Auckland Delegate Training
NUPE has places open for those Auckland or
Upper North Island members who are or want to
become site delegates.
NUPE has experienced a good growth in
membership in the North Island. Consequently,
there is a need for additional delegates in a
number of areas.

Delegate training will provide delegates with basic
skills and knowledge so that they can deal with
everyday issues, have a working knowledge of the
Collective Agreement and the Health and Safety
legislation and are able to recruit for NUPE.
Auckland Delegate Training has been arranged for
Monday 8 April at the First Union premises in Onehunga.

Office Location and Hours
Physical Address
Trade Union Centre, (Northfield Business
park) 68 Langdons Road, Papanui,
Christchurch
Office Hours
9—5pm Monday to Friday
Telephone/email
03 377 3582
officeadmin@nupe.org.nz
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Secretary’s Notes

Onwards and Upwards
Hi everyone,
It is extraordinary that we are now heading into
Autumn – amazing the year is racing by. I hope you
are all doing okay and are looking after yourselves
particularly given the recent tragic events here in
Christchurch.

Just a reminder that your wellbeing is a priority and if
you are feeling overwhelmed or need support or just someone to talk to then we
suggest you access support through EAP or Stratos or what -ever employer
support program you have at your workplace. Take care.
NUPE continues to be really busy and we have been settling our bigger
employment agreements.
NUPE has just settled a Collective Employment Agreement with Oranga Tamariki
(was CYF). This bargaining was challenging and the first offer was in fact rejected
by one of the Occupational Groups (the Coordinators). The parties then had
further discussions and a second offer to this group was accepted. The bargaining
was challenging because some of the occupational groups were offered a
significant movement while others were offered a relatively small increase. This
situation reminded me of why NUPE has our ratification procedure of 50% plus
one of each occupational grouping.
Unions are about being collective and having a united collective strength. NUPE
was birthed out of the Mental Health area where we had Mental Health Nurses,
Cleaners, Social Workers, Occupational Therapists, Clerical and Support staff all on
one Collective Agreement. NUPE holds the belief that support for increases and
fair outcomes should come from across occupational groups. You are all working
as a team to keep your workplace going and increases for all should reflect that.
We believe in Collective Strength across occupational groups after all you all need
each other to deliver the work that you are all employed to do.
Please encourage others to join the Collective Agreement bu joining NUPE.
Also for those who do not know Quentin Findlay – NUPE Organiser is now a Dr
Findlay after completing his PHD. Quentin will be capped in May - so well done
Quentin.
Take Care
Janice Gemmell
Secretary

NUPE in Community
Corrections
NUPE continues to grow in the
Department of Corrections with
more people joining in Auckland and
Wellington. We now have large
groups of members in all three of
these areas.
NUPE’s object is to get 500 members
nation-wide before the next
bargaining round. With 500 people
throughout
Corrections,
NUPE can start
striking real
deals with the
employer on
behalf of its
members.
One of our key
areas of
interest will be pursuing actual pay
increases. In the past people’s pay
has been held back, with pay
increases of between 1 and 2
percent, our objective would be to
campaign for an increase which
reflects the actual work that people
do. This would be above 4 percent.
We can achieve this but only with
numbers and a strong, committed
membership.

Know your rights!!
What to do when a meeting is
called:
•

DO ASK the manager what the
meeting is about?

•

DO ASK the manager if the meeting
may lead to a disciplinary process?

•

(If the answer is “yes” then …)

•

DO TELL the manager you want
NUPE support

•

DO CONTACT your delegate and/or
your Organiser for support.

•

DO TAKE notes of all discussions

•

DO NOT meet until NUPE support
can be arranged

•

DO NOT answer any questions until
you have NUPE support (anything
you say can be used against you).

•

DO NOT PANIC—there is a process
that the employer must follow.

Phone (03) 377 3582
Email: officeadmin@nupe.org.nz

Minimum Wage Increase
More than 200,000 Kiwis
to be better off from
tomorrow following
minimum wage increase
From 1 April
2019, more
than 200,000
Kiwis are better
off following
the
Government's
decision to raise
the minimum wage to $17.70.
The country's lowest-paid workers
will receive an increase of $1.20 an
hour, or $48 more per week for a 40hour working week.
New Zealand's Household Economic
Survey showed one third of
respondents said their current
household income was either
not enough or only just enough
to meet their everyday needs.
Workplace Relations and Safety
Minister Iain Lees-Galloway says
the Government is "improving
the wellbeing and living
standards of all New

Zealanders", adding that Kiwis
"deserve to be paid
appropriately" for their work.
While National agrees wages
need to rise, its leader Simon
Bridges says the increases are
too large.
"I think what the real worry here
is the fast and quick nature of
this. When you have a slowing
down economy, I think slow and
sure is a better way to go," Mr
Bridges said.
The Government has indicated
minimum wage rates of $18.90,
to come into effect on April 1,
2020, and $20 to come into
effect the same time the
following year.

