21 April 2026

Téna koe

Official Information Act request

Thank you for your email of 14 April 2026, requesting a copy of the Staff Collective
Agreement between the Ministry of Social Development (the Ministry) and the
Public Service Association (PSA).

I have considered your request under the Official Information Act 1982 (the Act)
and I have enclosed a copy of the Collective Agreement with this letter.

Please note, since the Ministry’s response provided to you on 11 February 2026,
the Collective Agreement has been signed by the PSA.

I will be publishing this decision letter, with your personal details deleted, on the
Ministry’s website in due course.

If you wish to discuss this response with us, please feel free to contact
OIA Reguests@msd.govt.nz.

If you are not satisfied with my decision on your request, you have the right to
seek an investigation and review by the Ombudsman. Information about how to
make a complaint is available at www.ombudsman.parliament.nz or 0800 802 602.

Nga mihi nui

PP.

Anna Graham
General Manager
Ministerial and Executive Services

The Aurora Centre, 56 The Terrace, PO Box 1556, Wellington
— Telephone 04-916 3300 - Facsimile 04-918 0099
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1. MSD PSA Relationship

1.1 Introduction

This Collective Agreement (CA) provides minimum terms and conditions of
employment for PSA members covered by the Staff Collective at the Ministry of
Social Development Te Manati Whakahiato Ora (MSD).

This collective agreement is a combination of previous Service Delivery and
National Office and Ministry of Youth Development Collectives.

This collective agreement should be managed and applied with good faith and

with the same intent and objectives as the relationship agree between
MSD and PSA. These agreements are available on the MSD i &

1.2 Nga Kaupapa
Te Rinanga o Nga Toa Awhina (Te Rinanga) represents romote e
interests of Maori members within the PSA. To this work; Te Rinanga

a papa in
oing engagement.

MSD, PSA and Nga Kaitihono agre
implementing this collective agr

Nga Kaupapa consists of:
e Rangatiratanga: ng Mae i
. Wha‘maungat%E uragi alisation and high trust
o Kaitiakitanga: tin ito’secure working conditions and cultural
identit v
¢ Man itanda: enc ealth and well-being in the workplace
. iru a: promo ultural behaviour
. |ato ga: career development
WVhakaman ping effectiveness
%‘ otahij % uilding solidarity and unity
1. @n ip principles

The i this collective agreement recognise that their interests are
§ lyndependent. Our relationship agreements set out the principles and

a framework for the way we work together.
PSA representation

MSD acknowledges and recognises the PSA, its officers and officials and
delegates as representatives of the union in the workplace. This includes
recognising the PSA’s right to independently represent the collective interest of
members and the responsibility of the Chief Executive to manage their agency
under legislation.

MSD acknowledges that the good faith provisions under the Employment
Relations Act 2000 apply to access to the workplace by unions. PSA
representatives may enter the workplace for purposes relating to members’
employment and/or union business. The PSA representative accessing the
workplace will follow the agreement as outlined in the MSD/PSA relationship
agreements and related documents.
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PSA delegates will have time, resources and access to education to carry out
their role as described in these documents.

MSD shall deduct PSA fees with the consent of a PSA member from their wages
or salary and shall remit the same (less the deduction of the 2.5 per cent

administration fee) to the PSA along with a schedule of names of contributing
members on a regular basis. Where an individual has requested confidentiality,

the PSA shall not pass their name to MSD.

MSD acknowledges its obligations to provide employment relations education
leave in accordance with the requirements of the Employment Relations Act

two-year election outcome and to advise of any subseq s to th

PSA members are entitled to paid attendance at t ion meetin ea%
maximum of two hours in each calendar year. tin ndance
register will be completed and provided to MSD r clarifica etings held
jointly by PSA and MSD representatives wi @ ega

for the purpose of this clause. &

®\§ @@%

2000.
The PSA agrees to provide MSD with the names of all dele @%g ié
chan is\lis
of a

Staff Collective Agreement 1 June 2025 to 31 July 2026
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2. Collective agreement formalities

2.1 Introduction

This agreement is a collective agreement under Part 5 of the Employment
Relations Act 2000.

2.2 Coverage

This agreement covers positions covered by core or premium salary ranges,
except those positions excluded below.

