3.

Does your organisation use ‘BEI’ type interviews for middle/senior
leadership/management interviews?

Yes.
4.

If the answer to the above is ‘no’ how would you describe the type of interviews that
are carried out?

N/A.
5.

Is a representative from HR on the interview panel? (Never/Always/Sometimes?)

Sometimes.
6.

For ‘BEI’ style interviews does each panel member score the candidate and then
these scores are combined to tally up to a grand total score?

Yes.
7.

Could a candidate who scores lower than the top scorer (e.g. came in second) still be
considered the preferred candidate?

Yes. If the top scoring candidate didn’t score competitively in critical areas of criteria, they
may not be considered suitable. Our assessment may be concerned with the total score and
more dependent on scoring highly in the key areas of competence.
8.

What are some of the factors or conditions that might give rise to the above in
question #7 above? (I.e. – team fit, personality, how panel felt about them?) Other
factors?

Included in response to previous question.
9.

Are those in your organisation who do the interviewing trained in the BEI interview
method?

Some leaders are, although some newcomers are yet to receive formal training. Guidance is
provided by a Recruitment Advisor as and when required and new leaders supported with
one-on-one coaching.
10.

Once a candidate has been selected and employed by your organisation do you keep
a record of how long he/she stays with the organisation? (length of tenure)

This is recorded via our HR management system, Success Factors.
11.

Or do you keep records of how that candidate is tracking regards their role? (good
performance appraisals, improvements plans? Unsatisfactory performance?)

We complete annual performance reviews for each employee through our HR system, as
well as regular catch-ups to track progress against performance and development goals.
Goals are often linked to the requirements of their position description. When performance is
becoming unsatisfactory, performance improvement plans may be implemented to support
the employee to lift performance in any particular areas identified.
12.

Have you ever surveyed applicants who have been interviewed as to how they feel
about the BEI interview process? If so, please share these results.

No, we have not to date.
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13.

Does your organisation ever use recruitment firms to source candidates? (I.e. this
approach is sometimes use for specialist positions or senior management type roles)

On occasion, where our recruitment team is at capacity, or where a specialised role calls for
proactive recruitment support.
14.

The candidate pool since Covid – March, 2020. In your view has the pool of
candidates changed or got smaller since March, 2020. Has it taken longer to recruit
for roles or have some roles remained vacant? Have there been other flow on effects
since Covid impacted in March 2020?

The number of applications received has reduced overall, and we have found the market
very competitive. Some candidates have multiple opportunities, and we need to move swiftly
to make offers to those we are interested in. Some roles have required several recruitment
campaigns and shoulder-tapping. Others we have filled successfully in the first round.
I hope this information is helpful. You have the right to seek an investigation and review by
the Ombudsman of this decision. You can contact the Ombudsman on 0800 802 602, or by
email at info@ombudsman.parliament.nz
If you have any further queries, please do not hesitate to contact us via
ministerials@epa.govt.nz
We may publish your request and our response on our website, www.epa.govt.nz. We make
OIA responses available so others can read more about the work we do and the questions
we are asked. Any information that might identify you will be removed to protect your privacy.

Yours sincerely

Kellie Houlton
General Manager, People and Capability
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