
 
 

 

PEOPLE CULTURE AND WELLBEING ROADSHOW FEEDBACK 

 

Te Pūkenga has a once in a generation opportunity to create a new and re-imagined 

educational ecosystem. The feedback from the Roadshow sessions has the potential 

to help shape the People Culture and Wellbeing Strategy to meet the requirements of 

the Te Pūkenga Charter, and for Te Pūkenga to become an exemplary employer. It is 

vital that this feedback is both listened to and acted upon. In the past, kaimahi have 

often been asked for their input only to discover that it was ignored in favour of 

changes that were predetermined and often poorly thought out and executed. 

 

Te Pūkenga leadership must create the environment that supports the wellbeing and 

empowerment of kaimahi. TEU members have clearly indicated that they value fair 

pay, fulfilling work, a healthy work/life balance, meaningful professional development 

opportunities that facilitate lifelong learning, amongst many other things. At the same 

time, there are mixed feelings about staff recognition which is an issue that requires 

further conversation. This is only part of the picture, and what follows is a distillation 

of feedback collected in the TEU member-only meetings held in conjunction with the 

Te Pūkenga Roadshow sessions. These meetings provided a space for TEU members 

to voice direct feedback regarding the perspectives on ‘people, culture, and wellbeing’ 

at Te Pūkenga. It is important to note that some kaimahi felt unable to voice such 

feedback in the Roadshow spaces due to feeling that they were under scrutiny by their 

subsidiary’s management and HR personnel. It is our view that combining the feedback 

outlined in this document with what was directly heard by Te Pūkenga throughout the 

Roadshow will enable real changes to be affected. 

 

WORKLOAD ISSUES 
 

Te Pūkenga will be a great place to work when workloads are manageable. Fair, safe, 

transparent, equitable workloads will contribute to the wellbeing of all kaimahi. For Te 

Pūkenga to succeed, it is essential that all kaimahi are provided with stable and secure 

workplaces where they can grow and develop. A fair and consistent approach to 

workloads is a part of this process. Outlined below are a range of factors that have 

contributed to overwork and stress across the network. 

 

Administration Work 

▪ Administration kaimahi feel incredibly overloaded with the increase in ‘busy’ work, 

with unnecessary audit and compliance tasks. 

▪ With a sinking lid policy, the tasks and responsibilities do not diminish but are 

added to the burden of existing kaimahi. 

▪ We need support kaimahi to be locally based and understand the region. 

▪ There needs to be a reduction in the administration tasks undertaken by kaiako 

as they need and want to focus their energy on teaching and ākonga not 

administration. 

▪ As part of managing wellbeing kaimahi need to be wholly present during whānau 

time when at home, not completing administration tasks because they do not 

have time to do this during work time. 



   
 

 
2 

 

 

Administration Work Recommendations 

1 Undertake an administration audit to identify what are crucial administration 

tasks, reduce unnecessary ‘busy’ tasks, and automate others using more effective 

SMS processes. 

2 Use a co-design approach for an in-depth investigation to establish effective 

workload models for kaimahi. 

3 Establish a strong administration team to support operations. 

 

Chronic Understaffing Feedback 

▪ A significant number of academic resignations has resulted in the responsibilities 

being imposed on other kaiako, on top of existing high workloads, and 

substantially increasing teaching and administration loads. 

▪ Kaiako are forced to carry this extra load as it is implied there is no alternative. 

The implied threat of job loss if you don’t pick up extra work, or alternatively 

made to feel guilty that ākonga are missing out. 

▪ Focus of the institutions is on ākonga learning, to the detriment of kaimahi 

wellbeing and ‘good’ teaching practice. 

▪ There is no plan or strategy in place for providing cover/relief and many kaimahi 

are putting their own health and wellbeing at risk (as well as their families’) 

because of the huge increase in workload. 

▪ Kaimahi are so busy doing the work of more than one person, they don’t have the 

time or support to do the creative and innovative activities they used to do. 

▪ Kaimahi are too overloaded to participate in consultation and even when they 

want to be involved, they are declined time release by managers. 

▪ The ākonga body is presenting with more complex mental health, disability, and 

high ākonga needs which are not currently addressed in workloads/workload 

allocation. 

▪ Not able to maintain a skilled workforce due to ākonga numbers – cannot upskill 

while carrying the extra load of understaffing. 

 

Understaffing Recommendations  

1 Audit the kaiako:administration and kaiako:ākonga staffing ratios as an initial step 

toward addressing imbalances. 

2 Immediately replace kaimahi who have resigned, to ensure capability and capacity 

are retained/maintained. 

