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Principles of Business and Relationshibs

This document is about shaping the positive refationship between Auclkland Gounell and their
staff, recognising that a sustainable and sticcessful business affords positive outcomes for all
parties.

Al parties covered by this agresment will work towards that cutcome.

This document also provides a desire to develop and practise good relationships with all our
stakehalders and to focus our collective effort on enhancing service to the community and our
customers.

Drawing on the Tréaty of Waitangi, which sefs out a high-guality relationship between the
Crown and Maor, we identify with the need to exercise governance in the interests of all the
people of the city.

Our Gustomers/Clients

Every day we will listen to our customers and together with them design and deliver services
that address their needs and expectations.

The parties note that the husiness will asplre to meet and axcead the expectaticns of our
stakeholders.

Our Organisation

We are committed to practising the discip!ines of operating within a collective organisation and
using a consultative approach to the conduct of business. Through this approach, the common
and differing needs of ail the parties can be acknowledged and addressed In the same way.

We ackaowledge a need for agreed business rules to govern the way our business Is
developed and conducted both now and as the organisation develops. Thare needs lo be
codes of conduct to assure the gualily of processes and rolationships between people aleng
the way. The collective organisation and a commitment to consultation, needs to be a part of
the business strategy and business rules of our organisation.

Our Pgople

We will treat people with digniiy no matter who they are. We will promote the development and
maintenance of safe and caring workplace practices which show an active acknowledgment

of the diversity of our people.

Wsa will respect each other as individuals and promole teamwork across and beyond the
organisation. We are committed fo there being on going oppertunities for personal development.

We are committed to practising shared accountability for our performance based on the noticn
that we ara working together in one organisation and that together we need to make it work.
Inthat we are accountable fo each other as people inthe organisation as well as mere formaily
tnrough our particular roles within the structure.




Union Participation

Wa will continue to support the role of a democratic and indepandent union perspective within
the business.

Change and Change Management

We will use consultation when Introducing and communieating change and seek solutions that
balance the interests of the varlous parfies concemed.

Wa will share Informatien freely within the prganisation and communicate with people in time
for them to be involved In organisational decision making and action relating to change.
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1.1

1.2
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2.2

3.1
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4.2

4.3

5.1

5.2

Parties

Auckiand Council and The New Zealand Public Service Assoclation Incorporated (PSA) and
the NZE! Ta Riu Roa (NZEI) ("the Unlons").

Copies of this Agreement shall be displayed at all work sites and provided to Employees
on request.

Coverage and Term of the Agreement
Covarage

This agreement shall cover all employees who are NZEl and PSA members employed by
Auckland Ceuncil nearly chlldhcod educaticn, as Uncertified Teachars, Gertified Teachers
of Head Teachers. Staff employed in Centre Manager or Site Leader roles are excluded.

Term of Agreament
This agresment shall come into force on 1 July 2022 and shall ceniinue In force until
30 June 2024,

Location of Work

Employees wiil be allocated a place of werk at commencement of employment. The place of
work shall be documented.

Member Benefit Payment

In recognition of the constructive relationship that Auckland Council has with NZEI and the
PSA, and for the ability fo pass on any negofiated terms and conditions, Auckland Counclt
will pay each employee covared by this collective agresment including casuals and fixed-
term staff, a one-off lump sum of $300.00 gross per annum. The calculation will be based
on the average hours, Including ordinary tima and overtme (pro rata for iess than full tme
hours) over the last 12 months (from the last pay period back 12 months), or for the time an
employee has bean amployed (whichever is longer).

In erder to qualify for payment, employsas must be an Auckland Council employes and NZEI
or PSA member on the date of railfication.

The payment will be made as soon as reasonably practicable, and If possible by the second
pay cycle following ratification.

New Employees

New employees, whose work is covered by this Agroement, will receive at, or befere,
commencement of their employment a Fact Sheet or similar information about each Union,
including contact details of union reprazentatives.

The Unions will be given an oppertunity to participate in any relevant induction precess
conducted by Kaurl Kids, and reasonable work time wil! be made avaitable for new employees
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5.3

6.1

8.2

8.3

6.4

6.5

6.6

6.7

6.8

6.9

who wish to meet with a union representative.

It will be the responstbility of each Unfon to ensure that Auckland Council is provided with
current documsntation, the content of which will be agreed between the Union and Auckland
Council having ragard to ensuring consistency with the content and style of documentation
provided by Auckland Council to new employees.

Basis of Agreement

This agreement is made pursuant to Section 56 of tha Employment Relafions Act 2000
and its amendments which emphasfses building employment relationshlps based on
mutual trust and cenfidence and prometing collactive bargaining.

Nothing in this agreemant shall operate to reduce the wages/salaries applying fo any
employee at the date of this agreament coming Into force.

Ins-House Servica Provision

Auckland Councli Is commiitad to the retention of ‘In-house’ service provision axcept
where thers Is:
. legislative requirement; or
. cost or other demonstrable advantage to Auckland Council, for alternative
methods of service delivery.

Fair and Reasonable Treatment

Employees are entitled to fair and reasonable treatment in their retationship with Auckland
Council.

Consultatlon and Co-operation

The intent of the pariles is to recognise the requirement to provide an efficient high quality
level of services to customers.

In pursuit of this goal, Auckland Council and the employees are fully commilied to fostering
good employment relations and ensuring that consultation and co-oparaticn is the basis for
all employerfemployee relations

A statement of consultation principles appears in Appendix B of thiz agreement.

By entering into this agreement, the parties are indicating their willingness ic resolve matters
of concarn through consultation.

The purpose of consultation is te:

. imgrove communication ai all levels,

» allow employees te be innovalive,

» encourage team spirlt and co-operation,

» provide a supportive work environment whera amployses have the confidence to
offer their ideas on the officient running of the organisation,

. give employess a greater opportunity for participatien and influence in their
organisation,

. make the fullest possible use of available experience and ideas on the efficient
running of Auckland Council, and

. give the parties the opportunity to meet and understand each other's views and

objectives at first hand
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9.1

9.2

9.3

9.4

9.5

Variation of Agreement

The partles to the agreement may, at any time it remalns In force, agree in writing to the
variation of any or all of its provisions

{Note for the information of union members: Any variation shall be subject to tha agresemant
of both unlong whose members are covered by this agreement. The Unlon members
patentially affected will agres on the process and percentage raquired for ratification of the
variaticn).

Working together — Te Tiriti o Waitangi

The Council recognises its commitment to a treaty-based partnership with Maori. Council,
NZEI and the PSA support and enabie the Councll to mest its commitments under te Tiriti o
Waitangl / the Treaty of Waitangi and Maori responsiveneass in Tamaki Makaurau/Auckland.

The Council acknowladges that Maori employees may, if they agree to do s0, lead tikanga
such as mihi whakatau or karakia in their workplaces. Maori employees are not reguired to
do so and do this separate to their role at Council. This clause does net apply to roles which
involve leadarship of tikanga.

Casual Wage Rates

Casual employees covered by this agreement shall be paid at the rates set out in this
agreement.

All casual employeas shall be paid 8% gross earnings In addition to their nermal hourly
rate at the end of each pay pericd in lleu of annual holidays In accordance with the
Holidays Act 2003.

Hours of Work

Definitions:

(a) 'Shift work' means a rostered patiern of work where one employee replaces ancther on
the same or similar job within a specified period (usually twenty-four hours), and a “Shift" Is
an amployae's spacified hours and days of work set out by a roster.

(b) ‘Roster’ means a scheduls of duty time showing In advance the days of the week and
shifts when an employee is due to work and to be off work respectively and ‘rostered’ has a
corresponding meaaning.

Except as specifically agreed between the Employee and Auckland Council in writing, or as
specified as part of a Roster established undsr this clause (clause 9}, 40 hours shall constitute
an ordinary, full-time week's work and shall be worked during five consecutlve days, Saturday
to Friday inclusive.

Eight ordinary hours shall be worked in one day except as otherwise mutuaily agreed.

As an agreed aiternative to clause 9.3, up to ten ordinary hours may be worked In one
day by muiual agreement betwesn Auckland Counci! and the employee.

The ordinary hours of work of an employee may be fixed by roster. Wherever possible, the
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9.6

97

9.8

9.9

10.

10.1

10.2

11.

1141

shifts to be worked will be mutually agreed between Auckland Council and the Employee{s),
and agreement on shifts will not ba unreascnably withheld. If agreement cannot be reached
then Auckland Coungll, In discusslon with the Unions, will first consider allocating shifis
equally amongst Employees.

The allocation of shifis shall meet the business needs of Auckland Councll. In doing so,
however, Auckland Council shall be cognisant of the personal needs of the Employee. Except
in cases of emergancy or hy agreement, Auckland Council will give a minimum of two
wesks' notice In the event of any change in rosterad hours. Auckland Council may only
make a fundamental change to a Roster after consulting with affected employees and the
Unieng, and if the propesed change to the Rosler proceeds, Auckland Council will give
affected employees 3 months' notice of such change, unless the parties agree to a different
timeframe.

Employses whose hours of work are rostered shall have censecutive days off duty each
waek, unless otherwise agreed to by Auckland Council and tha employee concarnad.

If mutually agreed between Auckland Councll and the employee concerned, part-time
employeas may work their hours over more than five days within the period Saturday to
Friday Inclusive.

A broken day may be worked if mutually agreed belween Auckland Council and the
employee whereupon an additional $10.63 shall be paid. Meal allowances shall not be
paid to employees receiving allowances under this sub-clause.

Overtime

Overtima Ts defined as time worked over 40 hour per week or over 10 hours per day (unless
the amployee is werking a diffarent number of hours by agreement pursuant to clause 9 or
unless otherwlse agresd}. Overtime payment shall be calculated on a weekly basis if the
amployee works fixed haurs, or calculated by averaging the hours worked over a roster cycle
if the employee’s hours have been established by a roster.

Authorised overtime may be paid as agreed between the Manager and the employee,

byway of:

10.2.1 Payment at the rate of time and a half (T1.5) for tme worked for the first 3 hours
of overtime per day, and thereafter shall be paid at double time (T 2); or

102.2 Tirme off in lieu at the rate of time and a half for avery hour workad {T1.5)
for the first 3 hours of overtime per day, and shall be paid at double time (T 2)
thereafter at double time (T2),

Mandatory Professional Development

Where an employee s required by Auckland Council o attend a meeting, hui, confarence or
course; the employea may be granted time off in liau {TOIL) or paid over-lime {in accordance with
Clauses 10.1 and 10.2) provided that:

a
b.

