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The State Services Commission has been disclosing chief executive (CE) remuneration since 
1998 for Public Service departments, tertiary education institutions (TEIs) and District Health 
Boards (DHBs), with other Crown entities added in 2010.
The annual disclosure provides transparency for the taxpaying public around the levels of 
remuneration received by CEs.
Every year the disclosure of the remuneration received by CEs in the State Services  attracts 
considerable media attention and public concern about the level of remuneration. 
In recent years, this concern has been growing. The issue for the public and media is rightly 
around the sense of value for money and the gap between wages and the pay of CEs. 
I share that concern about the upward trajectory of remuneration, particularly in some Crown 
entities. The remuneration received by the highest paid Crown entity CEs is too high.
It is time to change the way chief executive remuneration is set and managed. 
There are important guiding principles that underpin the role and function of the State sector which 
are relevant to chief executive remuneration. One of those principles is the spirit of service, a duty 
to act responsibly in the public interest and to be a good trustee of public resources, including 
remuneration. The second principle is around public trust, an expectation that the State sector is 
accountable, transparent, fair and reasonable. 
The State Services exists to serve Ministers and the government in the public interest and I have 
always believed that there is and should be a differential between the pay of senior executives of 
the public sector and the private sector. CEs need to be paid fairly, at a level sufficient to attract 
and retain the best people, but we also need to be fair to the taxpayers who pay the bill. 
It’s about getting the balance right and that will require change. 
Crown entity Boards, which operate with public money for the public good, need to be more 
accountable when making decisions to award pay rises for their CEs, and I have been saying this 
publicly and directly to Crown entities. In addition, while Boards are responsible and accountable 
for their decisions, Board decisions that do not follow my advice on the remuneration of their CEs 
are for the first time identified in this report. These actions have been having some results, but if 
they do not have the desired effect of reducing the rate of remuneration growth for Crown entity 
CEs, there are regulatory options that may provide more certainty on restraint.
I am taking a conservative approach to Public Service CE remuneration and we are developing 
a remuneration policy that reflects the spirit of service principle and is underpinned by integrity, 
transparency, fairness, affordability and consistency. New remuneration settings will recognise and 
reward motivations other than remuneration and support the continuing delivery of high-quality 
services for New Zealanders. 

Peter Hughes
State Services Commissioner and Head of State Services

State Services Commissioner’s Introduction
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The State Services Commissioner (the Commissioner) is the employer of the Public Service chief 
executives and determines their remuneration, excluding those whose remuneration is set by the 
Remuneration Authority.
The Remuneration Authority is responsible for the remuneration of 13 CEs and Officers of 
Parliament (including the Commissioner and Deputy State Services Commissioner).  
The Commissioner provides advice to the Boards of Crown entities, District Health Boards (DHBs) 
and Tertiary Education Institutions (TEIs) on chief executive remuneration but the Boards are the 
employer of CEs and are therefore responsible for any final decisions on CE remuneration.
TEIs and DHBs are required to seek the Commissioner’s agreement to their decisions. For all 
other Crown entities, Boards consult the Commissioner but retain decision-making authority.

Accountability for setting chief executive  
remuneration

This report discloses information about the remuneration received by CEs in the State sector. This 
includes the Public Service, TEIs, DHBs and other Crown entities, and statutory officers whose 
remuneration is determined by the Remuneration Authority. 
It includes details of all remuneration received by these CEs in the year to 30 June 2017 in line 
with the requirements in the Companies Act 1993 (section 211) of listed private sector companies. 
It also includes an overview of the remuneration movement decisions that relate to the 2016/17 
year.
The remuneration received by CEs includes base salary and any benefits that are specified 
in their employment agreements, which may include payments for performance. The reported 
remuneration figures usually include performance payments that relate to the previous year. 
If a CE’s end of term is close to the end or beginning of a financial year, this can make the 
remuneration received by a CE very different to the annual entitlement. For these reasons, the 
Commissioner intends, in future years, to revise the approach to what is disclosed to make it 
easier to understand and therefore more transparent.

What is included in this report?
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The following commentary provides information on the increases that were effective between 1 
July 2016 and 30 June 2017 but for timing reasons may not be reflected in remuneration received 
for that year. 
The Government expects remuneration changes across the State sector to include a careful 
balance of recognition of the responsibilities of CEs with Ministerial and public expectations about 
the expenditure of public money.