3 Employ more literacy and numeracy specialists. 

4 Reduce high workloads by increasing kaimahi in order to create capacity for 

cover. 

 

Workload Planning Feedback 

References to going “over and above” and “time off for over and above,” as in the 

heading on one of the Roadshow boards, is of concern. We are aware of many kaimahi 

in the sector who regularly go over and above. With the ever-increasing workloads and 

kaimahi leaving the uncertainty of the sector for higher paid positions in industry and 

other tertiary providers, there is a real danger of this becoming an accepted norm. 
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Doing a job well is being seen as somehow not enough when colleagues are regularly 

going “over and above.” 

 

The expectations created by Te Pūkenga pertaining to unique learning plans for all 

ākonga with a potential 24/7 learning environment means that these pressures are 

going to increase. The potential for creating an unsafe working environment for 

kaimahi in Te Pūkenga is significant. 

 

▪ Workload planning needs to be conducted within a high trust environment. 

▪ Workload planning needs to be a holistic process including career and capability 

development, kaimahi training, professional development, and progression. 

▪ Workloads need to be reasonable, safe, equitable, fair, and transparent, provide 

autonomy, and acknowledge all aspects of the academic role including the 

significant administration add-ons. 

▪ Time and support required to develop and/or strengthen supportive, 

collaborative industry and community relationships. 

▪ Workloads need to allow for kaimahi training (paid) time release for areas such as 

cultural competency, disability confidence, complex ākonga issues, health, and 

safety. 

▪ Kaimahi want reasonable, safe, and equitable workloads as per the provisions in 

our CAs – we are so understaffed cannot do the great job we used to do. 

▪ Kaimahi workloads are currently unsustainable. 

 

Workload Model Recommendations 

1 Explore successful existing models that can be reviewed by group of end users. 

2 Address the kaimahi:ākonga ratio to both acknowledge the diversity of the 

ākonga body and the complexity of some teaching areas, the adaptation of 

unified programmes, increased administration loads, increased time for 

communications within ako frameworks. 

3 Remove any/all performance pay approaches in the sector. 

 

WORKING CONDITIONS 
 

The working conditions of kaimahi are the learning conditions of ākonga. For Te 

Pūkenga to thrive it needs to establish a high-trust environment with a positive culture 

and all kaimahi to be provided with a safe working environment. 

 

Health and Safety Training  

▪ Basic or introductory health and safety training should be available for all kaimahi 

– particularly around how to report incidents, accidents, near misses (etc.). 

▪ Initial health and safety representatives training as per the Health and Safety at 

Work Act 2015 is available, but health and safety representatives are not always 

given time off to attend. 

▪ Our training environment is often a business – e.g., hairdressing, all kaimahi need 

to be involved in health and safety training, not only managers. 

 

Health and Safety Training Recommendations 
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1 Resource and support introductory health and safety training for all kaimahi, as 

part of regular Kaimahi Training Programme. 

2 Negotiate a Worker Engagement, Participation and Representation Agreement 

outlining HSR functions, Workgroups, Training Providers as soon as possible. 

 

Mentoring/Induction Process 

▪ Every new kaimahi member needs an understanding of teaching adults. 

▪ I had taught before which gave me some transferable skills, but I would have 

appreciated some upskilling in teaching adults. 

▪ Need better induction and mentoring processes for new kaimahi in all areas. 

▪ Thrown into classroom without any teaching training or support – told ask if need 

help. 

 

Mentoring/Induction Recommendations 

1 New kaiako members given Adult Teacher Training and appropriate time to 

complete within the first 12 months of their appointment. 

2 All new kaimahi members assigned a mentor – timeframes will depend on previous 

experience – mentor given time release to do this in a meaningful way. 

3 Standardised induction process so that all new kaimahi receive correct information 

– this could be a co-design project – and should include a mandatory space for 

union information. 

4 Induction process should include a ‘Welcome to Te Pūkenga’ pack which sets out 

the objectives of the Charter and the goals of Te Pūkenga, and how these will be 

achieved. 

 

Wellbeing Strategy 

▪ We have values in this organisation up on walls (etc.) but not practised. 

▪ Wellbeing – we need to ensure our teaching break periods are aligned with 

primary/secondary schools, both for our ākonga and kaimahi. 

▪ We need a change in culture – kaimahi need to feel valued, respected, trusted by 

the employer. 

 

Wellbeing Recommendations 

1 A change in the way workloads are planned and managed. 

2 A change in management culture to one of empathetic leadership. 

 

Kaimahi Training and Professional Development 

▪ Professional Development – open and fair processes, able to ‘bank’ time and 

money. 

▪ Support and encourage professional development for all kaimahi. 