The employes has pricr approval to attend;
The hours of attendance have been approved prior to attendance;




12.

12.1

12.5

12.7

129

12.10

13.

The meeting, hui or conference could not be provided during usual working days or hours.

Uniforms

All permanent employees (including part time) at commencement of employment shall be
provided with a new uniform. Additional replacement apparel will also be new.

Casual employees may be provided with used uniforms, in good condition, where appropriate
uniforms are available.

For regular on-going tutored activities, not otherwise covered by the uniform provisions of
this agreement, the uniform required will be specified by the Manager. Permanent
employees shall be supplied with an activity uniform or a voucher, up to a maximum of
$100.00, to be redeemed from a preferred supplier for appropriate clothing.

All uniforms must be returned, regardless of their condition, upon termination of
employment or at replacement.

It is the employee's responsibility to hold and maintain the uniform in a clean and neat
condition at all times. Misused and/or misappropriated uniforms through lack of reasonable
care could resultin the recovery of associated costs from the employee and/or disciplinary
action in accordance with Auckland Council's policies and procedures.

Protective Clothing
Sunhats shall be provided as part of the uniform provision to employees working outdoors
and they must be worn when supervising in the outdoor environment. Sunhats are for

personal use enly and not to be shared at any time.

Sunblock cream shall be made available to those employees working in the outdoor
environment.

Sunglasses
Sunglasses are required to be worn by outdoor staff and must screen out UV light and

remove and reduce glare. Sunglasses are |compu|sory when supervising an activity -

Employees may choose to wear their own sunglasses however Auckland Council shall
have the responsibility to make suitable sunglasses available as required.

Presentation guidelines

Employees are expected to dress and present themselves appropriately in accordance with
any guidelines advised to the Employees from time to time. In particular, where a uniform is
provided by Auckland Council, employees will make use of the uniform in its entirety and
ensure that it is maintained to a neat, clean and respectable standard.

Continuity of Service

Previous service with the Legacy Council/lCCO shall count as service toward this agreement
provided such service was continuous and the employee transferred from the Legacy
Councll/CCO to Auckland Council at its time of formation.

10

-1 Commented [RH1]: ECE stalT are starting to ask about this. We

have made sunglasses available of DSF for centres to purchase, and
keep on site for centre use only. Do we need to have compulsory in
this? We will have “encourage” in our guiding documents

Commented [RH2R1]:

)

[

Commented [AS3R1]: We could pick this up as a claim in the
next bargaining — my sense is that it might be too late for this round.
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13.2
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13.5

14.

14.1

14.2

14.3

14.4

15.

Continuous sarvice means service with the amployer not broken for a peried of more than 3
menths. Howeaver, where full redundancy compensation has been paid by Auckland Council
or the previous Legacy Council/lCCO, the service upon which it was based shall not count
toward any subsequent redundansy compensation calculation/entitlement.

Fixed term employees are excluded from clauses 12.1 and 12.2 other than if a fixed term
employment agreement has {or successive agreement have}-continuously followed a period
of permanent employment for the relevant employes. Except where redundancy
compensation has been paid under Clause 12.2.

Eligibility far fixed term employses in Clause 12.3 above, means that they are employed:

On a fixed term agreement for longer than a six maonth pericd (in which case any relevant
entitiements wou'ld start on commancement of the relevant agreement); or

On a fixed term agreement for a six month pariod of less, but they have worked continuously
(as referred to in 12.3 above) or In relation to a single fixed term agreement) for Council for
more than three months.

Employees may apply for LWOP and If granted, service will be deemed to be continuous less

the pericd of absence. Parental Leave shall not be considersd LWOP for the purpose of this
clause and be deemed to be continuous unbroken service.

Accommodation and Amenities

General
Auckland Council shall provide:
. lockers or other sultable accommodation where employees may keep, or dry,
their clothes;
» good ventilation and proper sanitary arrangements, including facilities for the
dispesal of sanitary towsls;
. a place for employees to have their meals with a suffictent supply of
beiling water for meal times and for washing at the cessation of duties.
. Tea, coffee, sugar, milk, milo, purified water.
® Soap and clean hand towels, and cold and hot running water for basins together

with an adequate supply of hot water for showers.

Employees shall make proper use of rubbish receptacles provided and ensure that the
premises of the employer are nof rendered untidy by the Indiscriminate leaving or casting of
clothing, food and/or litter.

First Ald

An adequate first aid emergency kit shall be kept in a convenient and accessible place at
avery work slle. Such emergency kits shall be inspected and replenished on a regular basis,
or as and when requlred.

Provision shall be mads for a supply of hot waler for first aid purposes at all permanent work
locaticns

General Provisions

Washing and Changing
Employees shal! be allowed five minutes for washing and cleaning themselves befora ceasing
work at recognised meal times and before ceasing work at the end of the day.

1"




16.
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171

17.2

18.
18.1

18.2

18.3

19,
19.1

19.2
19.3
19.4

20.

l.earning and Development support

Refer to the Auckland Council guidelines,

The parties acknowladge that as part of any financial costs incurred at by Auckland Couneil In
providing learning or development suppert to an Employes, the Employee may be required to
enter inte an agreement with Auckland Council in which the Employee undertakes to repay any
such financia! coste If he or she resigns from Auckland Councll within & months after the
individual completes the particular training or education opportunity. If the Employes leaves
within three months of having completed the trafning, he or she will be required to repay 100%
of the costs; whereas if the Employee leaves between 3-8 months of having complated tha
tralning, he or she will be required to repay 50% of the costs.

Non-contact time

Certified teachers wiil be provided with a minimum of two hours non-contact fime par wesk
for the purposas of documenting children's tearning, engaging in centre review processes
such as internat evaluation and professionat growth cycles, reviewing guiding documenis
{policies) and any cther fasks assigned by the Head Teacher,

Additiona! non-contact hours may be provided by agreement with the Head Teacher of the
relevant centre.

Part -Time Employees

Part- flme employses are employees whose ordinary hours of work are less than 40 hours
per week on average {except whare Auckland Councll and the employes have agreed
otherwise pursuant to clause 8.1).

Part-time employees are entitled to the provision of this agreement on a pro-rata basis
{except where stated).

Part-time employees will be entitlad to overtime payment for hours worked in excess of 8
hours {or 10 hours, as the case may be) per day or 40 hours in any one week or unless
otherwise agreed.

Fixed term Employees

Aflxed term employee is a person employad for an agreed fixed term. Fixed Term employees
will ba givan one month's notice of term extension or termination.

All fixed term assignments will be in accerdance with the Employment Relations Act 2000
Fixed term employees shall not be usad fc displace permanent employees.
An employes's period of fixed term emplayment will form part of hisfher service with Auckland

Counci! if he/she is made permanent within 3 months afier the termination of a fixed term
sngagemant.

Casual Employees
12




20.1

20.2

20.3

2.4

21,

21.2

213

21.4

21.5

A casual employee Is an employee employed to work on an irragular and intermittent basis
lo meet the oparational needs of Auckland Council. This may oceur In the following situations:

. Relief of full-time or part-ime employea who are on leave

. To supplement full time and part time employsss during peal hours and/or
seasonal peaks

. During emergencles.

Casual employees normally work without a pattern of regular rosters. Auckland Councll has
na obligation to offer work to a casual employes and equally a casual employse has the right
{o refuse an assignment.

Casual employess who have worked regularly on a weekly basis andfor are permanenily
rostered for 2 months or more will have their employment status reviewed to confirm If their
casual status is appropriate and, if not, they may be offered a permanant position.

Casual employees will have the same entitlements regarding pay incremenis as permanent
employees.

Health, Safety and Wellbeing

Auckiand Council, employees and the PSA and NZE| are committed to the health and safety
of people. All recognise that the health of pecple is an important companent of a productive
and efficient workplace and that promotion of good health and safety practices Is preferable
to dealing with illness and accidents.

Auckland Council, employess and the PSA and NZE| will work co- operatively to build a
healthy and safe working envirenmant. Auckland Council will Involve employees in the
on-going developmeni of health and safety systems and emergency procedures.
Emplovees will actively participate n the developmenit of these systems and processes.

Auckland Councli recognises that to give effect to this, effective Health and Safety
Commiltees are the appropriate means for providing consultative mechanisms on health
and safety issues in the work place, An overall Health and Safefy Group shoufd alsc be
established.

Gouncil's Obligations

Auckland Councll must comply with atl of the provisions of the Health and Safety at Work
Acl 2015 and any replacement tegislation, its amendmenits, the relevant regulations, and
codes of practice and standards. Auckland Council will also ensure adequate and
sufficient safely equipment is provided.

Employeas' Dhligations:
Employees must:

. Take reascnable care of their own health and safety, and that of others who may
be affected by what thay do or do not do;

. Work co-opsratively with Auckland Council in addressing health and safety
issues;

Be awars of and t¢ follow the emergency precedures;

Follow Auckland Council's health and safety policles and procedures
Immediately report any hazard or accident {whether it results in an injury or not);
Comply with the condltion of employment to use safety equipment; and

Whaar clothing required by Auckland Councll, and that safe working practices are
ohserved at all times.

. e w
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21.1

21.2

21.3
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21.5

21.6

21.7

21.8

21.8

21.10

21.11

21.12

21.13

Sick and Domestic Leave

An employee's anniversary of start date will be used for the purposes of calculation of an
employee’s sick leave entitlemant.

Sick Leave Provisions
The following entitlements in this agreement are inclusive of, and not In addltion to, the sick
leave set out In the Holldays Act 2003 and any subslituting or amending legislation.

Sick leave may be taken when:

21.31 The employes is sick or injured; or

21.3.2 The partner of the employas is sick or injured; or

21.3.8 A person who depends on the employee for care Is sick or injured.

2134 In accordance with Our Charter principle — We look after our safety and
wollbeing.

On commancement of employment full-time and part-ime permanent employeas will recelve
ten {10) days sick leave entitlement.

Fixed term empleyees will raceive ten (10) days sick leave entilement aftar three months’
employment.

Casual employees will be entitled to five days’ sick leave entitlemant in each 12 menthperiod.