The following positions are excluded from coverage:
e Positions that have Financial Delegations* levels 1-4; o

e Positions that have Management and Human Reso t|or@ 35

levels 1-6; or

e Positions that are covered by any other MS llective Ag em
agreement covering any departmental a ted b ;
e Casual staff (defined as: any empl enga on an as

and when required baS|s), or

e Human Resource positions
relations advice and assnst c

e All positions that rep ecutive and/or Deputy Chief
Executive positio

Note: It is not | the
coverage res ts

.‘ g|vmg employment

on of senior specialist positions from
f existing employees in these positions.

If there is an e dIS age MSD and the PSA will meet to resolve
the issu sé by
* The e ancial, Man ment and Human Resource Delegations for the
Mini |a| Development document are dated 27 August 2024 and 15

“The coverage of this agreement shall not extend to or
sitions that come into effect during the term of this

ag em assigned delegations at the above level of financial and/or
mana % human resources delegations. In addition, if during the term of

ive’agreement MSD revises its delegations document, this agreement
ot'extend to or include any position that has an equivalent level of
ation or responsibility than was the intention of the delegations document
2d 27 August 2024 and 15 August 2023.
The coverage of this Agreement will extend to and include any new positions that
are established during the term of the Agreement, except where a position is
within or of a similar nature to the exclusions listed.

Where there is any uncertainty over the coverage of this collective agreement,
the issue will be discussed, and resolution reached between MSD and the PSA.

2.3 Parties
Employer Party:

e The Chief Executive of the Ministry of Social Development Te Manati
Whakahiato Ora (MSD).

Staff Collective Agreement 1 June 2025 to 31 July 2026
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Union Party:

e The Public Service Association Te Pukenga Here Tikanga Mahi Inc (PSA).
2.4 Application
This collective agreement binds and is enforceable by:

e MSD;
e The PSA; and
e Employees of MSD:

o Who are or who become members of the PSA; and
o Whose work comes within the coverage clause of this agreement.

The terms and conditions of employment contained in this coll reeme
will also continue to apply to employees bound by the colle % en@
q%o ort-

r

the employees are working for MSD at an overseas locati

basis.
2.5 Variations <%
The provisions of this agreement may be vari I r ner:

e The initiator of a proposal to chang
begin bargaining for a variatio
proposal and the procedure

e Where positions cover
proposed changes,
to agree on the ch

e Any proposed
recorded i

e MSD a
ed

visions \of this agreement; and

essthe MSD at the beginning of bargaining for a variation

of \thi %@ f a different ratification procedure, the proposed
variation of rovisions of this agreement will be ratified when a simple
m;%s SA members who vote agree to the variation, and those
Y

ote will be those PSA members who are affected by the
ed variation.

@tified variation will be recorded in writing and appended to and become part
of this agreement.

2.6 Application of the Public Service Act 2020

Schedule 1 Part 1 Section 13 of the Public Service Act 2020 will continue to apply
to employees bound by this collective agreement, except where any term or
condition of employment is referred to and dealt with in this collective
agreement.

2.7 Integrity

It is the intention of the parties, unless specifically agreed, that this agreement
should not lessen conditions.

Staff Collective Agreement 1 June 2025 to 31 July 2026
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It is also recognised by the parties that the rewrite/development of this collective
agreement may have resulted in errors caused by the:

e Omission of clauses; or
e Deletion, addition or restructuring of wording that results in the intent of

the original clauses being lost or altered.

Where such an error is identified, it is agreed that the matter will be referred to
the Working Group (MSD and PSA representatives) responsible for the
development of this agreement.

The Working Group may:
e Agree that the original intent applies; or
e Clarify and confirm the new intent; and/or
e Agree that the necessary alterations may be ent e collectiv
agreement and ratified as variations of this agre t

2.8 Term @ \;
This collective agreement will come into e % ne 2 will expire on
31 July 2026. % &X

2.8.1 v

The parties to this Collective ’Ag tre @-,&. he value of their productive
and ongoing relationship; 2 i j \- lective agreement. Subject to
ratification of the Col ve 'Ag b ne 2025, in recognition of the
value of a new Coll e Agr 1 going partnership MSD has with the

e ToO ea
follawin

p sum payment of $300 gross (pro-rated for
capped at $300 per individual.

ratification of the new CA; and
member of the PSA as at 5.00pm on 19 June 2025 (date of
ratification), and as confirmed by the PSA to MSD before 5.00pm on 26
June 2025.
he parties agree that any employee who terminates their employment and
whose last day of employment is on 19 June 2025 shall not be entitled to
receive the lump sum payment.