Shorter meetings, more time to upskill: What it's
like having a four-day week?
The four-day week could be the antidote to those long-winded corporate
meetings that drag on, cutting into productive hours.
This according to marketer Emily Svadlenak, who has seen first-hand the impact of
the four-day policy at Kiwi trusts business Perpetual Guardian.
"A big thing that's changed is that meetings that would have previously gone on
for an hour now only go on for half an hour max," Svadlenak tells the Herald.
She says that when the work week is shorter, everyone becomes more conscious
of not wasting the time they have available.
"Those 10-minute catch-up sessions you used to have around the coffee machine
suddenly become two-minute catch-ups," she says.
"Everyone enters sprint mode."
These comments come on the one-year anniversary of Perpetual Guardian first
announcing that it would be trialling the four-day week – a move that sparked
discussions around the world.
What at first looked like an elaborate marketing stunt later became permanent,
with Perpetual Guardian CEO Andrew Barnes giving staff the choice to opt into the
policy from November last year.
Having already seen the impact during the trial, Svadlenak was among those who
responded with an emphatic "Yes" when the opportunity emerged.

Beyond the significant reduction in workplace procrastination, she says the fourday week has also – almost counter-intuitively – allowed her to become better at
her job.
She says she often uses that extra day to upskill, honing the technical aspects of
her job that otherwise would have been left on the backburner.
"It lets me get into the nitty-gritty of my job. If I want to learn more about inbound

Allied Health Ratification
Delayed
Late last year,
NUPE and the
DHB met to
negotiate a
new Collective
Agreement for
members covered by the Allied
Health and Technical and Mental
Health Nursing Agreement.
Despite the negotiations
concluding in December, we are
still to ratify the new document.
As people are aware ratification
has been delayed due to the
national DHB not sending through
the required legal documents
(Terms of Settlement and Tracked
Change) despite promises that this
would occur.
In terms of the conditions and pay
rates that were offered at the
bargaining in December, the delay
means very little. People will
continue to get these and backpay
these and backpay that has
accrued.

However, it does mean that the
Community Dental Hours of Work
process that the CDHB has
embarked upon with NUPE can not
proceed until the ratification
process is complete.
We remain hopeful that the
required documentation will be

send to us in the next
fortnight. If this does not
happen then NUPE will need
to consider its options.

Spotless Cleaners get a
Pay Increase
NUPE cleaners at Spotless get a
pay rise due to the government’s
decision to increase the pay of
cleaning and maintenance staff etc
at the DHBs.
Announced late last year, the pay
rises, of between 24 and 40 per
cent on
workers'
current
rates will
affect
3500
service
workers,
including
cleaners,
laundry
workers, orderlies, catering and
security staff across the 20 District
Health Boards.
The immediate increase could be
as high as 10 per cent for some
and is backdated till June 25 2018.
The increase will continue over the
next three years rising to at least
$25.63 – which is 30 per cent
more than those on the top step of
the basic grade earn now.

The most likely cause of a downturn in New Zealand’s economic activity is from
outside New Zealand. There certainly are risks from the US, China and Europe,

but none are certainties. It does mean that the government should be
thinking through how to respond so that New Zealand sustains minimum
damage. Given already low interest rates, the Reserve Bank does not have
much room to stimulate the economy by conventional monetary
measures. The government needs to ready other options.
This is far from doom and gloom. The economy is trucking along, with
unemployment approaching the low 2007 levels. There is plenty of
opportunity to make real change. The Government should take it.

The 2019 NUPE Executive
The NUPE Executive are
elected by members at the
AGM and oversees the
activities of Union staff and
Policy Development.
The activities of the Union
Secretary and Organisers
are overseen by the
NUPE 2018/2019 Executive
National Executive whose
function is to uphold the Constitution of the Union and oversee the affairs
of the union between the Annual General Meetings. The Executive
Committee meetings are held quarterly or as required. The Secretary is
responsible for implementing the policy decisions of the Executive and
running the day to day affairs of the Union.
This years Executive are: Alastair Lawrence (Convenor) , Matt Simmonds
(Deputy Convenor) , Lilian Margets (Treasurer), Lynda Taylor, Sue
Newman, Paul Titheridge, Stephen Young, Marjon Stegehuis, Paul
McMahon, Donna MacIntosh, Lynette O’Neil, Michelle McNee, Jan Dwan
and Janice Gemmell (Secretary—ex-officio member).

marketing or Google analytics, I now have
the time to do that," she says.
This process of upskilling, she says, also
occurs without the unavoidable feeling of
guilt that often arises from missing a few
hours of work on account of learning a new
skill that may not be immediately
necessary.

targets, they may find themselves
back on a five-day workweek.
Perpetual boss Barnes says the
system is far from perfect, and that
they're constantly looking for new
ways to improve staff performance
and wellbeing.

