
Office Location and Hours 

Office Hours 

9.00am – 4.00 pm Monday to Friday 

Phone: 03 377 3582 

For members outside of Christchurch ring: 

0508 NUPE111 (0508 6873111) 

Fax 

03 377 4385 

Email  

officeadmin@nupe.org.nz 

Postal Address  

520 Cranford Road 

PO Box 13 032 

Christchurch 8141 

Make sure that NUPE has 

got your correct address and 

details.  

Contact the NUPE Office. 

NUPE Core Values 

Social Justice and a Commitment 

to Collectivism and Fair 

Representation of all members 

 

Valuing the On-going 

Employment Relationship and 

focusing time, energy and 

resources to members needs 

 

National Executive from Elected 

membership oversees the 

activities of Union staff and 

Policy Development 

 

NUPE Organisers and  
Associates 

 
Secretary/Organiser:  
Janice Gemmell 
 

Senior Organiser: Les Bryce 

 

Organiser: Quentin Findlay 

 

Legal Advisor: Andrew 

McKenzie 

NUPE Executive 2014/15 

Convenor:  Matt Glanville 

Deputy Convenor: Alistair Lawrence  

Treasurer: Paul Shennan 

Executive: Louise Galle, Robyn Millar, 

Lynda Taylor, Marjon Stegehuis, Carleen 

Pocock, Donna McIntosh. Lynette O’Neil  
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Hi everyone, 

The Winter months across New 
Zealand have been difficult, cold and 
challenging. The great thing about 
Winter is that it comes to an end and 
Spring will arrive bringing colour and 
new growth. For many NUPE members 
2015 continues to be a challenging 
year. The Organisers have been busy 
with bargaining, many individual cases 
and  raising and following up on Health 
and Safety concerns. 

NUPE is available to assist you in your 
workplace on employment issues and 
we are particularly concerned with the 
Health and Safety risk many of you 
face each day in your workplace. 
Please contact your organiser if there 
are matters that need our assistance to 
raise and pursue. Your safety is our 
priority. NUPE has many frontline 
members and many of  you work with 
people who verbally and physically 
abuse staff.  NO EMPLOYEE SHOULD BE 
PHYSICALLY OR VERBALLY ABUSED 
AT WORK. A client, prisoner, 
patient etc. that has abusive 
behaviour is a HAZARD and the 
employer has a responsibility to 
keep you safe from HAZARDS. 

If you find yourself in an unsafe 
situation or you observe unsafe 
situations for others then raise 
this with your supervisor / 
manager and also let NUPE know. 

You can e mail the union with your 
concerns or ring and speak with your 
organiser. 

NUPE is a union that will advocate on 
your behalf. NUPE does not offer 
holiday homes or special deals on credit 
cards but we are UNION that will be 
there for you when you need to be 
represented in  your workplace. Please 
encourage your colleagues to consider 
joining NUPE. We have attached an 
application form for you to print off. Get 
your colleagues to join NUPE.  

NUPE is often in workplaces where 
there are other Unions present as well, 
so staff have a real choice what union to 
go with. In these situations often the 
employment agreement with either 
union is very similar. The REAL 
DIFFERENCE is the Representation when 
you might need help or when there is a 
safety concern. NUPE WILL BE THERE 
FOR YOU. 

Janice Gemmell 

A Winter’s Night 

When biting Boreas, fell and doure, 

Sharp shivers thro' the leafless bow'r;  

When Phoebus gies a short-liv'd 

glow'r, 

Far south the lift, 

Dim-dark'ning thro' the flaky show'r, 

Or whirling drift  

Robbie Burns 

Secretary’s Column  Now is the time to join 

NUPE   

 

NUPE is currently bargaining for 

members in the following areas: 

 Aviation Security Service  

 Brackenridge 

 Child, Youth and Family 

 Inland Revenue  

 NMDHB Clerical 
 
Upcoming Bargaining includes: 