Staff Collective Agreement 1 June 2025 to 31 July 2026
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3. The working environment

3.1 Treaty of Waitangi and Maori perspective

MSD is committed to fulfilling its Crown obligations under Te Tiriti o Waitangi in
partnership with Maori. This involves being responsive to the needs and
perspectives of Maori in every facet of its business and day to day practice.

3.1.1 Recognition of Tikanga Maori and Te Reo skills

The employer shall take into account for purposes of recognition proficiency in Te
Reo where the needs of a job demand such skills. Where employees are called
upon by MSD to use Tikanga Maori and Te Reo Maori in circumstances outside
their job requirements and where such duties are above and be the norm
requirements of the employee, MSD may recognise such contri either &
financially or otherwise.

res rces ins
ationary |

Examples of recognition could include preparation tipne
funds for kai for manuhiri (visitors), paid time

Financial recognition will not be additional e feo al ' applicable.

3.2 Equal employment opport &

The aim of MSD is to have an inclusi esponsive organisational
eefr opportunities and

oups and all employees.

nable greater access to the
Ilgious and ethical beliefs and/or

|II as development of a staffing profile that
om the community, assisting in improved

50 e in promoting and supporting the knowledge and
official languages (Te Reo Maori and New Zealand Sign

Lang age I|sh Employees can seek approval to access funding to meet
the co appropriate, time to attend classes/courses. In particular, MSD
wnll Te Reo Maori me ona Tikanga education is available, encouraged and

Personal information

reflects the v

Services

ed

Employees may access their own personal information in accordance with the
Privacy Act 2020.

3.5 Code of Conduct and other MSD policies

MSD has a Code of Conduct that sets out its standards of conduct for staff. There
are also other policies setting standards of behaviour that are issued by MSD.
The standards outlined in these documents must be adhered to at all times.
Employees have access to copies of the Code of Conduct and policy documents
and are responsible for ensuring that they are familiar with these and comply
with them. The Code of Conduct and the policies of MSD may be amended from
time to time by MSD.

Staff Collective Agreement 1 June 2025 to 31 July 2026
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MSD agree to consult with the PSA when changes are proposed to the Code of
Conduct and MSD policies.

3.6 Conflict of Interest

Our people live and work in their communities, therefore it is sometimes hard to
avoid conflicts of interest, whether real or perceived. That makes it even more
important that conflicts of interest are identified, avoided when they can be, and
managed when they cannot be avoided. Employees need to refer to policies and
guidance on MSD'’s intranet for more information.

3.7 Flexible Working Arrangements

The parties recognise that flexible working is important to give e ployees real

choices in managing their work-life balance while ensuring arr ents

the operational needs of MSD and the team as well as the e dIVI

MSD is a flexible-by-default employer and is committe prlna

in the Te Kawa Mataaho Public Service Comm|SS| xnbl or by

guidance as below:

If not, why not?

- All roles are treated as flexible u |s a - g mess reason for
a role not to be. Flexibility is e , men and gender
diverse employees, |rrespect lng it. Working flexibly

does not undermine career-pro 5|on
Actively championed b ‘ $
- Leaders support 0 odel flexible working for their teams
and themsel&
I ;

Works for t
v uld be sui for some form of flexibility but not every type of
@ il wor r every role. Genuine business reasons may mean that

pes of cannot be implemented for some roles.

for i nd teams

FI I ng should not be viewed as something which is just agreed
n\an employee and manager. This means that the impact of flexible

ments should be considered on teams and the agency as a whole.

@ally beneficial

- Flexible working needs to work for agencies, teams and employees.
Consideration should be given to how flexible work arrangements can
maintain or enhance service delivery and performance of agencies, teams
and employees. It should not result in increased workloads for employees
working flexibly or for other team members who are not.

Requires give and take
- Flexibility requires give and take between the employee, manager and team.

It also places collective obligations on employees, managers and teams to be
open and adaptable so that it works for everyone.

