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Introduction 

To provide an overview of the annual remuneration and reward 

process. This guide outlines the principles taken into 

consideration when making remuneration decisions to ensure 

DPMC is meeting its goals of supporting consistent high 

performance and offering a career path that is valued by our 

employees. 

This guide should be read in conjunction with the following 

policies and guidelines:  

DPMC Remuneration Policy 
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Our Principles: factors in 

remuneration decisions 

Performance and Talent  

At DPMC, consistent high performance and results are recognised 

and rewarded.  DPMC must also be able to attract and retain the 

right people to realise our vision and deliver our strategic goals.  

These factors are the main considerations in remuneration 

decisions.  The talent management process is based around the 

regular performance and development discussions between you 

and your manager. 

Affordability 

Remuneration decisions must take into consideration DPMC’s 

current funding models and future direction.  As leaders in the 

state sector we must model prudent fiscal practice, and our aim is 

not to lead the employment market.  Our remuneration decisions 

must also be sustainable over time. 

External Job and Remuneration Information 

DPMC’s remuneration approach is intended to maintain relativity 

with private and public sector markets. We aim to offer salaries 

that are competitive with other similar organisations and roles. We 

use Total Remuneration (TR) as our comparison.   
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Information about role sizes and remuneration rates is provided 

by the KornFerry-Hay Group, an independent remuneration 

company.  Roles at DPMC are benchmarked against comparable 

external public sector roles and where possible, similar roles 

across the central agencies. Other external factors considered 

when making remuneration decisions include general market 

remuneration trends where applicable and recruitment activity.  

Refer to “Setting Benchmarks” information below for more details. 

Internal Relativity of Roles 

Fairness and relativity across the Department is important. 

Recognising the responsibility, complexity and outcomes of roles 

across the Department helps to ensure relativity. This cannot be 

achieved solely through external job and remuneration 

information. 

Government Principles for Remuneration 

The Government has released a series of principles that public 

sector agencies are expected to consider within their 

remuneration strategy.  These include: 

- Lifting lower wages 

- Reducing the gender pay gap  

Lifting lower wages 

In 2018 DPMC made a change to the lowest four grades, using a 

broadband to create two new grades.  The bottom of these grades 

is aligned to be above the living wage.   
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Gender Pay Gap 

The Gender Pay Gap (GPG) at DPMC was 10.2%1 after the 2018 

remuneration review.  Executive Leadership Team (ELT) analyse 

the remuneration data during the moderation to ensure no 

anomalies occur in like-for-like roles.  Our aim is to reduce our GPG 

year on year, noting that the measure is a ‘snapshot’ of our people 

at a given time, and may change based on a small number of roles. 

On appointment HR checks recent appointments (at that level) to 

ensure remuneration offers are not creating GPG anomalies. 

Flexibility and Transparency 

An element of flexibility exists to attract and retain the right people, 

while working within the Remuneration Policy and without 

compromising our principles.  Our need to be flexible to recruit or 

retain people is balanced with the needs of the Department. 

Transparency and consistency are important and staff will be 

advised of the pay grade aligned to their role.  Refer to “Who 

makes remuneration decisions” for clarity on where 

responsibilities lie.  Many factors are considered with regard to 

remuneration decisions as outlined above i.e. performance, 

affordability, external and internal relativity of roles along with 

government expectations.  During the annual remuneration cycle 

a formal moderation process occurs with various checkpoints 

through managers, business units and ELT. 

                                                           

1
 After the 2018 Remuneration Review process, DPMC commissioned NZIER to do an independent analysis of 

the gender pay gap. This work found no statistically significant gender difference in the current level of 

remuneration. Pay grades and position in these grades determined the majority of the difference in pay rates 

between individuals. 

 

Rele
as

ed
 un

de
r th

e O
ffic

ial
 In

for
mati

on
 Act 

19
82



Rele
as

ed
 un

de
r th

e O
ffic

ial
 In

for
mati

on
 Act 

19
82



8 

 

Benefits of working for DPMC 

People want to work for DPMC for many reasons. Often people align their 

values and beliefs with the organisation they join.  In addition, the 

branding or reputation of the organisation draws them to apply for a role. 

What motivates individuals to join or stay is not always driven just by 

remuneration. DPMC’s value proposition for employees include: 

 Competitive salaries  

 Commitment to investing in their personal and professional 

development 

 The work DPMC is involved in that is advancing an ambitious, resilient, 

well governed New Zealand 

 Potential to work on project based assignments, offering additional 

variety and challenge 

 Interaction with, and opportunities to influence decision makers 

 Flexible working arrangements 

 Innovative performance management practices that focus on the 

individual and supporting them to thrive and grow. Refer to 

Performance, Development and Growth Policy for more information.  

 Four weeks annual leave along with five paid departmental days taken 

over the Christmas break 

 10 days sick leave, increasing to 15 days after two years’ service 

 Long service leave  

 Recognition of exceptional achievement  

 Access to discounted Southern Cross Healthcare rates  

 Ability to access additional leave provisions 

 Annual reimbursement of wellbeing costs, including vision care 

(glasses etc.) subsidy 
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 Support for those who incur expenses in caring for dependents when 

working above and beyond and when travelling  

 Parental Leave ex-gratia payments  

 Employee Assistance Programme (EAP) through Vitae 

 A proactive Culture & Engagement calendar 
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Annual remuneration review process 

All permanent DPMC staff are entitled to an annual review of their 

remuneration.  This is set out in your individual employment 

agreement. Remuneration decisions during the annual review are 

based on DPMC’s remuneration principles, with employees 

meeting DPMC’s Performance Expectations (results, behaviours 

and development) being a critical decision driver. Refer to 

“Assessing Performance” information below for more details. 