This point is particularly relevant at a time
when business leaders at Davos suggested
that upskilling is essential in addressing the
issue of inequality, particularly as more
jobs become dependent on digital
technology. Without the continuous
improvement of their skills, workers will
simply not be able to secure better jobs. In
this sense, the broader adoption of a fourday week could have a longer-term effect
on growing capability within the workforce.

This progress is being watched closely
by the international business
community, with Perpetual already
receiving 350 requests from 28
countries for its latest white paper on
the four-day week.

Carrot and the stick

Change needed at
the top

While Svadlenak and her co-workers have
been given a permanent four-day week, it
remains a privilege rather than a right.
But Svadlenak points out that this doesn't
necessarily mean that staff could find
themselves back on a five-day week on a
whim.

"We have much more to say about
these issues and plan to release a
book on the four-day week later this
year," Barnes says.

While Barnes has been a strong
advocate for the four-day week to be
employed at more businesses, his
optimism has been somewhat
tempered by legislation which he
doesn't see as fit for purpose.

"Everyone has an off day," says Svadlenak,
explaining that Perpetual takes a longer
view in determining whether staff have
delivered.

He has noted that much of the
employment legislation – in
particular, the Holidays Act – is based
on the antiquated approach of days
worked rather than what is actually
produced during those days.

She says workers are given an annual
review, which takes numerous productivity
targets into account. Staff are reminded
that if they do not meet performance

As part of his efforts to nudge the
legislation, Barnes submitted

The outlook for
2019
Economic Commentary
Bill Rosenberg CTU Economic
Advisor
This commentary looks at the year
ahead. The Prime Minister has
described this as the year of
‘delivery’ for the Government and
she aint wrong. In addition we need
to keep an eye on what’s
happening in New Zealand’s
economy and society, and how
international events could affect
us.
feedback to the Holidays Act
working group sharing insights on
why the legislation made it difficult
to make the policy a reality.
More broadly, Barnes has called on
politicians both here and abroad to
look into the legislation and adapt
it to ensure that flexible working
arrangements can occur in a
context where workers retain their
rights and employers have the
ability to innovate.
Workplace Relations minister Iain
Lees-Galloway said he was keen to
work with any businesses looking
at how they can be more flexible
for their staff and how they can
look to improve productivity while
protecting terms and conditions.

''It's not something that would be
legislated for - The Employment
Relations Act already allows for
flexibility in work time, and it also
allows for people to be on a salary
rather than an hourly wage.''
The four-day work week was not
something being looked at as part of
the Holidays Act review, he said.
By: Damien Venuto Business Reporter,
NZ Herald
damien.venuto@nzherald.co.nz
(Reprinted from the NZ Herald
24/02/2019)

Numerous Government working
parties will report back during the
year. Three notable inquiries for
working people are on Fair Pay
Agreements (whose report has just
been released), tax (soon to be
with the Ministers) and the welfare
system (due in the next few
weeks). Their common theme is
fairness and reducing inequalities.
Potentially, they are all moves in
the right direction.
Yet New Zealand is stubbornly
stuck at the high level of income
inequality it reached in the mid
1990s. There seems to be no will to
challenge New Zealand’s high
inequality sufficiently to return it to
our early 1980s position of being
one of the more egalitarian
societies in the world. The question

will be: if implemented, will these be
enough? I don’t believe so.
Housing is at least as big and
important. The Opposition and
media have of course tried to paint
the Kiwibuild programme as being in
crisis. But turning around housing
affordability is an enormously
difficult endeavour. To fault a
programme because it has not
succeeded in six months where
previous Governments have barely
tried is shallow nonsense. That
doesn’t mean it is perfect, but it
should be fixed and set to work.
Over all these areas looms the big
question: can the Government do
enough under its self-imposed
restrictions on spending and
borrowing – its Budget
Responsibility Rules? It says we need
lower debt for a “rainy day” such as
a global downturn or natural
disaster. But by international
standards we are already well within
safe debt levels and could have a
higher level of debt without it
damaging our resilience. The bigger
danger in our present situation is
that by diverting spending to further
reduce debt, we damage the
capability of our society to prosper.
There is international debate on
these matters and on the austerity
policies that held back recovery.
New policies are being discussed
which give the Government other
choices.