Flexible working arrangements can be formal or informal, ad hoc or regular,

Staff Collective Agreement 1 June 2025 to 31 July 2026
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temporary or permanent and can include but are not limited to:

e Working remotely from an alternative location
e Variation to normal pattern of work

e Job Sharing

e Or a combination of options

Formal flexible work arrangements:

e will be regularly reviewed to ensure they meet the needs of both parties
e where they have been declined:

o the employee will be provided with a clear explanation incl ing the
genuine business reason and

o a review process will be available.
Remote working is an MSD-initiated arrangement where@&lg es w
primarily from a location other than an MSD site for ecified term (d as
minimum three months - maximum two years) | e to A@es need.
Further information on MSD’s flexible and «‘.- in n d guidelines
covering the resources and support available ludin s a review of a
decision, can be found on the MSD in %

ciples for the public sector
he work environment, including
alities. These are:

3.8 Gender Pay Princip

cc ility - Employment and pay practices, pay rates
arent. Information is readily accessible and

‘ t |
jonshi een paid and unpaid work - Employment and pay
practi ognhise and account for different patterns of labour force
icipation by workers who are undertaking unpaid and/or caring work.
stainability - Interventions and solutions are collectively developed and

®
reed, sustainable and enduring.
Participation and engagement - Employees, their unions and agencies

work collaboratively to achieve mutually agreed outcomes.

MSD and the PSA will continue to work together on MSD’s Gender Pay Gap Action
Plan.

3.9 Reasonable Accommodations
MSD is committed to the practice of reasonable accommodation.

Reasonable accommodation recognises that each employee has their own
individual circumstances and enables MSD and employees to agree on the
necessary workplace adjustments needed to effectively perform the job.

Reasonable accommodation refers to creating an environment intended to ensure
equality of opportunity to meet an employee’s needs in relation to disability or

Staff Collective Agreement 1 June 2025 to 31 July 2026
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family commitments and particular practices of an employee’s religious or ethical
beliefs.

Reasonable accommodations can include, but are not limited to, changes such as
flexible working, work environment, duties, equipment, or a combination of
these.

Enabling reasonable accommodation for our employees is part of good
management practice and ensures we will attract and retain a diverse workforce
capable of delivering our strategic direction, Te Pae Tawhiti.

Further information on the resources and support available for reasonable
accommodations can be found on the MSD intranet.

Staff Collective Agreement 1 June 2025 to 31 July 2026
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4, Hours of Work

4.1 Introduction

The purpose of these hours of work provisions is to allow the flexibility for
employees to carry out their work while ensuring that these arrangements do not
adversely affect the employee, their partner and/or their dependants and
describes how patterns of work will be established and agreed.

MSD supports a balance between personal, family and work commitments while
also ensuring that MSD’s requirements are met.

4.2 Full-time and part-time hours

The standard hours of work for full-time employees are 37 ho
per week (typically worked as seven hours and 35 minute
day week). The hours of work will be specified within e

offer. Part-time employees are employed to work lessthan
per week.

Any change between full-time and part-tim@@l be g% agreement

ours 5 es

and set out in writing.
4.3 Hours of operation

As noted in clause 1.1 (Introduction collecti .ag reement is a combination

of previous Service Delivery tiomal Office and\Ministry of Youth
Development collective a .Ass des each of the hours of

operation clause from ctive EgosEe clauses will continue to apply
as they had under th ous% agreements.
Either the ServiCe Detivery Office hours of operation clause will apply
based on business group sition belongs to.

s of operation
appointed on or after 1 July 2010:

urs, of work are between Monday - Friday 6.55am - 9.00pm.
d working patterns** are between Monday - Saturday 6.30am -

C@Service Integrity - based on requirements of the position, Investigators
will manage their standard hours between Monday - Friday 6.30am - 10.00pm

For employees appointed prior to 1 July 2010:

Refer to the tables below for specific variations:

Table 1
Business Unit Qualifying Standard Hours Days Times
period / Non-standard
working pattern
Service Delivery Standard As specified in letter of offer or agreed
(excluding those Appointed variation. Where not specified:
Staff Collective Agreement 1 June 2025 to 31 July 2026
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groups listed below)

prior to 1 July

Monday — Friday | 8.00am — 5.00pm

Contact Centres

2010 Non-standard As specified in letter of offer or agreed
variation. Where not specified:
Monday — Friday 7.00am — 9.00pm
Saturday 8.00am — 6.00pm
Table 2
Business Unit Qualifying Standard Hours Days Times
period / Non-standard
working pattern
Previously employed in Work &
Income Contact Centres
Appointed on | Standard* Monday - Friday 6.55am — 6.15pm

or before 30 Saturday | 7.55am -~ 6.00pm
June 2005 Non-standard Monday - Friday 6.55am — 900pm
Saturdax/> _7.55am/~6.00pm
Employed | Standard Where I d'standard hours)
prior to 14 e over five ?9 ive
October 2002 will receive con ecutive days
ek Th ent to two

- 2 be varied by
- : between the
gg% eir manager. Any

se established individual
i reed, set out in writing and
§|§
anager.