 CDHB—Clerical 

 Ministry of Business, Innovation 
and Employment 

 Stepping Stone Trust 

 Dixon and Granger Houses 

 Saint John of God 

 Ministry of Justice 

 Manuka Street Trust 
 

The power of Collective 

Bargaining 

“Does it pay for you to be on a 

Collective Employment 

Agreement (CEA) rather than an 

individual agreement? The 

evidence available suggests that 

yes, workers on Collective 

Employment Agreements get 

bigger and more frequent pay 

rises. They may of course get 

other benefits aside from a better 

deal on pay, such as better job 

security, leave, redundancy pay, 

and consultation processes, and 

more say in their working 

conditions. .” Centre for Labour, 

Employment and Work (CLEW) at 

Victoria University.*  

If you want to have your 

rights and conditions 

protected then make sure 

you join the Union—Join 

NUPE and make sure that 

your work mates do as well 

NUPE—Cooperation 

without 

Compromise 

*(taken from the CTU website).  



Well it has been a very busy period since 

the last newsletter. I have had several 

members with individual issues which 

has required quite a bit of involvement 

some including mediation. 

We are currently in Bargaining with 

Avsec and hopefully we will receive an 

offer during the next 3 days of negotia-

tions set down for September 1-2-3.  

I travel to Auckland once a month usual-

ly around 26th and 27th for two days 

where I deal with any issues and visit as 

many members as possible when I am 

there. Next visit will be August 26-27-28 

when I will be hopefully taking out the 

CYFS offer for a new Collective Agree-

ment to our members. I am also plan-

ning a visit to Invercargill  in the near 

future. 

Health and Safety for Frontline Staff who 

are our members is a priority for us and 

something we take very seriously. We 

recently requested a meeting with Na-

than Guy (Minister for Primary Indus-

tries) to hear his vision for the future 

and discuss issues around safety for our 

Fisheries Compliance Officers. He has 

twice declined our request to meet so 

we are now looking at other options.  

NUPE has been advocating for Fishery 

Officers to carry batons for more than 

10 years now and got as close as them 

being offered as part of the uniform kit 

at the last bargaining round. That offer 

was subsequently withdrawn as MPI 

legal advice was there would need to be 

a law change to enable them to carry 

batons. Our research believes that a law 

change is not necessary and our Barris-

ter is working on a Legal Opinion at pre-

sent.  Our concerns are that Fishery 

Officers have the powers of arrest, com-

pulsory wearing of SRBA (Stab Resistant 

Body Armour), as the risk of being 

stabbed is 

real as 

they are 

dealing 

with 

poachers 

many of 

which are 

gang members or have gang affiliations. 

They are also trained in the use of the 

Carotid Hold which renders unconscious-

ness yet MPI won’t issue batons to be 

used as a defensive tool to remove 

themselves from dangerous situations. 

As Minister Guy has declined to meet us 

we have now requested a meeting with 

Winston Peters in an attempt to pro-

gress this further.  

Organiser Dispatches 

A Day in the Life of a Fishery 

Officer 

By Senior Compliance Officer Paul 

Giles based in Nelson. 

If you got bored in the role as a 

Fishery/Compliance Officer, I would 

say that you were either very difficult 

to please or had some sort of 

disorder.  Having originally come from 

a Police background, I was used to not 

knowing what you may be confronted 

with each day, and although perhaps 

not the same extremes, the same can 

be said for this role. 

When I first joined it was as a Fishery 

Officer with the Ministry of Fisheries, 

and even then with our focus solely 

on Fishing, the range of duties was 

considerable.  Given the four sectors we 

monitor, Commercial Fishing, the 

Recreational sector, Customary Fishing 

and Poaching and Black Market, to say 

the scope and expertise required is 

huge, would be an understatement. 

Each sector alone requires real 

specialist knowledge and its own skill 

set.   

Not having a background in fishing I was 

immediately struck with the complexity 

of the industry and the passion of all 

people involved.  In other words each 

sector persists in blaming the other 

sectors for sustainability 

issues, with very few 

willing to bend, accept 

any responsibility, or 

make any concessions.  