Notwithstanding the above, if an employee has no sick lzave entitlement left, the employee
may request additional sick leave. Depending on the nature and consequences of the ilness,
Auckland Council will considar this favourably and may grani additional ieave. If the Coungil
dees not grant addiional lsave the managerfteam leader will provide the reasons for this in
writing.

Sick leave shall be regarded as cumulative over the period of the employee's continuous
employment with Auckland Council, Sick leave taken shall be paid as per the Holidays Act.

The employee must inform histher manager as soon as practical if the employee needs ic
take sick leave.

Whare sickness is threa [3]or more consecutive working days, the manager/ team leader
may require the smployee to provide a medical certificats.

The managerfteam leader may also require an employee to provide a medical certificate
where there are reasonablo grounds fo belisve the sick leave is not genulne. In such
cases, Auckland Council agrees to mest the employee's reasonable expenses in obtaining
such a certificate.

Sick 'eave must be recorded on tha employee's time shest.

Medical Assessment/Examination

The manager may in cases of long-term absence or unreasonably high levels of shot-
term absences, require the employee to undergo a medical examination with a medica!
practitioner agreed between the partios and arranged at the expense of the employer. The
rosulting assessment will be used to consider the employee's fitness for work andfor
glternative work arrangaments.

Sick Leave and other leave
14




21.14
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21.16

22
221

22.2

223

22.4

226

22,6

2.7

Where sickness oceurs while an employes is on annual or long service leavs, sick leave
shall be grantad provided the employee provides a medica! cerlificate. The sick leave
granted shall replace the leave taken and the leave remaining to tha employee shall be
increased by the number of days sick leave granted.

ACC

This sub-clause 21.15 applies in the event an smployes sufiers a wark-related accident, and
Is contingent on the amployee applying to WallNZ for earnings related compensation as soon
as practicable. In the first week after any work related accident, Auckland Council will pay
100% of sarnings lost by the employas. In the following three weeks, Auckland Councl!
will top up the employae's WellNZ payments to ensure that the employee raceives 100%
of hisfher ordinary salary or wages. Thereafter, WellNZ pays 80% of lost earnings and
employees will be allowed fo top up payments from WellNZ by using their sick leave
entitlemant.

For non-work related accidents, normal sick leave provistons apply for the first week.
Thereafter, ACC pays 80% of lost earnings and employees will be allowed to top up
payments from ACC by using sick leave entitlement.

Bereavement/Tangihanga Leave

Time taken to recovar from the death of a close relative or friend will be managed undar the
provislons of Bereavement /Tangthanga L.eave.

Auckland Council will suppert reasonable bereavement/tangihanga leave on pay for an
employee o discharge an cbligation and/or pay respects tc a deceased person with whom
the Employes has had a close association.

Such cbligations may exist because of blood or family fles or because of particular cultural
requirements, These may include aftendance at all or part of a Tangihanga or its
equivalent and associated unvellings. The length of time off shall be at the discretion of
Auckland Council in accordance with the following criteria.

In granting time off and for how long, the employer will take intc account the following:

22.4.1 The clesenass of the asscciation between the employee and the deceased (this
associalion nead not be a blood relattonship).

22.42 Whether the employee has fo take significant responsibility for any or all of the
arrangements to do with tha ceremonies resulting from the death.

2243 The amount of fime nesded lo discharge properly any responsibilities or
obligations, Including the amount of travelling tima Involved. {For cases involving
overseas travel, the full period of traveling time involved may not be paid for).

22.4.4 Total paid or unpaid leave relating to Tangihanga | Bereavement leave the
amployes has had during the past 12 months.

22,45 Notwithstanding the above, up to 5 days will be granted for immediate family as
defined under the Holldays Act 2003.

Where paid lsave Is not considerad appropriale, annual leave may be granted or ieave
without pay as a last resort.

Where a request for time off has baen made a decision will be made as soon as possible in
order that the employea is given the maximum time to make anyarrangements necessary.

Bereavement/Tangihanga leave may be reviewed if Auckiand Council considers the amount
of leava taken to be unreasonably high over the preceding 12 menths. This review will not be
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carriad out at a time which may delay the approval of requested leave,

23. Cessation of Employment on Medical Grounds

22.8  In circumstances where an employee is suffering @ medical condition, or following an
accident, which Incapacitates them from undertaking meaningful and continued employment
with Auckland Councll, the CEQ or nominated representative may approve cessation of
employment on madical grounds. in such a situation three months' notice of cessaticn of
employment will be glven.

22.9 Auckland Council may approve up to threa menths' pay in lisu of notice period. This will be
In addition to any other entitlement normally accorded on resignation.

24, Payment of Salaries/Wages

24.1 All salaries/wages shall be pald fortnightly by lodgement at a bank to the cradit of an account
standing in the nama of the employee. The two weeks' salary/wages shall be pald In arrears.

24.2 For the purpose of calculating the amount payable weekly in respact of annual salaries, the
amount of annual salary shall be divided by 52, or in the case of forthightly payment, divided
by 26,

24.3 All employsas shall be provided with an electronic pay slip showing full details of their
sarnings and leave entiflements for each pay period and any deducticns there from.

24.4 Employeaes must promptly submit any clalms they may have for allowances, expenses or any
cther bensfits as soon as reasonably practicable {(and generally ne later than 3 months). If
they are In any doubt as to what they may be able to claim or how to do so, they should speak
to thelr manager or unicn delegate.

24.5 Whan an employee Is dismfssad, they shall be pald as pari of the normal pay cycle all monies
due to them at the time of dismissal, less any monies the employee has agreed may be
deducted from the smployae’s salary pursuant fo this clause 24,

24.6 Where an overpayment of salary occurs, Councll reserves the right to recover that
overpayment from the employee in accordance with the process set out in section 6(3)(b) -
{d) of the Wages Protection Act 1983.

24.7 Ifthe cverpayment was simply due to a mistake, Counc'l will notify the smployes of details of
the overpaymant. The employee and Counclt will acl In good falth to agree a reasonable
repayment plan, taking inte account any relevant personal clrcumstances of the employee;
falting which clause 24.7 will apply. Council will provide the employee with reasonable netice
prior to exercising its discretion in clause 24.7.

24.8 In certain clreumstances set cut In the following table Councll may make deductions from an
employee's pay (including from the employae's final pay. In the situaticns in the Table that
allow for Gouncil discretion, Council will exerclse that discretion fairly and taking into account
the expectation that Council will use ratepayer monies prudently as well as the employea's
ability to repay.

When Councll may make deductions from payments to an employee

When Councll has no |« To saiisfy taxation requirements or to comply with and any
discretion  about  any other legislative obligations
slsmant of the deduction
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«  Forany employee contributlon o a recognised Supsrannuation
Scheme

When Councll will exercise | « Where the esmployee's employment ends and there is a

jts discretion fairly and nogative leave balance as a resuit of leave (of any sort, except
taking into account the discraticnary leave) taken in advancs

expectation that Councilwill | « Where the amployee has wrongfully retalned property (at the
use ratepayer monles value of the item concerned)

prudently as well as the | « Where the employes Is overpaid or has received a payment
employee's abillty to repay (including payments mistakenly made as salary or allowances)

they were not entltled to

» Where the employee has been mistakenly paid In
circumstanges Involving unauthorised absences or periods of
unpaid leave

» Unicnfees

» Councll recognised services, e.g. social club fees

e Other individual arrangements between Councll and
amployees

26,
26.1

26.2

26.3

26.4

27.
271

27.2

28,

Expenses

With the pre-approval of the employee's manager and on produstion of proof of expenditure
all autherised out-of-pockel expenses incurred by any employee In the execution of his or har
duties shall be reimbursed by Auckland Council.

Meal Breaks/Rest Breaks
Maal Breaks and rest periods are to be taken at suilable times agreed betwean the Employee
and his or her manager, taking into account the reguirements of the Employee’s role and the

business generally.

No Employee shail be continuously employed for a period of more than four and a half hours
without a meal break.

An unpaid meal Interval of net less than one half-hour's duration shall be allowad aach day
after 4% hours work.

Empicyaas will be entifled sach day to a 10 minute paid tea break after 2 hours work and a
further 10 minute paid tea break after 6 hours work taking into conslderation location of lunch
rcom fagitities. Specific centres may have or adopt a paid tea break entitlement that is greater
than 10 minutes, subject at all times fo ensuring that normal business operations are
appropriately maintained.

Meal Allowance

If an employee completes 10 or more hours of continuous work which includes a minimum of
2 hours autherised cvertime, the employee shall be paid a meal allowance of $13.00.

If an employes is working for the sixth or seventh day of the week and is being pald overtime,
a meal allowance of $13.00 shall be pald after each four hours worked.

Variation offHigher Grade Duties
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281

28.2

28.3

29.
26,1

30.
50.1

32.
321

33.
33.1

33.2

A payment of a Higher Duiles Allowance wlll be paid If a Manager requests and an smployes
agrees to carry out higher duties where the employee takes over full or partial responsibility
of at feast 50% of a higher banded position for a pericd of five (5) consecutiva work days or
mare.

Paymant for tha pariod will ba at the higher rate appropriate for the rcle or respensibliities
undertaken.

No raductlon in rate shall be made for an employee required to carry out duties for which a
lower rate is prascribed.

Subscriptions and Practising Certificates

Where an Employee Is specifically required by his or her Manager to hold an annual practising
certificate or to belong to & professtonal institute or association in order to praciise his or her
profession or trade as an Employee of the Employer, Auckland Counci! shall refund to the
Emp'oyee or cover the cost of any such practising certificate, fee or subscription upon
production of the required receipt.

Indemnification of Employees

Auckland Council shall keep each and every employee indemnified from and against all
actions, claim, proceedings, costs and damages incurred or awarded in respect of or arising
out of any act or omission or statement of the employee in the course of his or her
amployment, This indemnity shall not be avallable to an employes who wilfully causes loss
or damage.

A Manager, on the recommendation of ihe Officer responslible for Insurance, shall reimburse
an employee for damage to personal property which arises as a result of the employee's
employment with the employer. Reimbursement shall not be available where damage is dus
to the employes's own negligence, theft or car park damage.

Job Sharing

Job sharing may be undertaken by mutual agreement betwesn the Manager and the
employees concerned.

Equity & EEQ

The parties are commiited to an equal employment opportunity pelicy and Auckland
Counci! shall ensure that appointments and employment practices are In accordance with
this policy.

