, values, culture and behaviour.

We’re an accredited employer under the  
Accident Compensation Corporation  
(ACC) Partnership Programme.

This programme allows eligible employers to take full responsibility for the rehabilitation  

of any employee who suffers a workplace injury. Employers in the programme are 

effectively agreeing to act on behalf of ACC in their own workplace. In each of the eight  

years we have been in the programme we have been able to provide injured employees 

with a comprehensive rehabilitation programme that meets the requirements of the 

Partnership Programme. Our workplace safety and injury management systems are  

audited every year by ACC.
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Council activities are subject to both internal  
and external audit.

Our risk assurance team works to ensure that risk management and internal control  

systems are soundly based and operate effectively. The director of this team reports  

directly to the chief executive.

The Council’s Audit and Risk Management Subcommittee is responsible for reviewing  

the adequacy of our financial management and reporting, internal control systems,  

risk management processes and compliance with legislative requirements. The 

subcommittee is made up of four elected members and two external members.  

It meets quarterly and receives reports from the risk assurance team and the Council’s 

external auditors. It questions officers about any issues that have  

been raised in those reports and the measures taken to address them. 

HAndling complaints

We are committed to listening to residents’ concerns.

Complaints are received by staff in our telephone call centre, investigated  

and then resolved. The majority of enquiries are dealt with this way. 

If someone is dissatisfied with our response to 
a complaint, it can be considered by our Issues 
Resolution Office.

The office acts as a last port of call for people who feel their enquiry or complaint about 

Council services has not been resolved to their satisfaction. Although the investigating staff 

in the Issues Resolutions Office are employees of the Council, their role is independent of 

any department. This makes the complaint process as objective as it can possibly be.

DELEGATIONS and controls 

Authority to act and commit funding is 
delegated to the most appropriate level  
in the organisation.

Each person making a decision or committing funds is accountable for  

his or her actions.

Our policies governing delegated decision-making are described in a Delegations 

Manual/Standard.

A Delegations Schedule describes the limits of delegated authority in detail  

for each of the eight levels of authority in the organisation.

And the Delegations Register – which is required under legislation – lists Council 

officers and their individual levels of delegated authority. It consists of a file  

of signed delegation of authority letters and any other signed authorisation  

to individual officers. 

To ensure the details are kept current, the register is reviewed and updated regularly 

as people join and leave the organisation. Delegations are automatically revoked 

when people leave or change their position. 

A financial management information system  
is used to monitor spending decisions.

Under this system, all transactions can be accounted for and allocated  

to a cost centre. The system automatically refers transactions, i.e. purchase  

orders, to someone with the appropriate cost centre/delegation level for approval 

and authorisation.

Our risk assurance team works to ensure that risk management and internal  
control systems are soundly based and operate effectively. The director of this  
team reports directly to the chief executive.
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During 2008/09, the office received  
120 complaints from the public.

These complaints covered a range of issues such as building and resource consents, parking 

tickets, dog control, rates billing, and maintenance of footpaths, streetlights, road signs, 

drains and other infrastructure. In some cases the complexity of complaints has increased 

from previous years.

Of the 120 complaints, a number related to insufficient information being provided or 

inconsistent and delayed communication.

In 2007/08, the office received 98 complaints. 

The office also dealt with complaints to the 
Privacy Commissioner and the Ombudsman.

The Issues Resolution Office received 357 formal requests for information under the Local 

Government Official Information and Meetings Act and the Privacy Act. A total of ten cases 

were referred to the Office of the Ombudsmen. Eight cases were about the Council withholding 

official information and two related to process or a decision reached by the Council. Four 

of these cases have been resolved by providing further information, in two cases it was 

reasonable to withhold information or the information provided was complete. Four are still 

awaiting a decision. There was also one case referred to the Privacy Commissioner which found 

in favour of the Council.




