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Ngā whāinga | Purpose 

This briefing provides elected members with information to support consideration of the Notice of Motion lodged 

by Cr Davina Smolders and seconded by Cr Rachel Baucke, seeking an independent external review of the 

recruitment and appointment process for the newly expanded Mayor’s Office roles. It outlines: 

• The purpose and functions of the new roles 

• How the roles are being funded 

• The recruitment process undertaken to date 

• How conflicts of interest have been identified and managed 

• Responses to key matters raised in the Notice of Motion 

 

Horopaki | Context 

In late 2025, the Chief Executive approved three new positions to expand the Mayor’s Office to improve 

strategic support, information flow, and coordination across governance and operational functions. The Mayor’s 

Office would comprise three dedicated new positions - Executive Officer, Communications Advisor, and 

Research Analyst - sitting alongside the existing Executive Assistant to the Mayor and Deputy Mayor role and 

reporting to the Chief of Staff.  

The intent of the structure is to: 

• Strengthen strategic capacity for the Mayor and Deputy Mayor 

• Improve consistency and quality of advice 

• Enhance community engagement and communications 

• Support information flow between Council operations and elected members 

This model responds to identified gaps in support capability. 

 

Takohanga | Roles and responsibilities (summary) 

The three new roles are designed to work as an integrated unit, each contributing distinct expertise while 

collectively increasing the Council’s strategic capacity, resilience, and responsiveness. 

Executive Officer 

• Leads the Mayor’s Office, overseeing workflow, priorities, and coordination 

• Ensures high-quality advice and briefing material for the Mayor 

• Manages internal liaison with Democracy Services, Communications, Policy & Planning, and the CE’s 

Office 

Communications Advisor 

• Produces Mayoral communications, speeches, media engagement 

• Supports proactive and reactive communications in alignment with corporate messaging 

Research Analyst 

• Provides research, analysis, and policy scanning to support Mayoral advocacy and strategic initiatives 

• Reduces the need for external consultancy and/or lack of information for the Mayor and Deputy Mayor 

by strengthening in-house capability  

Full job descriptions were included when advertised.  Collectively, the roles are intended to deliver improved 

Council-wide coordination, resilience, and strategic depth in governance support. 
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Pūtea moni | Funding 

Funding for the new roles is being met through: 

• Existing salary underspend across staffing budgets 

• Longer-term offset through reallocation of existing vacant position budget 

Reviewing vacant positions is standard practice and undertaken periodically to determine whether the positions 

are required and/or whether the position functions can be performed through an alternative mechanism. 

 

Taritari | Recruitment process 

• Advertising 

Once the roles had been approved by the Chief Executive, job descriptions confirmed and salary 

ranges determined by external specialist remuneration provider Strategic Pay, the roles were advertised 

from Friday 21 November - Wed 10 December on Seek, FNDC internal job board and Zeil website. 

• Longlisting and Shortlisting 

A longlist and skills matrix were developed by People & Capability for each position. 

Applications and the matrix were shared transparently with the Mayor and Deputy Mayor. 

Shortlisting was undertaken by the interview panel: Mayor, Deputy Mayor, Chief of Staff (noting any 

potential conflicts of interests were managed according to the Conflict of Interest Management section 

below).  

• Interview Process 

Structured interviews were held, with standardised and role-specific questions.  First interview panels 

were made up of at least two people from: Kahika Moko Tepania, Kohepu Chicky Rudkin, Chief of Staff 

Emma Healy.  

Interview notes were recorded for consistency and audit purposes. 

Panel attendance was determined as per conflict of interest management, with the Chief of Staff sitting 

on all interviews 

A second informal interview step was planned before appointments made 

• Selection and Next Steps 

Preferred candidates were identified and notified. 

Pre-employment checks (references, Ministry of Justice checks) are underway. 

The Executive Officer appointment has been finalised, appointments to the Research Analyst and 

Communications Advisor have not been made at the time of writing this briefing.  

 

Conflict of Interest Management 

Conflicts of interest were documented, disclosed, and mitigation steps applied.  

 

Mitigation Actions 

• Interview panel members recused from shortlisting and interviewing for roles where there was an actual 

conflict. 

• Participation allowed in general discussion only where a possible perceived (but not actual) conflict 

existed. 

• Full participation only where no conflict was declared. 

• All declarations and decisions were formally recorded and signed off by the Chief of Staff. 

This approach is consistent with Council’s Conflict of Interest Policy and wider public sector best practice. 

 

Response to Key Notice of Motion Points 

Transparency and Impartiality 

The recruitment process applied structured tools (skills matrices, standardised questions, recorded notes) and 

independent specialist support through the Chief of Staff. Panel composition and recusal protocols ensured 

decisions were made free from undue influence. 
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Merit-Based Selection 

The use of a structured skills matrix, documented interview assessments, and pre-employment checks 

collectively support a merit-based approach. 

Conflict of Interest Management 

The process applied full disclosure, recusal where required, and a formalised participation matrix. 

Alignment with Council Policy and Public Expectations 

Process steps align with People & Capability best practice, Local Government standards for transparency, 

fairness, and defensible appointment decisions and FNDC’s internal Recruitment Policy. 

 

External Review Considerations 

In considering the Notice of Motion, Council should consider: 

Cost 

• Depending on the scope of the external review, approximate costs would be in the region of $3,500 for 

an external People & Capability specialist to undertake a review, which has not been accounted for in 

budgets. Additional indirect costs will be incurred in terms of staff time required to brief the reviewer, 

collate documents and participate in any meetings to clarify process. 

Policy Alignment and Legal Risk 

• As identified in this briefing, the recruitment process has been carried out in accordance with FNDC’s 

internal Recruitment Policy and recognised Local Government standards for transparency, fairness, and 

defensible appointment decisions. Council should assess whether any identified risks are significant 

enough to warrant an external audit, or whether the current level of compliance is sufficient. 

Perception and Public Confidence 

• While the internal process is consistent with best practice, Council may consider how an independent 

review would impact public confidence, and whether there is potential to create a lack of confidence in 

staff processes already followed. This in turn impacts staff morale.  (NB The External Advisory Group 

recruitment for Northland Waters Done Well was led by the FNDC Chief of Staff and externally audited. 

The results of this were shared with the Elected Member Steering Group and only minor suggestions for 

improvement were made, with the review noting ‘Overall, the reviewer’s conclusion is that the 

recruitment and selection process for EAG members was robust and well-structured, and reasonable 

steps were taken to preserve impartiality to the degree possible in the particular context. The process 

can be seen to have adequately met commonly accepted principles of effective recruitment and 

selection...’)  Council should consider whether seeking an external review would appropriately address 

the concerns raised by the public and in the Notice of Motion regarding the creation of these roles, and 

not the process followed as part of standard recruitment practice. 

Timeliness and Impact on Appointments 

• An external review may introduce delays to finalising remaining appointments, potentially impacting 

operational readiness of the Mayor’s Office. Council may wish to consider whether postponing 

appointments aligns with organisational priorities and the Mayor’s support needs. 

 

 

 

 

 

 

 

 