Average increase in remuneration for Public Service CEs: 2.0%
There were 31 Public Service CEs in 2016/17.  This includes the CE for the Ministry for Vulnerable 
Children, Oranga Tamariki who was appointed in an acting role from 5 September 2016 and the 
CE of the Social Investment Agency who was appointed in an acting role from 16 May 2017.  It 
also includes the Deputy State Services Commissioner who has taken on the role of CE of the 
State Services Commission.  
For 27 of these CEs, pay is set by the State Services Commissioner; the Remuneration Authority 
sets remuneration for the other four (CEs for Crown Law Office and GCSB, State Services 
Commissioner / Head of State Services and Deputy State Services Commissioner / CE for State 
Services Commission). 
In 2016/17, the average increase in remuneration for Public Service CEs was 2.0% (excluding the 
four CEs whose pay is set by the Remuneration Authority). This compares to an average increase 
of 1.3% in the 2015/16 year.

Average increase in remuneration for Crown entity CEs: 3.5%
In 2016/17 there were 101 CE positions in statutory Crown entities (and subsidiaries). Their pay is 
set by the Board of each Crown entity. The Commissioner is consulted in the process.
Increases in Crown entity CEs’ remuneration over the 2016/17 year were generally within the 
guidelines that were set and therefore in line with movements in the broader State sector. There 
have been three instances where Crown entities, after consultation with SSC, have chosen to act 
independently of SSC advice, and these are noted in the tables. 
The average increase in remuneration for Crown entity CEs was 3.5%, very similar to the average 
of 3.4% seen in 2015/16.
As is the case every year, some Crown entity CEs received additional increases to recognise job 
size increases.  When these increases are excluded, the average increase overall is reduced to 
2.3%.
This table summarises the increases, including and excluding job size increases, to remuneration 
for CEs across different types of Crown entity in 2016/17:

Key Points

Type of organisation Average percentage change –
2016/17 from 2015/16

Average percentage change –
excluding job size increase

District Health Boards 2.3 1.9
Tertiary Education Institutions 3.0 2.0
Other statutory Crown entities 4.1 2.5
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Comparison with other public and private sector CEs
CEs in the broader public and private sectors (where the Commissioner has no direct influence) 
had an average increase of 3.1% in fixed remuneration packages in 2016/17, compared with 2.7% 
for 2015/16. 
The following table shows the average increases in remuneration for different types of public and 
private sector CEs (last year’s changes are shown for comparison).

Type of organisation Average percentage change 
2016/17 from 2015/16

Average percentage change 
2015/16 from 2014/15

Public Service CEs 2.0 1.3
TEIs & DHBs CEs 2.7 2.8
Other Crown entities CEs 4.1 3.8
Other public & private sector CEs 3.1 2.7

Note that pay structures are different across these groups. Remuneration actually received will 
also be influenced by such factors as the level of performance-related pay, and the timing of 
payments.

Levels of remuneration in 2016/17
The graph below plots remuneration against job size for the same groups of CEs as shown in the 
table above. 
Figure 1: Total remuneration received by job size and sector for CEs in 2016/17.

These trend lines are based on data for the year to 30 June 2017. As expected, the graph shows a 
clear relationship between remuneration and job size – the ‘larger’ the job, the higher the pay.
The graph shows each group for which the Commissioner has a different role with respect to 
influencing senior pay. The Commissioner has no influence over private sector and state-owned 
enterprises. The greater his influence, the lower the levels of pay (for the same size of job). 
Accordingly, the bottom line is for Public Service CEs, whose pay is set by the Commissioner.
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Senior pay compared to other Public Service staff
The State Services Commission’s Human Resources Capability (HRC) survey provides a 
snapshot of the base salaries of staff in the Public Service as at 30 June each year. For the 
2016/17 year, the average base salary for the Public Service CEs group (including the four CEs 
whose remuneration was set by the Remuneration Authority) increased by 2.0%, compared with 
increases of 3.1% for managers and 2.5% for other employees. 
In 2017, the average base salary of Public Service CEs was 5.5 times the average pay of their 
employees. This ratio has decreased slightly over the last five years from 5.8 times in 2013.

Research on New Zealand pay ratios by Dr Roberts at the Business School of Otago University 
showed that in 2013 CEs in publicly listed companies were paid 30 to 50 times more than the 
average wage of workers.  