Vacancies

Vacant positions shall be advertised internally 'and externally as requirad, and employaes
applying for such a position shall be granted an interview as of right, provided that the
Manager is satisfied that the employee substantially meets the stated requirements of the
post.

Whera an employee has been Interviewed and is unsuccessful in his or her application for a
pesition, they shalt be informed of the decision not to appoint him or her by means of a
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34,
34.1

34.2

34.3

34.4

345

34.5

4.7

34.8

Fesadback Interview with the Manager rasponsibls for making tha appointmant. The Fesdback
Interview shall take place within one working day of the provisional appointee indicating his
or her intentlon to accept the appointment.

Public Holidays

The fellowing shall be pald holidays and shall not be censidered as part of the annual leave:

Naw Year's Day and the day following,
The birthday of the reigning Scvereign,
Labour Day,

Christmas Day,

Boxing Day,

Waitangl Day,

Good Friday Easter Mcnday,

ANZAC Day,

Auckland Anniversary Day

Matariki

Where any of thase helidays fall on days that would otherwise be an ordinary working day for
the employes they will be paid in accordance with the Holidays Act 2003,

In the event of the following public holidays falllng on a Saturday or Sunday such hollday shall
be observed on the succeeding Monday, and in the event of another holiday falling on such
Monday such cther holiday shall be obsarved on the succseding Tuesday:

New Year's Day (1 January)

The day after New Year's Day (2 January)
Waltangi Day (6 February)

ANZAC Day (25 April)

Christmas Day (25 December), and
Boxing Day (26 December).

Auckland Council shall pay salariesfwages for the holldays in sub-clause 34.1 in accordance
with the provisions contained in sub-clause 34.2 fo all permanent and fixed tarm employees
of Auckland Council In coverage of this agreement, whe have been employed by Auckland
Ceuncit at any {ime during the fortnight ending on the day on which the holiday occurs.

Time worked on any of the above-menticned holldays shall be paid at double time.

In addition to payments arising froem sub-clause 34.5 employees who work on public holidays
shall aiso bs entitled to an Alternative Day o be taken at a later dats. Pay for this day will be
in accordance with the Holidays Act 2003,

For some employees Saturday andfor Sunday are ordinary working days. For thase
employaes, when a Public Holiday falls on a Saturday or a Sunday, the following wili apply:

34.7.1 If the employea works on the Public Holiday or a transferred public holiday as
per sub-clause 34.3, sub-clauses 34.2, 34.4, 34.5 and 34.6 shall apply.

347.2 ‘If the employes does not work on the Public Holiday then the Employee shall be
pald for the holiday in accordance with tha provisions of sub-clauses 34.2 and
34.4,

Rostered Day Off
Employeeas will be entitled to an Aliernative Day in the situation where a rostered day off falls
on a Public Holiday. Public Holidays are those days as listed In sub-clause 34.1. Such
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35.
35.1

356.2

35.3

354

356

35.6

35.7

35.8

369

3510

3511

Altarnaflve Days may be taken at a time agreed with the Manager. If nc agreemant can ba
reached the employee is entitlad fo glve 14 days’ nofice.

Annual and Service Holidays

Except as otherwise provided in sub-clause 35.7 of this agreement every employee shall, at
the end of each year of employment, become enfitled to an annual holiday of four weeks in
accordance with the Holidays Act 2003. Wherever possible employees will give at least 2
weeks' notise when applying fer annual leave and otherwise discuss their need for leave for
the manger as soon as possible.

Payment for annual leave will be made pursuant to the provisions of the Holidays Act 2003
and wiil be paid in the pay pericd that relates to the period during which the holiday Is taken.

An employae's entitlement te annual leave shall be taken within 12 months of the date that it
falls due except where other written mutual arrangements are made between the pariies.
With consant of the managar, annual lsave may be accumulated far a maximum 24 month
entiflement.

Direct crediting of remunaration will apply In respect of payment of holiday pay.

An amployee may vary the method of payment of holiday pay by agreement with the
employee's Manager.

Af the completien of fiva (5) years of continuous sarvice the amployee shall commence
accruing at the rale of five weeks annual leave at the completion of each year of employment
thereafter. This entitlement is inclusive of and not additional to the provisions of the Holidays
Act 2003,

Flexible Annual Leave

The purpose of annual teave is for rest and recreation to promote health and well-being.
However, Auckland Council recognises that for different reasons employees may wish to
purchase leave, additional to their entitlement for the purposes of having longer periods of
leave for a particular/specific roasan as agreed batween the employea and the manager. In
addition it may be that employees who have excess leave may wish to sell these existing
provisions In exchange for their cash value (either the 5% week of contractual annua! leave
or one waek of statutory leave in the last entitlement year, In accordance with the Holidays
Act).

It must bo noted that these provislons are not incentives for employees to opt out of taking
annual leave regularly, and the four weeks of annual leave entitliement per annum (as per tha
Holidays Act) are to be taken each year as they oceur.

Managers have the responsibilty to manage annual leave and should be working with
employeas on annual leave plans.

Cashing out Leave
Employees have the opportunity to sslt ouistanding annual leave {over and above the
statutory minimurm four weeks per annum) back to Auckland Council.

Thig provisicn is in excess of the Holidays Act 2003, and its amendments which allows for
four weaks annual leave per annum. Employees are parmittad to sell that leave per annum
that is in excess of the four weeks under law. Employees should be able o sell |save at the
rate of 5 days minimum on each occasicn.

Buyable Leave
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35.12

3513

35.14

35.15

35.16

3517

35.18

36.19
35.20

35.21

Employess shall have an annual leave entitement as dstailed in sub- clause 35.1. Fromtima
to time additional annual leave may be required for the purpose of attending to family
commitments, attendance at courses (non-work related) or cn any cccasion empioyess may
requlre additional leave. Empleyees shall have the opportunity to purchase a minimum of one
(1} week and up to a maximum of two (2} additional weeks leave per annum.

The decision to grant buyable leave lles within the team and with the Section Manager. If
business requirements cannot be met then buyable leave may be declinad.

Ovar a pariod of time, amployees can buy leave af the rate of one week's leave at the rate of
one week's base salary.

35.14.1 Monles will be deducted (with written consent) from pay on a fortnightly basis
ovar the specified period of time as agreed between the employee and their
Manager.

35.14.2 The leave must be taken within 15 months of being paid for.

35143  The leave must be taken in no less than five (5) days at any cne time rather than
a day here and there.

35.14.4  Extra leave purchased shall be paid at the ordinary base rato,

35.14.5 Auckland Council would require the written conseni of the employee as per the
Wages Protection Act.

Employzes shall apply for buyable leave in writing to thair Manager, outlining all the details.
If agreed the request will be forwarded to payroll with a copy tc Human Resources.

Long Service Leave
Except where an employee is enlitiad to L.ong Service Leave under Appendix H, employees
will be aflowed long service leave, in accordance with the following provisions.

35.16.1 One speclal holiday of two weeks after completion of 16 years and before the
completion of 25 years of confinuous sarvice with Auckland Council,

35.16.2 One spacial holiday of three weeks after completion of 25 years and before the
completion of 35 years of continuous service with Auckland Council,

35.16.3 One special holiday of five weeks after the completion of 35 years confinuous
service with Auckland Council.

All long service leave provided for above shall be on erdinary weekly pay as defined by the
Holidays Act 2003 and may be taken In one unbroken perlod. Leave is to be taken at such a
time or times as may be agreed between the unit/section manager and employse concerned.
Long servica leave must be taken within the entllement periods stated provided that in the
event of it not being taken, payment in lieu of leave shall be made at the end of the entitlement
period.

Employees who have baen antitled to long service leave and terminate their employment
before such leave has been taken, shall ke pald in lieu thereof. In the event of the death of
the employee, the same provisions as for annual leave shall apply.

Employees, whe are dismissad from the Council, shall forfeit this leave.

Long Service leave may not bo sold as Saleable Leave.

Closure of Business

Where the Empleyer determines that staff will not be required to work due to closure or part
closure of business on the three days between Christmas and New Year, 28 days' notice will
be given of the need to take paid or unpald leave. In some cases, secondment to another
area may be possible but wili only ocour where practicable.
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35.22

35.23

35.24

35.26

36.

36.1

36.2

36.3

36.4

37,
37.1

38.
38.1

38.2

38.3

Rosters for Christmas Day to after New Year will be confirmed to siaff required to work not
less than 28 days prior to Christmas. Prior to this, volunteers will be sought in the first
instance.

Employees required working on the three working days betwesn Christmas and New Year
shall be given a minimum of four weeks' notice by the Manager concerned.

For all Employees coming within the provisions of this sub- clause the next year of
amployment for the purposes of annual holiday, shall be deemed to commence from the date
which Auckland Councit's premlses are ¢lesed or work discontinued.

Birthday Leave and Community Day

Employees who do net have any entiflement to birthday leave as set out in Appendix H will
ve allowed one Community Day sach year to undertake volunieer work in the community.
Community Days wlll be taken in accordance with Auckland Councll's policy.

Paid Parental Leave

Employees are entitiad to Parental Leave in accordance with the Parenfal Leave and
Employment Protection Act 1987 (Act) and Auckland Councit's Parental Leave Policy
(Policy).

The Parental Leave guidelines are set cut In the Parental Leave policy. It details entitiemants
and conditions that nead to be followed whan planning 1o take parenial leave.

In additlon to the Parental Leave and Employment Prataction Act 1987, Council will continue
to pay the empleyee’s salary for 14 weeks minus the parental leave payment made by Inland
Revenue/Te Taari Take, for those employees entitlted tc paid parenta! leave undar the Act.
Council will provide 10 days' pald leave for the support caregiver.

Manager Approved Leave

Discretlonary Leave with or without pay may be granted by the Head of Active Recreation
at their discretion on application by any employes. Each application will be considered on
its merits.

Jury Service Leave

Where an employee s required to atiend jury service or is subposnaed to appear befors
the court as a witness, the employes's manager shall be provided with a copy of the
nctification as soon as possible prior to attendance.

The employee’s salary/wage shall continue o be paid provided that:

38.2.1 any refated fess received ara paid fo Auckland Councll after the deduction
of travelling expenses; and
35.2.2 the employee returns to work immediately on any day he or she is not aclually

serving on a jury or Is required as a witness.

Where any cf the abeve fees are not paid to Auckland Gouncil within four wesks after the last
day of jury service, Auckland Council shall have the right to deduct tha outstand'ng amount
from the Employee's salary/wage. Auckland Council shall give the employee at least two
weeks prior written notice of any deduction.
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39.
39.1

30.2

39.3

39.4

38.5

40.