To say it invokes high 

emotions, again would be 

an understatement.  For 

this reason, dealing with 

issues from a law 

enforcement perspective has the 

potential to be fraught with danger.  

People are extremely passionate about 

their rights to fish, there are expensive 

assets involved, and people’s 

livelihoods are often at stake. 

With the merger as Ministry for Primary 

 
On the Frontlines 



Industries, the role has taken on a 

whole new perspective.  One I would 

think has been welcomed by some 

staff, but not all, and for very valid 

reasons.  Not due to any unwillingness 

to adapt or change, but rather an 

uncertainty of direction, job description 

and compensation arising from issues 

of job parity with similar roles from 

other sectors. The title change from 

Fishery Officer to Compliance Officer 

reflects the environment we now find 

ourselves working in.  Even though for 

most, Fisheries is essentially our “core” 

role, we can now be involved in Animal 

Welfare, Biosecurity, Animal Products, 

Forestry, National Animal Identification 

and Tracing, and a lesser extent maybe 

Wine and Food Act issues. 

Although I have a general idea of what 

my week will involve it readily changes 

without warning.  I coordinate our local 

Honorary Fishery Officer network.  A 

very special group of people who give 

up their valuable time in an effort to 

ensure there are fish left for 

generations to come.  This role 

consumes as much time as I give to it, 

to provide they are adequately 

prepared and equipped to face the 

challenges each of them may face when 

policing the recreational sector on 

behalf of the public of New Zealand.  

Prepared both physically with gear and 

equipment, and also with training and 

knowledge of the law and potential 

hazards they could face as law 

enforcement officers, often in extremely 

remote parts of the country with little or 

no means of communication. 

From a Fisheries perspective a typical 

day for me could have me doing any one 

of the following activities i.e. planning a 

weekend operation around low tides or 

a recreational boat patrol, a commercial 

vessel patrol in the Tasman Bay; an in 

port deep water commercial vessel 

inspection of a Hoki or Orange Roughy 

boat; an inshore vessel inspection; 

checking amateur catch on a boat ramp, 

visiting restaurants, takeaways, cafes 

and pubs checking the purchase and 

sale of their fish is legitimate; 

interviewing an offender regarding a 

breach of Fisheries law; doing 

surveillance or reconnaissance on 

potential offenders; talking to Kaitiaki 

about customary permits or carrying out 

a hold inspection of a vessel needing 

authorisation to fish outside the EEZ.  

The list is almost endless without 

touching on the day to day 

administrative tasks that need 

completing.   

Although most of my role is fish related, 

I am having more involvement in animal 

welfare issues, which for many reasons 

are becoming more prevalent nationally.  

I am aware of many Fishery Officers who 

are now far more involved with animal 

Zero Hours Contracts 

New Zealand unions said recently 

announced employment law changes 

could only make matters worse and 

enshrine zero-hour practices into law. 

Council of Trade Unions president Helen 

Kelly said if the new law allowed workers 

to agree to contracts with no hours, the 

problem would only worsen. "On the one 

hand, an employer will be able to 

guarantee you nothing, but still stop you 

taking on other work," she said. "Current 

law does not allow this even if an 

employment agreement provided for it."  

ACC  

Many forestry workers may not have 

accident cover, the Council of Trade 

Unions recently warned. Union ACC 

lawyer Hazel Armstrong told Parliament's 

Transport and Industrial Relations 

Committee hearing submissions on 

proposed ACC law changes that some 

employers were getting out of paying 

their ACC levies by treating their workers 

as independent contractors. She 

expressed concern that the practice was 

widespread. "They say to the worker, 

'You're self-employed, you're a 

contractor, you pay the levy,' but the 

worker has no idea how to go about 

paying the levy. They don't even know 

that in fact they're self-employed — all 

they know is they're turning up to work, 

so there's one huge issue around the 

nature of work, the nature of the 

employment relationship, and how the 

employer shifts the levy responsibility to 

the worker."  