Cen
Unit

tral Processing

Sta

rk (including the days off)
d by the employee and their
Monday - Friday

7.00am — 6.00pm

9&@)&&*

Monday - Friday 7.00am — 9.00pm

Saturday 8.00am — 6.00pm
Table 3 \b
Busi SSW Qualif}:g@ ~Standard Hours Days Times
% erio / Non-standard
QQ working pattern
L Previ mployed | \Appointed on
i Inc R r after 1 July | Standard* Monday - Friday 6.55am —
tact C 2005 10.00pm
(includi
Pro ) and
5@ excluding
Outreach Centres)
\22 iors Support Appointed on Saturday 7.55am — 6.00pm
tre or after 1 July
2010
Seniors Support Appointed Standard Staff shall retain the hours of work
Centre prior to 1 July provision that was applicable prior to
2010 this date - which were:

Monday - Friday 8.00am — 5.00pm

Non-standard**

Monday - Friday 7.00am — 9.00pm

Saturday 8.00am — 6.00pm

StudyLink Temporary or | Standard Monday — Sunday | 6.55am —
casual staff 10.00pm

Rostered MSD will provide an opportunity for

employees employees to advise their preferred

hours prior to determining the roster.
Where possible, MSD will consider staff
preferences prior to determining the

Staff Collective Agreement
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roster. Staff understand and
acknowledge that there is no guarantee
that they will receive their preferred
hours. The final determination of the
roster will be set for MSD’s operational
requirements and client needs.

Table 4
Business Unit Qualifying Standard Hours Days Times
period / Non-standard
working pattern
Previously employed | Appointed on | Standard Monday - Friday 7.00am —
in StudyLink — or before 30 10.00pm
Student Support June 2005 Non-standard*** | Monday — Sunday 200am —
Centres and Contact Opm
Centres Flexible hours Monday - Sunday m -

S tx

&n ard weekly hours
ek, Monday to

the standard weekly hours

5 of the week, Monday to

Times

7.30am to 7.30pm

8.00am to 6.00pm

Monday to Friday 6.30am to 10.00pm

Saturday 7.30am to 6.00pm

**Non-standard work patterns may i
0
Saturday.
***Non-standard work pa y incl
ur orfi
Sunday.
4.3.2 Natio% fic urig
N
w (excf%ﬁi\;%\ﬁday to Friday
I
@ Saturday
The pattern of an employee’s hours of work will be established and agreed
between the employee and their manager. Generally, this pattern will be
may be outside this by mutual agreement. When necessary, employees
may be required to vary this established pattern in order to meet MSD’s

(37 hours and 55 minutes) over fo ive days of
(37 hours and 55 minut
Business Unit” "
4.4 Patterns of Work
within the hours of operation stated in clause 4.3 (Hours of operation) but
requirements.

Any changes to an employee’s standard individual hours of work, including
the days those hours are worked, will be by mutual agreement and set out

Staff Collective Agreement 1 June 2025 to 31 July 2026
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in writing and signed by the employee and their manager.

The standard hours under any non-standard work pattern may not be less than
four hours and may not exceed 10 hours per day.

Employees will be entitled to two consecutive days off per week. The exception

to this is:
e Contact Centre employees excluding those that have agreement they

work Monday to Friday
e Employees who are on On Call and subsequently work
e Employees who agree to perform overtime on their rostered days off.

Employees who work in IT area may be required by MSD to @te ino Il

/standby roster and respond accordingly to call outs. @
4.5 Overtime §> %
4.5.1 Definition @
Where an employee works standard hours’e nde 2 Full-time and
part-time hours, overtime is payable fo %- oris i ked in excess of
eight hours per day or 40 hours perwe
The above criteria apply to both fulk- ;e employees.
Where an employee h d pattern’of work of more than 8 hours per day
or more than 40 ho k, o 2 is payable for all authorised time
worked in exces o%

e Eight ay rs per week; and

« The oyee’s indivi ily or weekly hours of work, where their hours

w ss of eight rs per day or 40 hours per week.
@@art-t' e

cl
N g

e works on Saturday and/or Sunday and these days
orm & eir standard individual hours of work, they will be paid in
accordan @ rates in clause 4.5.2.

@m

e’ the criteria in clause 4.5.1 are met, the overtime will be paid for at the
time and a half for the first three hours and double time thereafter.

e After midday Saturday (where Saturday is not a normal day of work for
the employee) and all day Sunday; or
e Between 10pm and 6am on any day of the week.