40.1

40.2

Travel

If an employee Is required by Auckland Council to worl or attend compulsory training which
takes place: )

39.21 at their ordinary place of employment and;

39.2.2 on what would otherwise be a non-working day for that employes,

Auckland Council shall pay that employee for one additional hour as compensation for trave!

If an employes Is required by Auckland Council to work or attend fraining at a place outslde
thair ordinary place of employment and the expense and time In travelling to and from their
home and work is greater than that which is ineurred when working at the ordinary place of
employmant, Auckland Council shall reimburse for such exira expense. If an employee
requasis a shift outside of the af the ordinary place of smployment (e.g. through shift bidding),
Auckland Council will net reimburse the extra sxpense.

Where an Employes is required fo:

39.3.1 travel direct from home to a jeb outside their normal place of work during
normal hours of work and uses their own vahicle; or

39.3.2 Is required and authorised to use thelr own vehicle in the course of a woriing
day,

the employee shall be pald a vehicle allowance in accardance with the IRD’s printed rate(s).
Where it is necessary for an employse to use public transport, the cost of this shall be
relmbursed.

The pravision of this clause shall have no appiication where the employes is being conveyed
In tha employer's time or where an employee is transferred from his/her residence by transport
provided by the empleyer at or after his/her normal-departure time to be taken directly to a
job.

If an employee Is using their car for work purposes and Is authorised to do so, Auckland
Council will meet any non-recoverable nsurance related cosis Incurred in the event of theft
or an accident where the employee is not at fautt or under the infiuence of alcoho! or drugs.

Transfer

Temporary Transfer to Other Duties or Work Sites

In order to allow flexibility In the workplace, and having regard for the special raquirements
and conditions of Auckland Councll, it is recognised by the parties that Auckland Counci!
may, where an employee is unable to perform his or her dutles, on a tamparary basis
not exceeding six months instruct the employee to perform othar duties.

Permanent Transfer to Another Work lL.ocation

Should a Manager wish to permanently transfer an employee to another work location he
or she shall consult with the employsa. Such consuliation shall give due consideraticn
to all attendant circumstances. When a permanent transfer is to fake ptace Auckland
Councll shall pay compensaticn 1o the employea concerned at the following rates (gross
figures}:

Additional Distance required to traval from home to new work location (one way —
note that the distance will be calculated based on the shortest travelling distance from
the old location {o the nearest peint of the new location).

Less than 2 km No compensation
Qver 2 km and up to 5 km $600
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40.3

a4

40.5

M.

411

42,
421

42.2

42.3

42.4

43,
43.1

Over 5 'tm and up to 7.5 km $750.00

Over 7.5km and up to 10 km . $900.00
Over 10 kim $1,000.00

The compensation set out in sub-clause 40.2 is a once-only payment in respect of each
permanant transfer.

No compensation shall be payable whers it has been agreed between the parties upon the
employee's appolntment to the posifion, that Auckland Council reserves the right to fransfer
the employee betwasn work locations.

The compensation set out in Clause 40.2 shall be in addifion to any other compsnsaticn
agreed betwaen the employee and the Manager.

Other Employment

No employee tc whom these conditions apply shall engage in any employment, other
vusiness activities or dealings which would create a conflict of interest which might interfere
with the proper performance of an employee's dutles and responsibilities to Auckland Council
or otharwise undermine the best interests of Auckland Council. This may relate to—

41.1.1 protecting commerclally sensiive informaticn; or

41.1.2 protecting Councll’s Intellectual property rights; or

41.1.3 protecting Council’s commercial reputation; or

41.1.4 preventing a real conflict of interest that cannot be managed without including a

secondary employmeant provision.

Termination of Employment

Both the employes and Auckiand Counci! are encouraged fo give adequate notice of
resignation or termination of empleyment, In order to facilitate proper axiting procedures as
weil as hand over werk 'n progress and transfer knowledge.

With the exception of casuals or In situations invalving dismissal for Serious Misconduct,
Auckiand Council and employees covered by this agreement shall glve a minimum of four
wesks (28 days) notice of dismissal or resignation {(as appropriate) A lesser period of notice
may be agreed between the employee and Auckland Councll.

In the event an employee, pursuant to clause 42.2, has been given netice of dismissal or
given notice of resignation, Auckland Council may choose not to require the employee to work
out the notice and it may make a payment 'n I'au of some or all of the notice period.

I the event of substantiated serlous misconduet, Auckland Council may summarily dismiss
the employea without giving nolice and in such case wlll not be required to pay earnings in
lieu of any notice period.

Abandonment of Employment

An employee who is absent from work for a continuous period excesding three working days

where:

43.11 the employee has not obtained the consent of Auckland Council to the
absence; or
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43.2

44,
44.1

44.2

4.3

44.4

44.5

44.6

44.8

44.9

44.10

43.1.2 tha employee has not nolified Auckltand Council of the absence
shall be deemed fo have terminated his or her employment.

Notwithstanding the provisions of Clause 43.1.2, where an employee is unable thrcugh
no fault of his or har own to notlfy Auckland Council, the employees shall net be deemed
to have abandoned his or her employmant, provided proof of such Inability Is provided
to Auckland Council as soon as possible.

Redundancy

This clause shall apply to all permanent employees.

The parties to this agreement recognise the serious consequences that the loss of
permanant employment can have on Individual employees and propcse to minimise this
as far as possible by refocation, retraining and redeployment. Tha parties agree that it is
preferable that employees be encouraged io remain in full-time employment.

The parties agree that wharever possible voluntary redundancy shall be preferable to
compulsary redundancy.

Compensaton in the event of redundancy should be fair and racognise the loss aof
sarnings, effects on the persen and changes in career path and relaticnships.

Notice Provislons

The employer shall advise of any potential redundancy situation not less than one month
prior to issuing notice of termination to any employees. This advice shall be in writing to
any potantially affected employees and all Unions with an Interest In the werk covered by
those employees. It shall include the reasons why redundancy might occur and all other
relevant details.

There will be an opportunity to discuss the initial advice given as per clause 44.51 so
there is clarity about why the redundancy situation exists, what opportunities and
cbligations exist for both employees and the employer and so that tha process is
understood. Only afer discussions have iaken place will one month's formal notice be
given to employees whose positiens are being made redundant.

An employee, whao finds an alternative posifion outside Auckland Council within the notice
pericd, may term'nate his or her employment prior fo the axpiry of the notice period without
forfeiting his or har entitlement to redundancy compensation. Auckland Council's consent
in such a situation shali not be unreasonably withheld.

Selection Criterla and Process
In the first instance, volunteers will be called for from the group of affected employees.

Auckland Coungcll shall determine who is to be terminated following an assessment of the
compatencies, knowledge, and experience and work history of the amployeas in conjunction
with an assessment of the crganisafions ongoing neads.

Redeployment, Retraining

Recognising the intention of the parfies to minimise the loss of permanent employment
due to redundancy, all endeavours will be made to find acceptable alternative employment
with Auckland Council. Such employment shall be In a position requiring the same or
similar skills, or in a position where retraining will provide the employes with the requisite
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44.11

44.12

44,13

4414

44,16

44.18

44,17

4418

44.19

44.20

44,21

44.22

4423

skills for the position.

Where a redundancy situation exists no similar position with Auckland Councii wilf be
advertised sither Intemally or externally until it has been determined ihat the position
cannot be fliled by the redeployment of a potentially redundant employsa. Auckland Council
shall be under an obligation to redeploy cnly those employees whose skillz can be matehed
with those required In similar vacani positions or whose skills can be adapted through
retraining to match those required In similar vacant positions.

If there are mors potentlally redundant workers than there are positions Auckland Council
will assess those employees who wish lo be redeployed to ascertain who will fll the
position.

Where an employee (s redsployed, Auckland Council undsrtakes to provide appropriate
tralning for the new position.

If an employse accepts redsployment o a position where the pay is ata lower level, their
previous pay shall be protected for a peried of six months from the date of redeployment.

Employses who are redaployed shall be entitled to review the suitability of the new position
during the first six weeks in the poslion or as extended by negotiation betwsen the
employee and his/her Manager. If the new position is not satisfactery the employee may
during this period apply for a further redeployment or take Voluntary Redundancy

Unless otherwise agreed between Auckland Councll and the PSA/AWUNZ the number of
redeploymenis shal! be restrictad fo iwo. .

Should the employee choose Voluntary Redundancy, redundancy compensation shall be
paid in full without deduction for any pay recelved during the trial period.

Voluntary Redundancy and Selection Criteria

When a redundancy situation oceurs, Auckland Gouncil and NZEI will discuss and agree
whether it is practicabla to cal! for voluntary redundancies. If it Is agreed that voluntary
redundansles should be ealled for, Auckland Councll will consider applications for voluntary
redundancy.

Where thare are more applications than required, first consideration and acceptance shall
bo on the basis of last onfflrst off, subject to Auckland Council's need to relain necessary
skills, knowledge and experiencs,

If insufficient voluntears are available Auckland Council may, at the expiration of the
menth's notice peried, declare redundant those employaes who have not been able to
be redeployed, relocated or refrained. Redundancies may be on the basis of last onffirst
off.

Rights of Redundant Employees

Auckland Councll shall arrange porsonal counssliing sessions for sach radundant
employae immediately following the notification of redundancy te that employae, provided
thal the employee so wishes. Auckiand Council shall also arrange assistance with resume
and interview praparation, budgetfing and careerfretiroment counselling.

All redundant employees shall be given the opportunity to attend Interviews for afternative
employment without loss of pay.

Augkland Council shall supply a Certificate of Service to all redundant employees and where
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44.24

44.25

44.26

44.27

44.28

44.29

44.30

44.31

44.32

requested a personal rafarence
All redundancy payments shall be calculated as from the date of termination.

Redundancy compensaticn shall be paid in a lump sum and shall be taxed at the appropilate
rate as specified in the Income Tax Act 2007 and its amendments.

Employees shali receive all outstanding Annual and Long Service leave sntitlements.

Auckland Council shall suppert an application to the Administrator of any applicable
Superannuation Scheme for a refund to the employes of the smployer centributions to the
Fund. Employer contributions te the Fund shall be paid, subjesct to the rules of the relevant
superannuation schems, on outstanding annual leave entilement, but net on the redundancy
compensation.