Flat Wage Increases 

The Tertiary Education Union is 

negotiating flat pay raises rather than 

percentage-based increases in an effort 

to reverse wage inequality. The union 

broke new ground at Otago University in 

February when it announced a $1000 flat 

raise. Recently, the union negotiated a 

flat salary increase of $900 for next 

month and $950 in the middle of next 

year for members at Otago Polytechnic 

and the Southern Institute of Technology 

and Nelson Marlborough Institute of 

Technology. "Our institutions in past 

years have made arguments around the 

relativity of wages; that you want to make 

sure that those who have spent years 

working on PhDs and then as lecturing 

staff are being recognised," said union 

president Sandra Grey. "The fact that 

we're able to go to them with very clear 

indications and strong membership on 

campuses — that this is something that 

we're very committed to — has made the 

difference."  

National News 



Sick Leave—Your Rights 
 
Sick leave is covered under the 
Holiday’s Act 2003.  The Holiday’s Act 
also covers other forms of leave such as 
bereavement leave and domestic leave.  
The Act provides the basic 
requirements.  More generous 
provisions are often found in your 
Collective Employment Agreements.  
Those requirements in the Act and in 
your employment agreements are 
binding on both you and your employer.   
 
Sick leave—Entitlements 
For most employees, there is a 
minimum provision of five days’ paid 
sick leave a year after the first six 
months of continuous employment and 
an additional five days’ sick leave after 
each subsequent 12-month period. 
Exceptions are covered under “The 
effect of various work patterns”. 
Employees can continue to accumulate 
5 days of sick leave every 12 months, 
until they reach a maximum balance of 
20 days of sick leave. At this point, no 
further sick leave can be accrued, 
greater than the 20 day maximum. 

Sick leave can be used when an 
employee is sick or injured, or when the 
employee’s spouse or partner or a 
person who depends on the employee 
for care (such as a child or elderly 
parent) is sick or injured. This is called 

domestic leave and it usually comes out 
of your sick leave entitlement.  

At any time when the employee does 

not have a sick leave entitlement 

(including during the first six months of 

employment), the employer and 

employee can agree to the employee 

anticipating the sick leave entitlement. 

In this case, any sick leave taken can be 

deducted from the next entitlement 

that arises. 

(from the MBIE Website). 

Empower Yourself 

NUPE is holding training semi-

nars for South Island delegates 

on 22 October 2015.  

Training includes: 

 Information on the Union 

 Your rights and responsi-

bilities at Work 

 Health and safety  

 Union recruitment in your 

workplace 

Places are limited so be in quick.  

All applications can be send to 

Quentin@nupe.org.nz 

Your Rights at Work 

 

  welfare than they are with fish.  Issues 

ranging from diseased chickens 

requiring mass euthanasing, inspections 

of dairy herds for “tail breaking” 

complaints, and general wellbeing of 

stock stemming from inadequate 

feeding regimes, poor stock 

management or simply harsh seasons 

resulting in insufficient feed growth. 

I am also a delegate for the National 

Union of Public Employees (NUPE).  A 

challenging position where I help a small 

but dedicated team advocate on behalf 

of other Fisheries/Compliance Officers 

who belong to the union.  This is an 

extremely complex role, and one where 

I have much to learn.  I receive queries 

most weeks on a range of issues from 

the new competency library, 

contractual issues and health and 

safety.   My particular bent, for want of 

a better term, is matters pertaining to 

health and safety of our staff.  Given my 

time in the Police, like many other 

members of our organisation, I want to 

make sure I do all I can to ensure staff 

are adequately catered for and 

equipped to deal with the potential risks 

which can and do appear out of 

nowhere. Any agency with a power of 

arrest must accept that at some stage 

staff will be subject to violence or 

threats of violence, especially when the 

consequences of being caught can be 

financially catastrophic to those 

concerned. 

As a Fishery/Compliance officer of 10 

years now, I still find the job to be both 

challenging and rewarding. I consider it 

an honour to play a role in helping to 

protect arguably the most valuable 

resource this country possesses.  Above 

all else though, what makes this job 

truly special is the people I work with on 

a day to day basis. 