Alternatively, in lieu of the above payments and by mutual agreement,
employees can receive equivalent paid time off (TOIL) on an hour for hour basis
under clause 4.6 (Time off in lieu) or be paid a regular overtime allowance.

Note: The above additional rates do not apply where any of the overtime fall
within an employee’s standard individual hours of work as defined in the hours of
operation tables above.

Where an employee is required to work on a day off, they will receive a minimum

Staff Collective Agreement 1 June 2025 to 31 July 2026
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payment of three hours at the appropriate rate.
4.5.3 Restrictions on overtime payment

An employee whose annual base salary plus higher duties allowance exceeds the
gross value of Step 13, Band 6 of the core salary ranges is not eligible to receive
overtime payments, except where hours worked are as a result of being called
back to work while on call. In this case the call back clause shall apply.

However, a manager may make overtime payments available to staff whose

annual earnings exceed Step 13, Band 6 of the core salary ranges where there is
a business need to do so.

Employees who are not eligible for overtime payments may ta off in
lieu under clause 4.6 (Time off in lieu). @
4.6 Time off in lieu Q §> %
‘
¢t ORs in their
§

al hours, they
e number of

4.6.1 Time off in lieu of overtime payment

Employees will often be able to work flexib
workload. However, when employees wo

can by agreement with their manage
extra hours worked in lieu of the pﬁ@ of‘ove
i

off in lieu or the payment of overti
art-ti oyees (TOIL)

healthy and safe work practi
eir established part-time hours may

4.6.2 Paid time off in !
Pk m
w ese extra hours do not meet the criteria for
4.5.1 (Overtime definition)

re

3 feasonable paid rest break each morning and
Teal break of not less than half an hour during their
The timing of these breaks should take into account the

\' of cli ’@r as well as the requirements for employee health and
safety,

provide tea, coffee, milk and sugar for rest and meal breaks.

On call

icipation in on call will be voluntary. An employee who is required to be on
call will be paid an allowance of $35 gross per day or part thereof. A day is
defined as 24 hours from the commencement of being on call. When an
employee is on call and is called back to work, they will be entitled to the call-
back provision in clause 4.9.

4.9 Call back

An employee who is called back to their place of work will be paid a minimum of
three hours at the appropriate rate. The appropriate rate for employees called
back to work is:

Staff Collective Agreement 1 June 2025 to 31 July 2026
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e Where the employee’s annual gross base salary plus higher duties
allowance is equal to or less than Step 13, Band 6 of the core salary
ranges, payment will be in accordance with clauses 4.5.1 and 4.5.2; and

e Where the employee’s annual gross base salary plus higher duties
allowance exceeds Step 13, Band 6 of the core salary ranges, payment will
be at time one or

e Where an employee who is not eligible for overtime payments is called
back to work, they will receive a minimum of three hours of time off in
lieu.

All call backs during a single three-hour period will be considered part of the

minimum call back period until the employee has exceeded thr. ours’ call
back. For clarity, travel time is included within the three-hou m. &
4.10  IT on call and call back @ @

to participate in an

on call roster and respond in accordance with
On Call and Call Out policy which may be ame
Employees who are on call to provide sup
receive:

e An allowance of $35 gross p A
day or public holiday (note-th sT1.
to work on a public holiday).\This equ

eek be

irements_of the S’s IT

by MSD fro i to time.
MS ems will
ross for a weekend

someone be required

gross for each full
secutive days). No

calendar week on ca i
employees will b on cal planned leave, excluding public
holidays.
Where an emplo ee% out-the | be paid at time and a half of their
ordinary hourl Il ho edout (subject to the minimum periods
@

ion clause 4.8 (On call) and clause 4.9 (Call back)

allb pr
ble f oyees when on call.
@the IT environment the parties recognise that there are two

namely Remote Call Out and On Site Call Out.
ined as follows:

the site or workplace rather than by remote access via a laptop or

On site call out is a call out that requires remedial action to be taken at
cellphone.

4.10.1 Remote call out

e For each remote call out, employees will be paid a minimum of one hour at
time and a half of their ordinary hourly rate

e Each subsequent call out during the same daily on call period will be
aggregated with the first call out and will be considered part of the
minimum call out period until the hour has been exceeded.