Compensation in the Event of Redundancy
In tha event of redundancy, the following compensation shall be pald:

Less than 12 months’ service

1-3 months sarvice: 2 weeks payment
4-5 months service: 4 weeks payment
7-9 months service: 6 weeks payment
10-12 months service 8 weeks payment

Eight weeks' pay for the first completed year of service with the Legacy Counecil or Auckland
Council (including service with its former authorities/councils) and two weeks' pay for each
subsaquent completed year of service to a maximum of 20 years' service

A pro-rata payment will be made for any pari year of service subsequent to the first completed
year as follows:

. Up to 6 months - 1 weak
. 6-12 months - 2 weeks

Redundancy compensation payments shall be calculated on the basls of 1/52 of the average
earnings for the 12 month period immediately prior to tha date of leaving the organisation.

Where an employee has been off wark for a prolonged period of approved absence during
the 12 month period prior {o the redundancy nelification then redundancy compensation shall
be calculated on the average gross earnings for the period actually worked.

Whare a redundancy payment has previously besn paid by a Legacy Council or Auckland
Coungil the service upcen which it was based shall not count towards any redundancy
compensation calculation/entitiement.

Where (and only where) an employse initiates a claim for voluntary redundancy and
compensation, and whera Auckland Councll determines that the claim is arguable on the
basis of the extent of changs in the job, nothing in the above clauses shall preclude the
offering of partial compenseation.

Re-employment or Re-engagement

Should an employee who accepts redundancy compensation to be a successful applicant
for a position with Auckland Council within twelve moenths of the employee's termination
date, service shall be desmed to be continuous (except for subsequent redundancy)
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44,33

44,34

44,35

44.36

44.37

44.38

44,39

provided that no other employment was undertaken (including self-employment} during
that 12 month period.

Redundancy on Sale or Transfer of Council Business/Activity
In considering the application of the technical redundancy clause, the following principles are
to be consldered:

Parties to th's agreement wish to maximise opportunity(s) for the continued employmant of
staff with Auckland Councll or with the new crganisation.

Parties seek to reduce the incidence of redundancy compansation in favour of continued
employment with Auckland Councl! or with the new organisation.

Parties recognise the nead for staff to have access to information and knowledge of
employment opportunities in respect of a new organisation, at the earllest point in time.

Change policies, practice and proceduras will maximise opportunities for employees to meet
with the new organisatlon, before making final declsions In respect of redundancy,
redeployment or other employment with the new provider.

On sale or Transfer where Auckland Councll continues to hold a slgnificant financial
Interest

Where an employee's position s disestablished by reascn only of the sale or transfer of the
business activity, in whele or in part, 1o a new enily in which Auckland Council continues to
hold a significant finencial Interest, then the employee's employment agreement shall be
deemed to be terminated and the employee shall not be entitled to any compensation under
this agreament cr otherwise, whera:

44,381 The employee is offered a sams or substantially similar position within the new
entity; and

44.38.2 The terms and conditions of employment with the new entity are the same as,
or are no less favourable; and

44.38.3 Employment inthe new entity will be on the basis that previous service with the
employer will be recognised as “continuous service" for service related
provisions.

On sale or Transfer where Auckland Council ne longer holds a significant financlal
interest

Where;

44.39.1 the sale or transfer of business or employer activity is made to an organisation
where Auckland Council does not hold a significant financial interast, and

44.39.2 that sale or transfer results in the disestablishmeant of positions with the employer;
and

44.39.3 thera is an offer of employment with the new business or activity provider in a
substantially similar position with terms and conditions, which are no less
favourable, including racognition of previous servica.

then affected employess will have a choice of:

» access to the redeployment provisions contained in this agresment; or

. redundancy compensation where redsployment Is not successful or avallable; or
. transfer io the new business [ activity provider with a lump sum payment of $1000
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44.40

44,41

44.42

45,
45.1

46.
456.1

{bafora tax) or 10 percent of redundancy compensation, whichever Is the greater.
Such payment will only be made once the employea has confirmed they wish to work
for the new organisation or at the end of any agreed trial period.

Trial Period

Where thers is a likellhood of staff being offered the opportunity to transfer to the new
organisation Auckland Councll will seak the agreement of the new organisation to allow
for a thres-month trial period, during which time Auckland Council will continue to
underwrite the cost of redundancy compensation. In all cases the details of the trial period,
or any exienslon to the same, must be recorded in writing and signed by the new
organlsation, the Employee and Auckland Council.

Parties to Discuss

Where terms and conditions are less advantageous for a position being offered, but the
employee decldes tc nevertheless accept that position with the new crganisation (instead
of their full redundancy compansation), then compensation wili be determined on a case
by case bas's.

Such compensation will be determined by a revlew committee comprising PSA/AWUNZ
employea reprosentative, one employer representative and one suitably qualliled
independent convencr jointly agreed between the Unlons and Auckland Councll, their
declsion to be based on an assessment of the quantiflable loss on 2arnings, the extent of
change In non-financial benefits and any relativity with like situations. Before making a
fina! decision about tha quantum of any compensation, the employee, the Unions and the
CEO will be consulted.

Vulnerable Employees

Additional protection is available to specific categories of employees, as defined In
Employment Relations Act 2000 Schedule 1A, if, as & result of a proposed restructuring,
their work is to be performed by anather employer. This protecticn gives:

[ the employess a right to olect to transfor to the other employer as employees on
the same terms and conditions of employment; and
. the employses who have transferrad a right, subject to their employment

agreemeants, to bargain for redundancy entilements from the other employer if
made redundant by the other empioyer for reasons relating to the transfer of the
employees or fo the circumstances arising from the transfer of the employees; and
If redundancy entitlements cannot be agreed with the cther employer, to have the
redundancy entitements determined by the Employment Relations Authority.

New Technology

When Auckland Council elects to infroduce any of the following:

. technology
. aquipmant
. new method of working

which materially affect the employese's employment Auckland Coungil will consult before and
during the process of infroduction with the employees affected by the decision and with their
authorised representativa.
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47.
47.1

47.2

48.
48.1

48.2

48.3

48.4

49,

49.1

50.
50.1

50.2

50.3

51.
51.1

Introduction and use of such technology, equipment or new methods of werking shall be in
accordance with; :

. the Department of Labour’s relevant Code of Practice legislative requirements
. Auckland Councll's Change Management Policies and Procedures.

Deduction of Employee Organisation Fees

Upcn receipt of a written authority from the employes concerned, Auckland Councit will deduct
fees of the amount spacified by the employee and forward the fees to the PSA or NZEI

Fees will be deducted and forwarded at intervals agreed between Auckland Council and the
employes.

Stop Work Meetings

For each slx months of this agreement term, every unien member shall be entitled to attend
one paid union mesting, of up 1o twa hours duration, These stop work masfings need not be

held within six months in which they accrue but may be taken at any time.

In order to atfend such a meeting the employee or the employes's representative must apply
in writing to the employes’s Manager not less than 14 days prior to the meeting.

Whare il is necessary in ordsr to malntain essential services to the Public, Auckland Council
reserves the right to withhold approval to aitend any particular mesting.

The employee shall provide {o his or her Manager satisfactory proof of attendance at the
meeting.

Employment Relations Education Leave

As a minlmum, feave shall be granted as per Section 7 of the Employment Relations Act
2000.

Union Access

Auckland Council will allow reasonable access to its premises by Unions that are a party to
this agrsemeni. The purpose of this access Is to conduct unicn business including but not
necessarily to:

. negotiation for employmant agreements, disputes,
. personal grievances,
. other issues affecting smployment of staff, promational activity and recruitment.

The Unions shall observe all security and Health & Safely requirements of Auckland Coundil.
The Unfons will approach individuals in & reasonable manner and respect the individual's
right to cheice as to representation and privacy.

Resolving Employment Relationship Problems

Auckland Councll is committed to developing and maintaining good working relationships with
employees and their unions. Thers can be tmes however when disputes or areas of
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512

51.3

51.4

disagreament will arise in the course of the employment.

It is the Intent of the partles to this agreement to promote harmony and co- operation between
Auckland Councll and amployees, and to provide effective procedures for the prompt and
equitable resolutlon of preblems which may arise from time fo time betwean employer and
any employse covered by this Agresment. To maximise a satisfactory outcoma for all parties,
relatienship or pofentiai relaticnship problems will be dealt with In a falr and equitable manner
between the partles directly affected at the earliest opportunity,

In accordance with section 54{3)(a)(iil) and Part @ of the Employmant Relations Act 2000, the
fellowing procedures and services are avallable to Auckland Councl! and employaes for the
resolution of all employment relationship problems.

These procadures apply o the setflement of all employment relationship problams and
Personal Grevance matters within Auckland Council. Any employse covered by this
agraement may use these procedures.

Definitions
An employment relationship problem includes:

51.5.1 A Personal Grievanca
51.5.2 A Dispute
51.5.3 Any other problem relating to or arising ot of tha employment relationship - such
as:
. Ifan Employee has been unfairly troated:
. If an Employse has been disadvantagad in some way by what they see
as an unreasonable action of the employer,;
. Ifan Employee has been harassed in their employment;
. If either Party has breached obligations of good faith in their dealings;
. If it is thought that there are grounds for a personal grievance or dispute of
rights;
. If there is a disagreement about the interpretation of the employment
Agresment;

. If tarms and conditions of the employment Agreement have been breached
or compramised by the Employer or Employes;

. If there is a disagreement betwesn the Employee and Employer for
axample, In respect of leave, or pay,;

. If an Employee has raceived a warning which they think is unreasonabla;

. If an- Employee is dismissed from their employment, or is treated in a way

they think is unraascnable or unfair.

51.5.4 An employment relafionship problem does not include any problem relating to
negotiating new terms and conditions of employment.

Time 1imit on raising personal grievance

Excepl in exceptional circumstances, an employea whe believes hefshe has a Personal
Grievance must make Auckland Councll aware of the grievance within 90 days of the
grievance arising {or the employee beceming aware that he/she has a grievance).

What can an employee do to resclve an employment relationship problem?