An Intimidating Process: 
Getting Ill at IRD 

 
Inland Revenue Department staff are 
being hauled before their manager if 
they have even one day off ill, as the tax 
agency grapples with its high level of 
sick leave. 
 
The meetings, dubbed "welcome back 
conversations", are part of a new 
initiative - Supporting Positive 
Attendance - introduced after the IRD 
noticed skyrocketing rates of staff 
taking sickies. 
 
After starting the project two years ago, 
it had gone from second worst to third 
worst department in the public sector. 
The tactics have raised the eyebrows 
not only of staff, but also of an 
employment expert who says the 
department is dancing close to the edge 
when it comes to obligations under the 
Holidays Act and possibly the Privacy 
Act. 
 



But the IRD is standing by its policy and 
says the initiative has saved taxpayers 
$6 million in two years. 
 
A spokesman said that since the project 
was rolled out over 2013/14, average 
sick leave taken each year had reduced 
by nearly two days a person. 
 
"This has resulted in productivity 
savings to the taxpayer of $3 million 
each year. The 
project has also 
resulted in a 
healthier 
workplace, with a 
range of initiatives 
undertaken such as 
physical 
improvements to IR 
workplaces and 
making free onsite annual flu 
vaccinations available." 
 
One of the "elements" in the initiative 
was the "welcome back conversations 
which our people leaders are 
encouraged to have regularly with staff 
following any period of sick leave". 
"These conversations are tailored to 
the situation and nature of the 
absence. This can range from a quick 
informal chat to ensure the staff 
member is well enough to be at work, if 
action is needed by IRD to help keep 
the staff member well and to let the 
staff member know about any work 
they may have missed, to a more in-
depth discussion if the manager has any 
concerns about the frequency or length 
of sick leave being taken." 
 

But employment law expert Claire 
English, of law firm Chen Palmer, said it 
was the first time she had heard of such 
an initiative, labelling it "interesting" 
and "unusual" and saying it "seemed to 
step a little bit closer to the line than 
you usually see policies doing". 
 
"I could see from the employee's 
perspective of course it's a waste of 
time, especially if you've just had a 

stomach upset or 
the flu, which is 
what most of us go 
out for really, and it 
also does potentially 
raise the question of 
why, in the sense of, 
is this a trust issue?" 
 
Mrs English said it 

was well understood that the Holidays 
Act had a default provision stating 
employers could require a medical 
certificate after three days of sickness, 
but they could require one earlier 
"where they have reasonable cause to 
suspect that something's up". 
 
"It's a 
privacy 
issue too. 
How much 
information 
about what 
can 
sometimes 
be quite 
personal 
matters do you need to disclose and 
what is the employer going to do with 
all this information?" 

"I would have a concern being 

called in after one day. That 

doesn't seem reasonable and 

probably not really creating 

good workplace relations…” 

NUPE 

Mrs English said most employers 
followed the guidelines under the 
Holidays Act, allowing the first three 
days to take effect. 
 
"The employee has no choice *to 
attend+ and make a judgment call as to 

where to draw the line - I think there is 
a line there and I do think they're 
coming right hard up against it and it 
puts both sides in a tricky position." 
One IRD worker said they felt the 
whole process was a bit intimidating 
and a waste of not only their time but 
also their manager's. 

A more senior staffer believed it 
wouldn't affect them as much and felt 
if they had to take a sick day, their 
superiors would appreciate that they 
were actually sick. 
 
A spokeswoman for the National Union 
of Public Employees *NUPE+ said 
although she couldn't comment 
specifically about Inland Revenue, her 
organisation had noticed a "tightening 
up" of sick leave in the public sector. 
But she said holding a meeting after an 
employee had one day off sick was 
"ridiculous". 
 
"I would have a concern being called in 
after one day. That doesn't seem 
reasonable and probably not really 
creating good workplace relations, to 
be honest - unless there was a very 
good reason, like they were  
demonstrating they had concerns 
around a pattern *of behaviour+." 
She said wellness meetings were also 
held in the Ministry of Social 
Development. 
 
New Zealand Herald 
25 July 2015  