4.10.2 On site call out

e For each on site call out, employees will be paid a minimum of three hours
at time and a half of their ordinary hourly rate.
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e Each subsequent call out during the same daily on call period will be
aggregated with the first call out and will be considered part of the
minimum call out period until the three hours have been exceeded.

e A remote call out that results in a subsequent on site call out will be
regarded as part of the same call out (i.e. only the three hour minimum
will apply).

e All call outs will include travelling time and the time spent travelling to and
from an on site call out will be counted towards the minimum period of

three hours.
4.10.3 Public holidays
e All call outs on public holidays will be paid at time and a hal
employee’s ordinary hourly rate which meets the require

Holidays Act 2003.

e Employees who are on call on a public holiday will e
in accordance with the requirements of the Holidays Act 2003, r

of whether they are called out.

Staff Collective Agreement 1 June 2025 to 31 July 2026

23



IN-CONF!DENCE

5. Remuneration

5.1 Introduction

The purpose of this section is to describe the principles and objectives for
remuneration in MSD. Further information about related processes, procedures
and positions in each band is provided on MSD’s intranet. The current bands are
recorded in Section 18.1 MSD Bands and Salary Ranges. This section will be
updated to reflect any outcomes from collective bargaining including changes to
the bands and salary ranges through the term of the collective agreement.

The premium band ranges are outside scope of the normal collective bargaining
process and retain their own pay range review process and cy

MSD is committed to a fair pay approach and the guideli mg f@ §>

levels are set out on MSD’s intranet under “Our Fair P

5.2 Guiding principles
The guiding principles for MSD’s remuneratlo@ 0g @work are:

¢ Simple, flexible and transparent
e Affordable, evidence-based and
e Supports the direction of the ¢
e Encourages fair recognition of ‘our)peopl

The framework compris
ranges may be appli can

and they will be rev ual
provides four zones and 13 set steps with
e anchor point is informed by government

Within each et
step 5 calle chor Nt
expec ns, ket form jon, fiscal envelope and remuneration guiding
iss argaining.
progression

Progressi r the steps occurs annually on 1 October. Progression is
he employee engages with and participates in Te ara piki.

%svs n can be paused where there are identified performance concerns
@ ave been communicated in writing including a proposed path forward to
ess the concerns. Progression is applied once the identified performance
concerns are addressed. On-going engagement between the employee and the
manager should ensure there are no surprises when performance concerns are
raised. Progression will also be paused when an employee does not participate
in Te ara piki.

To clarify, employees will receive a pay progression unless they:
e are at or above the top of the salary range for their band
e have been advised in writing that their progression is at risk because:

o they are not performing at the required level
o they have withdrawn from participating in Te ara piki, i.e.:
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* unwilling to discuss and agree on objectives and outcomes

* do not have a development plan in place which is aligned to
organisational and individual priorities

* not engaging with their manager through ongoing conversations.

e have been in their role for less than three months during the review period (1
October to 30 September), whether it be:

o as a nhew employee
o after being on leave which interrupts service (e.g. unpaid general leave).
Progression will be reviewed for eligibility upon their return

o after appointment to a new role with an equivalent or gr: salary

increase than the upcoming progression step*.

e have received a salary increase within the precedin e\rmonths h@
progression date, for any reason other than a range mowem a
job-size change. @

*it is expected that any salary increase mao progression

round will be made to a step where @no e@ e upcoming
progression step.
a

5.4 Appointment to band lar
Employees will be paid sale 'ccord<! he bands and salary ranges
yeewill be sed of their individual salary in

Employees will be advised of any
i ases resulting from bargaining or

changes in salary to-sa

annual progr §

Where isplaced in a ck nt band and salary range following a job-size
revi sIatY%%ach for impacted employees will be discussed with

t
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6. Capability and Career Development Approach

MSD aims to encourage and provide employees with appropriate career
development opportunities to assist them to reach their full potential and
facilitate their job security by developing portable skills and attributes.

Employees and their manager should discuss career development opportunities
during their regular conversations. This may include agreeing on the conditions
and type of support provided by MSD.

Individual career development opportunities can be, but are not limited to:

. On-the-job learning opportunities and experiences;

o Internal training courses;

o External courses/conferences;

° Study assistance; @
. Coaching, mentoring and buddying of others;

o Secondment, short term covering and sup f others; /0

. Achieving recognised qualifications. @

Individual career development can also i is :

. Becoming a PSA delegate

. Being a Health and Safety Re ative

° Participating in and contributin orks and related events
. Learning a language e I no irement of my role.