Key steps in process 

 Setting benchmarks 

 Assessing performance 

 Managers make recommendations 

 Moderation process to check for consistency 

 Decisions finalised and communicated 

Eligibility  

You must meet the following criteria to be eligible for a review:  

 You are a permanent employee 

 You are currently employed and have not resigned as at 

30 June 2019 

 You have worked for at least six months in the performance 

year 

Employees seconded to other agencies who met the above criteria 

will also be eligible. 

Fixed term employees are not eligible for a remuneration review.  

This is contrary to DPMC Remuneration Policy.  However DPMC 

wants to ensure that those on fixed term agreements are treated 
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fairly.  Remuneration changes for this group of staff should be made 

if agreements are extended or varied.  Fixed term agreements that 

are for longer than two years will have a review process included in 

their agreement.  If this is not the case, please discuss this with HR.   

Setting benchmarks 

All roles in DPMC are sized and placed in a grade based on the 

expectations, responsibilities and tasks of a role.  To ensure 

consistency and transparency we work with an independent 

remuneration company KornFerry-Hay Group, using their system 

to evaluate, size and map roles. 

Each remuneration grade is benchmarked against data from the 

external job market to indicate the salary range appropriate for 

roles in that grade.  DPMC currently benchmarks remuneration to 

the ‘average public sector total remuneration midpoint’ for all 

roles.  

On appointment people are placed on a minimum of 85% of the 

grade their role is situated in.  The range for any grade is 85% to 

115%.  Where people sit (in the grade) is expressed as a percentage 

of that remuneration grade based on their Total Remuneration 

(which includes base salary, employer superannuation contribution 

and other benefits if applicable). 

During the annual remuneration review process the latest external 

market data is evaluated for each remuneration grade; however, 

this does not necessarily mean that the data will change on an 

annual basis. 

For 2019-2020 the grades will be moved 1.72%, with adjustment 

ranging from 0.00% to 3.10%. 
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Assessing performance  

Performance is one of the eligibility criteria that must be met to be 

considered for a remuneration review i.e. is the individual meeting 

the DPMC Performance Expectations?  In other words, do they 

deliver consistent results, behave in accordance with DPMC 

values and seek to actively develop their skills and experience as 

expected given the individual’s role and experience? 

The DPMC Performance, Development and Growth Policy and 

Performance Expectations provide guidance to understand how to 

identify when an individual is meeting the DPMC performance 

expectations. The framework is intended to be used when setting 

and assessing performance, development and behavioural goals 

and to guide performance conversations. 

Managers make recommendations 

Taking the KornFerry-Hay market data, our remuneration 

principles, an individual’s performance, position in range (PIR) and 

current remuneration into consideration, a manager will propose 

remuneration increase recommendations for their team.  

Increases need to be affordable within the annual remuneration 

budget. Any changes need to come within the overall budget. 

Consideration is given to whether a person is currently sitting in 

the right part of the pay grade for their role according to their 

performance and experience.  Position in range is also reviewed 

to ensure there is no obvious bias based on gender.  Getting to the 

desired position in a grade is based on sustained performance 

levels over a number of years (not just one-off achievements). 

In most circumstances, it would be expected that: 

 Individuals new in a role would be between 85-95% 

position in range 
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 Individuals consistently demonstrating DPMC 

performance expectations of the role should be moving 

up the range over time 

Applying the remuneration matrix 

We use a matrix to provide guidance to managers making 

remuneration decisions.  A matrix is modelled using current 

market data and position in range information.  The exception to 

this is the Policy Advisory Group, where there is flexibility on 

remuneration outcomes using performance, the agreed 

remuneration principles and budget. 

One-off payments 

DPMC uses one-off payments to recognise exceptional 

achievement and contribution, over and above the ongoing 

requirements for the role.  Recommendations are guided by the 

following criteria: 

 the achievement should be exceptional for what we would 

expect from someone who is at their remuneration level, 

given their experience and role 

 the achievement is not being recognised in any other way 

(e.g. a remuneration increase) 

One-off payments should be made as close as practicable to the 

actions or performance for which the payment recognises. 

Checking for consistency  

Business group managers moderate the proposed outcomes to 

ensure consistency within each group.  ELT then discusses those 

recommendations from managers and takes an overall DPMC 

perspective (in line with agreed principles and budget) before final 

sign off is made by the Chief Executive. 
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What information will I receive? 

Your annual remuneration review outcome letter will include the 

following details: 

 Confirmation on demonstrating DPMC performance 

expectations(unless not applicable)  

 Your new total remuneration 

 The grade your position falls within 

 The midpoint of the remuneration grade for your position and 

your position within that grade 

 The $ amount approved and/or the $ amount for a one-off 

recognition payment (if applicable) 

 Details of when you will receive your increase (if applicable) 

which is backdated to 1 July  
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Frequently asked questions  

How is remuneration determined when hiring someone 

new? 

Managers work with HR to help determine a remuneration 

recommendation for a new employee based on DPMC’s 

remuneration and reward policy and principles.  

The benchmark for the role and the experience, skills and 

qualifications of the individual are taken into consideration to 

determine a total remuneration package.  Consideration is also given 

to relativity with other recent appointments in the same grades/ 

roles to ensure no GPG anomalies. 

New employees can expect to be appointed no lower than 85% of 

the grade. 

When is the annual remuneration review process? 

At the end of the financial year the annual remuneration review 

process is undertaken, usually in July. 

A timetable is sent to managers each year outlining specific dates 

and actions required for the remuneration round.  General steps are 

as follows: 
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