For more information about the remuneration paid in the Public Service, read the Remuneration 
section of the Public Service Workforce Data webpages here.
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While the previous part of this report primarily discusses the latest decisions from pay reviews, 
the following tables describe all remuneration actually received between 1 July 2016 and 30 June 
2017.
The information disclosed in these tables is the total remuneration actually received by each CE 
for the financial year in $10,000 bands. Total remuneration includes any benefit paid out to the CE 
that is specified in their employment agreement, such as performance pay, employer contributions 
to superannuation, the value of the use of a vehicle, any annual leave in excess of 20 days per 
annum, and any end of term entitlements paid, such as payment of outstanding annual leave 
balances.
The remuneration reported in the tables is largely consistent with the requirements of section 211 
of the Companies Act 1993.
The non-Public Service organisations supplied and checked their information. While the State 
Services Commission has checked the information, the final responsibility for accuracy lies with 
the body that sets the remuneration.
There are a broad range of influences on total payments each year, which explain why there 
may be changes between years. While the data in the tables allow users to draw some general 
conclusions about levels of pay, this range of influences means it is not feasible to draw links 
between changes in pay and the results of pay reviews or performance discussions.
Influencing factors, which impact on reported figures to a greater or lesser extent in all financial 
years, include:
•	 The timing of pay periods during the year, which may result in a CE receiving 27 fortnightly 

pays during the year. This occurred in 2015/16.
•	 The remuneration received in the latest year largely reflects decisions made on performance in 

the previous year (or sometimes before).
•	 The timing of remuneration reviews and performance payments can result in zero, one 

or two performance payments being made during the year, and possibly back-pay of any 
remuneration increases.

•	 Some CEs received a remuneration increase to address a job size increase. When a CE’s role 
is considered to have changed in scale, scope and/or complexity, an independent consultant is 
engaged to review the job size. An increase in job size sometimes results in an increase in pay.

•	 CEs may have worked only part of the year.
•	 Entitlements on the last day of duty, which may include retiring leave, annual leave not taken, 

and/or employer superannuation payments owing on end of term entitlements.
The technical notes attached to each of the following tables will highlight where some of these 
factors are affecting a CE’s pay significantly.
For more information on Public Service executive management see this report.

Chief Executive Remuneration — Detailed 
Disclosure Notes
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Organisation

Remuneration received 2016/17
(1 July 2016 to 30 June 2017)

Remuneration received 2015/16
(1 July 2015 to 30 June 2016)

Notes

The State Services Commissioner is the employer of the following Public Service chief executives and sets their remuneration.

Notes
* Total remuneration includes base salary, performance pay, employer contributions to superannuation and any end of term entitlements paid, such as outstanding annual leave.
* Changes in remuneration between years may be due to the timing of the end of employment term and therefore may include performance payments for one or two years and/or payment of end of term entitlements.
* The Remuneration Authority sets the remuneration of chief executives and other senior officers of the State Services Commission, the Crown Law Office and the Government Communications Security Bureau: see Table 5



Organisation

Remuneration received 2016/17
(1 July 2016 to 30 June 2017)

Remuneration received 2015/16
(1 July 2015 to 30 June 2016)

Notes



Organisation

Remuneration received 2016/17
(1 July 2016 to 30 June 2017)

Remuneration received 2015/16
(1 July 2015 to 30 June 2016)

Notes

* Changes in remuneration between years may be due to the timing of the end of employment term and performance reviews and therefore may include back-pay, performance payments for one or two years and end of term 

The District Health Board is the employer of the chief executives and sets their remuneration.

Notes
* Enquiries regarding the information in this table should be referred to the Board Chair.
* Total remuneration includes base salary, performance pay, employer contributions to superannuation, any other benefits, and end of term entitlements paid, such as outstanding annual leave.



Notes

The Tertiary Education Institution Council is the employer of the chief executives and sets their remuneration.

* Enquiries regarding the information in this table should be referred to the Council Chair / Chancellor.
* Total remuneration includes base salary, performance pay, employer contributions to superannuation, any other benefits, and end of term entitlements paid, such as outstanding annual leave.
* Changes in remuneration between years may be due to the timing of the end of employment term and performance reviews and therefore may include back-pay, performance payments for one or two years and end of term entitlements.

Organisation

Remuneration received 2016/17
(1 July 2016 to 30 June 2017)

Remuneration received 2015/16
(1 July 2015 to 30 June 2016) Notes



Organisation

Remuneration received 2016/17
(1 July 2016 to 30 June 2017)

Remuneration received 2015/16
(1 July 2015 to 30 June 2016) Notes









The chief executives included in this table have their remuneration set by the Remuneration Authority

Notes
* Enquiries regarding the information in this table should be referred to the Remuneration Authority - www.remauthority.govt.nz 
* The Remuneration Authority reviews the remuneration of all positions in its jurisdiction every year.  Section 14 of the Remuneration Authority Act 1977 provides that once the Remuneration Authority has made a determination, the 
recipients of that determination cannot decline or amend it in any way.
* Total remuneration includes base salary, employer contributions to superannuation and any end of term entitlements paid, such as outstanding annual leave.

Organisation

Remuneration received 2016/17
(1 July 2016 to 30 June 2017)

Remuneration received 2015/16
(1 July 2015 to 30 June 2016)

Notes