Employment relationship preblems should not be allowed to builé up or continus. All
employeas of Auckland Counci! are encouraged to remedy and address any probloms as
and when they arise. The first step Is a self-help option that Involves Idantifying the real
problem and issues. This requires an approach of preblom solving and commoen sense. In
this way the majority of employment relationship problems can be resolved lecally, reducing
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the cost and time involved for all and hopefully giving greater satisfaction to the parties
involved.
Resolving Employment Relationship Problems

51.8 An employment relationship problem should be raised and discussed with the employee's
manager as soon as possible.

51.9 The employee is entitled to seek advice and assistance from a Unions representative in
raising and discussing the problem.

51.10  The employee, Auckland Council and the Unions will try in good faith to resolve the problem
without the need for further intervention by:

51.10.1 Identifying and confirming the facts of the situation
51.10.2 Talking to each other

Mediation

51.11  If the problem is not resolved by discussion, any party may (without undue delay) seek the
assistance of the mediation services provided by the Ministry of Business, Innovation and
Employment.

51.12  All parties must co-operate in good faith with the mediator in a further effort to resolve the
problem.

5113 Mediation is confidential and, if it does not resolve the problem, is without prejudice to the
parties' positions.

5114 Any agreed settlement of the problem signed by the mediator will be final and binding.
Employment Relations Authority

51.15  If the problem is not resolved by mediation, it may be referred to the Employment Relations
Authority for investigation and determination.

51.16  NOTE: The powers of the Employment Relations Authority, and the remedies it may award,

are set out in detail in the Employment Relations Act 2000. Your Union can advise and assist
you.

52. Remuneration

The parties have agreed a set of aligned pay rates and the process for progression through these pay rates,
These are set out anAppendix C and DI e ,.»»-*{Commented [AS4]: Check

Signed on behalf of Auckland Council

Dave Stewart, General Manager Active Communities

Date
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Signed on behalf of The New Zealand Public Service Association Incorporated (PSA) and NZEI.

Vil A

lpcu,d N Far\and

PSA Organiser-

S, ], L
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Date

Ben Rosamond @

NZEI Date

14/09/2023
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Appendix A
Partnership Principles

Principles and expectations underpinning this agreement are:
« Engagement: timely and constructive participation In decislon making that affect employees
» Investmentin quality jobs and improvement of services
» Good Faith: genulne Involvement in issuss affecting the working lives of employess Respect:
recognition of Auckland Council role to represent the community, the right of the Unions to

indepandently represent the interest of members and the CEQ {o manage the organisation

+ Meeting the objectives of the Employment Relations Act 2000 through the promotion of collestive
bargaining and union representation

» The parties agres that unon/management level meelings will be held once a quarier

Dolegates’ framework principles

The active and visible promotion of the positive role of delegates

Reasonable paid tme for delagates to carry out their role effectively within the workplace. This
would Include time to mest with members, other delegates and union officizls, mesting with naw

and potontial members In the workplace. Managers will support the ralease of delegates and provide
cover for absent delegates where reasonable

Reascnable paid time for members to meet and discuss workplace issues over and above stop
work mesting provisions.

Comprehensive training fo enable delegatas to carry out their role as providad for in Section 7
of the Employment Relations Act 2000.
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Appendix B

Consultation Principles
The word “consultation” does not require there to be agreement.
On the other hand it clearly requires more than mare prior notification.
Ifthere is a proposal to make a changs, and such a change requires to be precedad by consultation,
it must not be made untll after consultation with those required o be consulted. Thay “must know
what is proposed before thay can be expected to give their views".
This does not involve a right to demand assurances buf there must be sufficiently precise information
given to enable the person to be consulted to state a view togethsr with a reasonable opportunity to
do, This may include an opportunity fo state views in writing or orally.
The requirement for consuliation is never to be treated perfunctorily or as a mere formality. The
person or body to be consulted must be given a reasonably ample or sufficient opportunity o express
thelr views or to point to problems or difficuities: "they must be free to say what thay think",

Consultation must be allowed sufficient time.

Genuine effert must be made to accommedalte the view of those being consulted. Consultation is to
be a reality, nol a charade.

Consultation does not necessarily invelve negotiation lowards an agreement although this can follow
as tendency in consu'tation is to seek at least consensus.

Consulting involves the staterent of a proposal not yet finally decided upon, listening to what others
have ta say, considering their responsas, and then deciding what will be done.

The party obliged to consult, while quite entitled to have a working plan already in mind, must keep
its mind open and be ready to change and even start afresh.

There are no univarsal requirements as to form or as to duration of consuitation. Censultation cannat
be equated with negotiation in the sense of a process which has, as its subject, arriving at agreement.
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APPENDIX C: ECE REMUNERATION FRAMEWORK

Alternate Dufies {childcare anly)
An employae may be requirad from time te time to undertake such other duties as may be required for
the effective and efficient running of the Centre.

An employee may be requested to work in another Auckland Councll Childcare Centre on a day to day
relleving basis. Prior to any such request the employar will consult with the employze. Agreement by the
employse will not be unreasonably withheld.

Where an employes is asked to relieve in another Auckland Counclil Childcare Centre their rate of pay
will remain the same un'ess they are:

o relleving in the capacity of "Person in Charge" - see details below under Person- In-Charge
Allowance (childcare centres).
o performing higher duties where Clause 28 is applicabie.

Clauses 32 and 40 will apply to situations where an employee is required to work at a different location
either on a temporary or permanent basls. Extra fime ncurred outside of the employee’s ordinary working
and traval hours will be compensated by way of an agreed arrangement between the Head Teacher and
the employee.

Training and Development
Childeare workers will also be eligible for funding from the ECE training fund for which specific funding
nas been allocated for the term of this agreement.

Allocation of funding from this provision s subject to employess compiating Auckland Council's Financia)
Assistance Agreament and adhering to Auckland Council's policy on tralning support for ECE training.
This allocation will be managed by the ECE Cperaticns Manager in consultation with the GM Active
Communities.

Employees undertaking praclicum as a requirement of their qualification wil! be pa'd their normal rates
of pay that they would receive in their regular role, up to a2 maximum of 6 weeks per ysar and wiil be
required fo sign an Auckland Ceuncll's Financlal Assistance Agresment.

Employees who have signed the Financial Assistance Agreement will be required to adhers to
repayment costs as outlined in the Financial Assistance Agreement.

Both parties will actively encourage employaes to obtain appropriate qualifications.

Remuneration Framework
Uncertified Teachers pay scale

Years of Service: -~ ¢ ~ | Remuneration
1 Living Wage

2 $55,055

3 Step adjustment
4 $57,309

54 Siep adjusiment

Note: ‘Step adjustment’ refers to the annual review of rates to ensure alignment fo the market.
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e On years which refer to a 'step adjustment’ uncertified teachers will receive an increase in
line with our annual review of rates to ensure alignment to the market. It will equate to a
‘revised’ Step 2 or 4 as appropriate.

e An uncertified teacher will not be eligible for a remuneration increase where they are on a
performance improvement plan or a coaching plan on 1 September.

A Certified Teachers pay scale
1 Salary on Appointment

1. On appointment, a certified teacher shall be paid on the scale below and on the appropriate
step having regard to:

a. The applicable qualification group qualification as per clause 2
b. Any service recognised for salary purposes as per clause 3
c. Any previous relevant work experience as per clause 4

2. A certified teacher who has completed training and has no service recognised for salary
purposes shall be paid a salary during the first of service at the first step

2 Qualification Groups
1. An employee placed on the salary scale shall be certificated and hold a teaching qualification
2. Employees are assessed on the highest qualification held

3. New Zealand qualifications hat are registered on the National Qualifications Framework shall
be recognised for salary purposes.

4. Overseas qualifications are assessed by the New Zealand Qualifications Authority to the
nearest New Zealand equivalent qualifications

5. The Qualification Group Notations for the base salary scale entry points (E) and base scale
maximum points (M) for each qualification group defined below:

a. P1,P2 and P3 for teachers who hold a current practicing certificate issued by the
Teaching Council of Aotearoa New Zealand but no subject or specialist qualification at
Level 6 or above on the NZQF or equivalent overseas teaching qualifications
recognised by the NZQA

b. P3+ for teachers who hold a current practicing certificate issued by the Teaching
Council of Aotearoa New Zealand and:

i. A subject or specialist Level 7 qualification on the NZQF (ie not an initial
teacher education qualification), which can be a Diploma (excluding a National
Diploma), Graduate Diploma or Degree or;

ii. Anhonours degree of teaching; or

iii. Equivalent overseas qualifications recognised by the NZQA or an overseas
qualification where NZQA determined that the gualification has level 7
(Graduate) study in a subject or specialist area(s) ie any area of study that is
not initial teacher education

c. P4 for teachers who hold a current practicing certificate issued by the Teaching Council
of Aotearoa New Zealand and:

i. A subject of specialist level 8 qualification on the NZQF which can be an
honours degree or a Post Graduate Diploma;

ii. Two subject or specialist level 7 qualifications on the NZQF (listed above);
ili. A masters degree of teaching or;
iv. Equivalent overseas qualifications recognised by the NZQA.

d. PS5 for teachers who hole a current practicing certificate certificate issued by the
Teaching Council of Aotearoa New Zealand and:

i. A subject or specialist level 9 qualification on the NZQF — masters or doctorate;
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or
H. A equivalent overseas qualifications recognised by the NZQA.

3 Service Recognition

1.

Service within New Zealand as a trained early childhood teacher in a teaching capacity in a
liscensed early childhood sentre or the Early Childhood Service of Te Aho o Te Kura Pounamu
{The Correspondence School} shall be recognised for salary purposes

Sarvice within New Zealand as & Head or Senior Teacher in a kindergarien shall be
recognised for salary purpcsas

Service as a qualified certificated teacher employed In a teaching position within a New
Zealand state or state Integrated school (including Kaupapa Maori education) shall be
recagnised for salary purposes.

Service of qualified or certificatad relieving teachers employed continuously for six weeks or
more In @ New Zealand licensed early childhood centre or a state or state integrated schoo!
(including Kaupapa Maori} shall be recognised for salary purposes.

4 Previous Relevant Work Experience

1.