▪ Remote regions need additional professional development resourcing for travel 

and accommodation. 

▪ What does disability confident look like? Need to develop during work time – not 

lunch time. 

▪ How will kaimahi be supported to become culturally competent? 

 

Kaimahi Training and Professional Development Recommendations 
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1 Acknowledge and clearly state the difference between kaimahi training and 

professional development in policy documents – whereas kaimahi training is paid 

for by the employer in the direct interests of advancing the needs of the 

organisation, professional development is about the needs of individual kaimahi. 

2 Instil a ‘mantra’ within Te Pūkenga that kaimahi working conditions should be 

conducive to lifelong learning. 

3 An annual calendar of kaimahi training available, cognisant of academic 

workloads. 

4 Providing opportunity for kaimahi to share their knowledge and skills. 

5 Resourcing and supporting industry upskilling. 

 

Ākonga  

▪ Increasing diversity of ākonga who front with a range of mental health issues – 

how will kaimahi be supported to support these ākonga? 

▪ Many ākonga enrol with low levels of literacy and numeracy – they need support 

in and outside the classroom. 

▪ How do we provide access and support for the range of disabled ākonga? 

▪ Need to be consulted about the IT platforms for ākonga learning; do not want 

iQualify – it is not ākonga friendly. 

▪ Need access to a greater range of programmes especially in the regions. 

 

Ākonga Recommendations 

1 Discuss support strategies with those who work/teach/live in the pastoral care 

and ākonga support space. 

2 Support and resource greater range of regional programmes. 

 

MANAGEMENT ISSUES 
 

Kaiako and support kaimahi are the face and driving force of Te Pūkenga and need to 

be involved in the decision-making that directly impacts on their work. The current 

multiple layers of management with outdated management styles have not provided 

a safe and healthy work environment to date. For many, some of the current 

management practices make their work life unpleasant, unfulfilling, and often 

unbearable – consequently, valued kaimahi are leaving. We need empathetic and 

supportive leaders (not micro managers) who understand academia and practice the 

human-centred and socially transformational purpose of tertiary education.  

 

Management Issues Feedback 

▪ If we want to change the culture, then we need to change the management. 

▪ The managerialism approach has not created or supported a thriving and 

innovative culture. 

▪ We cannot present alternative viewpoints to management and be listened to 

and/or respected. 

▪ We are losing so many great tutors – they will never come back, because of the 

way they have been treated by management. 

▪ Management by distance does not work – how will Te Pūkenga manage that? 
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▪ Stop promoting kaimahi into management roles when they have zero experience 

or credibility in area of responsibility. Often as temporary measure but never gets 

addressed. 

▪ Need supportive, trustworthy, flexible, compassionate, available leaders 

▪ I want to feel proud of and supported by Te Pūkenga. 

 

Management Recommendations 

1 A well-being strategy would need to include (re)training for managers, with focus 

on anti-harassment, anti-bullying, and developing high trust workplaces. 

2 A culture of leadership would require training for some, and opportunities for 

professional development for others to ensure mana at work is empowered. 

3 Focus of all Te Pūkenga does, including management decisions, needs to be on 

improving the working conditions of kaimahi as that will have a direct, positive 

impact on teaching and learning conditions and by extension tauira outcomes. 

4 That current levels of management need to be reduced. 

 

GENERAL ROADSHOW FEEDBACK 
 

On several sites kaimahi did not feel safe to provide feedback with the number of HR 

personnel watching – they felt under surveillance, especially in some of the smaller 

rooms/campus sites. Others did not feel there was any point in contributing, as no one 

listens to kaimahi or values their input. Many kaiako had teaching commitments and 

unable to attend. 

 

Kaimahi Concerns 

▪ Where is wellness; where is health and safety? 

▪ Where is the commitment to sustainability? 

▪ When are we going to receive some concrete information about what is 

happening with the organisational structure? 

▪ Only allied kaimahi at forums now, academic voice not there as too busy teaching 

▪ There has been a change in attitude since initial feedback forums first started; at 

the beginning kaimahi were enthusiastic but this has now waned due to lack of 

comms, continued shoulder tapping of steering/working group members, and 

tight hold on information 

▪ As regional ITP feel we are missed out in the advertising, the communications 

▪ We need local allied kaimahi to be problem solvers, operate and manage IT issues 

 

Recommendations 

1 Future workshops have designated spaces and/or times for different groups of 

kaimahi to participate in, longer lead in time so can plan to attend – organise 

teaching (etc.). 

2 Interim Kaimahi Advisory Committee should have bona fide kaimahi not 

managers. 

3 Kaiako and general kaimahi voices need to be included on Council and all working 

and steering groups. 