In addition fo serviea recognised under 3 the employer shell recognise previcus paid work
experlence that is directly ralevant to the teacher's duties and respensibilities which has
occurred wlithin 1C years of the application for credit subject to the provisions of this clause,

Any previous relevant pald work experience recognised under this clause shall be credited as
half-service up to 2 maximum of iwo steps. Half credit shall mean that each year (or part
thereof) will count as six months (or part thereof) of service for salary purposes. A special case
may be made by a teacher to the employer te have crediting of relevant pald work experience
In excess of the maximum considered,

Previous relevant paid work experience maans professional employment using knowlzdge of
the education service and/or teaching skil's Including:

a. Voluntary Service Abroad - providing service was in a teaching position while the
teacher held a teaching cerlificate

b. Teacher sducation lecturers and community education tutors — providing service was in
a teaching position while the teacher held a teaching certificate

c. Kaiarahilte Reo
d. Teacher Aldes /Kailawhine

Public secter employment with an education focus eg. Ministry of Education Early
Childhood Development or other Crown Education Agencies

Education officer in Government and nen-Government organisations

Special Education

Social werker employed by MSD or Board of Truskees

Professlonal officer of NZE! Te Riu Roa/PPTA/TTANZ

Librarian;

Museum Art Gallery, Zoo education officer

Untrained employees In teaching positions in licensed early childhood education
cenres including kindergartens and nga kohanga reo

m. Family day care co-ordinators in licensed home based early childhocd education
services

@

—FmT - T o

4. Application shall be made by the teacher as soon as practicable fellowing appeintment, but in

any event within three months of thelr appointment. The teacher shall, at the time of
application, provide evidence to the satisfaction of the employer of previous relevant paid work
experience before any such service will be considered for recogniiion under this clause
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. Previous relevant pald work experlence In a less than full-time position shall be credited, where

racognised, as a proportion of full-ime employment based on a 40 hour week. Where service
recognition is clafmed for previcus relevant paid work experience undertaken on a part-tima
basis, the evidence of such service must include detalls of the hours warked.,

No teacher coverad by this agreement on 1 December 2022 shall have thelr service prior to
this date recalculated as a result of the operaticn of this clause.

Where a teachar who has previous relevant paid work experience recognised by ona
assoclation commences work at ancther association, that teacher shall be entitled to retain that
service credit unless clause 8 below applies.

Prior to commencement at the Council, where the Councll considers that all or some of the
previous relevant paid work experience Is not ralavant (in terms of clause 4) to the teacher's
duties the Council shall advise the teachar, prior to the lstter of offer.

B General rules

1.

The Certlfied Teachers pay scale comprises the following steps which an employee can
prograss through on an annual basis {on their anniversary date each year) and based on the

_ number of years of experience held as a Certifled Teacher.

The ratas balow are based on funding availeble from the Ministry of Education, In the event that
funding Is withdrawn or there Is a material change to Council's financial position, the parties may
undertake a review, in good faith, how that may Impact the pay scale.

5. The pay scale will be raviewad annually.
6. A negotialed increase may be annually applied only where an employze is at the top of the step

scale and does not get a ‘progression step’ .

At commencement of employment, or on appointment to a new rols, a member's salary will be
placed in the relevant category.

8. If an un-gertified teacher elects fo begin fraining, their rate will not decrease.
9. Ifapreviously certified teacher did not keep up with certification, while the rate will not decreass,
they will not be sligible for an increase,
10. In addition, remuneration increases abave will ogour in the following way:
o Uncertified Teacher - will recelve an annual increase in line with the Living Wage
Increase.
Certified Teacher — movement through the Certified Teacher steps will ocour on the
service anniversary date of a teacher, each year provided a teacher has met their
Professional Growth Cycle requirements.

» Note that years of experience refers to years completed at above 20 hours par waek. Cartifiad
teachers working less than 20 hours per waek will be eligible to pregress to the next
remunaration step after the completion of Z (two) years” work.

+ Acerlified teacher will not be eligivle for a remuneration increase where they do not meet
the criteria for teasher's registration or are on a coaching or performancs plan on iheir
anniversary dale.

* The Inifial rating will be determined by Head Teacher of the facllity.

11. Teachers will havethe rightof appeal if they disagree with theirrating.

12. Back-dating of rates will not occur unless spacified.

Gertifled Teachers Pay Scale _
Step. | Quallfication . . = . . S | Rate- -
1 Less than 1 year expetience as a cerified teacher. $ 51358
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P1,23E
2 yaars' experience as a ceriified teacher $ 53,544
3 years' experience as a certified teacher $55, 948
3P+E
4 4 years' experiencs as g certfied teacher $ 58,133
P4E
5 5 years' experience as a cerlified teacher 361,794
P5E
8 6 years' experience as a cerlified taacher $ 65,776
7 7 years' experlence as a cerlified teacher $70,040
8 8 years’ experience as a certified teacher $75,190
9 9 years' experience as a cerilfled teacher $79,413
10 10 years’ experience as a cerlified teacher $85,490
P1,23M
il 11 or more years' experlence as a cortified teacher $90,000
P3+, P4, P5M

The Head Teacher pay

Gontre-Rell

9-25 256-50 §50-100
Staffing-
respensibility
43 $79,-873 $82,-522 $86-843
4-6 582,622 $86:-813 $94-023
710 $86,-813 $94:-023 $104,390
H-18 $04,-023 $1015-300 $404.390

Head Teachers will recelve a negotlated, set increase 1o their salary on an annua! basis.

2. At commencement of employment, or on appolntment o a new role a Head Teacher's salary will
be set meet the full pay parity rates for Head Teachers {at a minimum). Salary may also be set at

Council's discretion faking into account the staffing responsibility and centre rol! size.

3. In addition it is expected that Head Teachers continue to meet their Professional Growth Cycle
requirements. Although managed separate to the remuneration framework, achievement of the

following KPI's is also an expectation for Head Teachers:

1. Occupancy
2, Budgst
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3. Delivery of Strategic and Annua! Plan
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Appendix D
Benefits

1. Auckland Council is committed to ensuring that employees are provided with meaningful access to
Its facilties and to that end will provide employees with complimentary Pocls and Lelsure operated
facllity membership as well as access to discountad merchandiss (“Benefits”).

The Benefits are as follows:

Category of employees | Benefit

A: Permanent Fult Time +  Complimentary facility memberstlp to all Auckland Council
(37.5hours Pools and Leisure operated faciiities.
*) »  Complimentary facility membership for one nominated

partner/immedate family member fo one nominated
Auckland Council Pools and Leisure oparated facility
(required fo pay standard joining fee)

+  Access to a 20% discount from all Auckland Councll Pools
and Leisure operated merchandise, faciliy rentals, staff
directed programmes and childcare services.

B: Parmanent Parttime »  Complimentary facility membership to one nominated

(20 — 37 hours) Auckland Council Pools and Leisure operated facility. If this
facility does not have aquatic or Group axercise services
then one additional facility, that provides those services,
can be nominated.

+  Complimentary facility membership for one
parinerfimmediate family member to one nominated
Auckland Councll Pools and Lelsure operated facility.
Reguired to pay the standard jolning fee

»  Access to a 20% discount from all Auckland Council Pools
and Leisure operated merchandise, facility rentals, staff
directed pregrammes and childcare services

C: Parttme(2-19 «  Complimentary facllity membership to one nominated
hours) or Auckiand Council Pools and Leisure operated centre during
Fixed Term off-peak timss or at such times as may be determined by

particular Centre Managers having regard to customer
access rates in that particular Centre.

»  Access to a 20% discount from Auckland Councll Pools
and Leisure operated merchandise and childcare services
from the facility they are employed at.

D: Casual «  Complimentary aquatlc access to one neminated Pools and
Leisure centre with agreement between the two facility
managers. Any additional access at the facility where they
are employed will be at the discretion of the Centre
Manager.

2. The Benefils described in this Appendix are not & contractual entitlement on the part of employess

and, following consultation with the affected employees and their union representatives, may be
changed or removed by Auckland Coungil,

3. These beneflls are subject to the conditions specifisd in this clause. In particular:

a) Employees are required to obtain their manager's approval to access these Benefils.

b) External customers lake precedence over employees. Staff may, however, choose to pay
the full cost of the service when notified of a paying customer has requested the same
time slof, At that point, the employee will be treated the same as any other paying
cusiomer.

44




c)
d)

e)

f)

These privileges do not extand to spouse or family members (other than whera stated in
Category A and B).

Facllity membership entitlss the holder to access the fltness cenire group exercise and/or
pools, sauna, steam, spa poo! whare applicable.

Complimentary membership to the staff member and nominated partnerfimmediate famity
mamber Is will be null and void if the employee’s empleyment with Auckland Counei!
Pools and Lelsure ceases.

Discounts applied to staff directed pregrammes exclude irips or specific pregramme
related costs (eg T-shiris, Basketballs afc).




Appendix H
Grandparented provisions

The terms contained within this Appendix reflect clauses that have been grand parented into this
collective agraement,

West Wave Long Sorvice Leave

1.

Employees who had an entilement to long service leave under the West Wave Aguatic

Centre Comblned Collactive Empleyment Agreement 2009-2011, will be entitlad to lang

service leave as follows:

a)  One spedial holiday of two weeks after the completion of eight years and before
the completion of 16 years of qualifying service;

b}  One special holiday of four weeks after the completion of 16 years and hefore the
completion of 24 years of qualifying service;

¢} One special holiday of six weeks after the completion of 24 years and befora the
completion of 32 years of gualifying service;

d)  One special holiday of six weeks after the completion of 32 years and before the
completion of 40 years of qualifying service

e}  One special holiday of six weeks after the completion of 40 years and before the
completion of 48 years of qualifying service

f) One special holiday of six weeks after the completion of 48 years of qualifying
sarvice,

All lsave provided for in sub-clauses 1a, b, ¢, d, e, and f shall be on ordinary weekly pay
as defined by the Halidays Act 2003 and may be taken in one unbroken period. Leave is
to be taken at such time or times as may be agreed between the unit/section manager
and employee concerned. Long service leave must ba taken within the entitlement period
stated provided that in the event of it not being taken, payment in lieu of leave shall be
made at the end of the entitlement period.

Employees who have been entitled to long service leave and terminate their employmesnt
before such leave has been taken, shall be paid in lieu thereof. In the event of the death
of the employee, the: same provislons as for annual leave shall apply.

Employees who are dismissed from the Council shall forfeit this leave.

Long Service Leave may not be sold as saleable leave.

Birthday Leave

Employees who had an existing entitlement to birthday leave as at 1 July 2012 will continue to
receive birthday leave as set out in this clauss. Upon completion of each year's service an
employee will receive a day's leave on thelr birthday. If the birthday falls on a day not normally
worked or as negotiated between the parties or a public haliday, the birthday leave will be taken
on the next normal working day. Birthday leave will not be carried over to the follawing year.
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