Te ara piki supports ' S %’ age their own development and

0 own-a
G’i‘ pto m @ potential. It focuses on building the
capabilities that s.employ ontribute and make an impact on MSD
outcomes forclie d Ne@ d citizens.
Te ar. i@ e fo win& principles:
. %? 0 an MSDs strategies, values and outcomes. There is a
rli etween MSD expectations and how we recognise
d develop employees
° sustained, ongoing and continuous focus on capability and
elopment. We recognise that most learning occurs on the job as part
f our everyday work and that feedback, support and coaching will also

ccur in ‘real time’ and in the mahi

-@ integrated into the way managers and employees work together enabling
employees to be more self-managing. This will be seamlessly incorporated
into existing day to day activities

. connects the employees’ contributions and achievements with the
development of capability and career aspirations, with the intention of
allowing all of our employees to achieve their potential

. easy to use, understandable and transparent. Accessible and well-
designed resources are provided to all of those engaged in the approach

. people centred, strengths based and is centred around open
communication within the workplace. It focuses on self-reliance,
encouragement and makes employees feel valued and respected
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. prioritised and supported. MSD investment in people aligns to our
purpose, values and priorities, allowing employees to contribute in an
effective and meaningful way.

To enable these principles to be met, Te ara piki has the following key
operational features:

. employee led and manager supported. Employees own and lead the

process, and managers will support employees to fulfil their agreed
capability and development goals in an environment that is positive and

supportive.

. financial commitment. Managers will ensure employees are given
reasonable opportunity to develop and funding will not b asonabl
withheld.

. provide the opportunities and time. Managers willﬁ mployees
access to learning opportunities and experie and have agree
during working hours to participate and enga 2!’.. heir development and
career aspirations. @
nsure
d

. access to training and developmen anage
employees have equal opportunities.to.aceess training and development
options whether that be learning oR-the job a% lopment experiences,
t

QPLUIO

secondments, internal or ext aining
opportunities, etc.

. prioritise develop ioritise employees developing their
capability and i t ~
due to workloa ness
earliest opp ‘

Further i% f the pr es and procedures of Te ara piki is provided on

©
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7. Expenses and Allowances

7.1 Additional duties
7.1.1 Higher duties

Where an employee is required to perform the duties of a higher-level position
for a minimum of five consecutive working days, they will be paid an allowance
equivalent to the difference between their usual salary and the salary they would
receive if appointed to the higher-level position. Where an employee qualifies for
this allowance, the payment will be effective from the date the higher duties
were first performed.

Where an employee is required to perform only some of the d fa hlgh
level position, they will be paid a proportional amount of the ties
allowance or may agree to some other form of recognl ( é

In the event that the employee is subsequently pr the |gh Sv.e
position, the appointment may be effective fro e the |es were
first performed.

An employee is not entitled to the pa vertu ey are receiving
a higher duties allowance for actingqi on t 2 s t qualify for the
payment of overtime.

Where an employee is a higher- on and works approved

overtime in their substa )0S tlo e paid overtime inclusive of the
litio pplicable overtime clause.

HDA and under the e\Cor
7.1.2 Specua ti %ﬂ
An allowan ing up % um of 5% of base salary (or 2.5% if the

employee is pai ove th heir pay band) or some other form of agreed
reco w an employee agrees to undertake duties or

r % es in o thelr normal work.
R s
7.2.1 i

loyee is required to work overtime and a meal is necessary
the overtime, MSD will either:

Reimburse the actual and reasonable cost; or
e Pay a meal allowance of $17.50 where the employee works:
o two or more hours overtime at the completion of their normal day’s
work; or
o five or more hours overtime on their normal day off and during the
period of overtime an unpaid meal break is taken.
For clarity, employees are entitled to only one of the above.
*Managers will take into consideration dietary requirements when supplying a
meal.
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7.2.2 Other meals

Where an employee has a meal with a client or is working away from their
normal place of work in the evening, they will be reimbursed on an actual and

reasonable basis.
7.3 Travel
7.3.1 Overnight travel

The employer will reimburse staff for all reasonable expenses (the purposes of
which have been approved) incurred solely in respect of work with MSD,
including approved and agreed activity under the relationship agreements.

It is agreed that no employee should be out of pocket, nor sho y proﬁt
respect to expenses related to their work for the employer,

approved activity.

Employees required to travel in New Zealand on o u5| SS S
e Actual and reasonable accommodation costs ce|pts
required); Y
e Actual and reasonable reimbursemen ned \ equired), as a
guide one telephone call home fo]s \‘ pts required); and
¢ An incidentals allowance of $ imeg € night of overnight
travel.
If an employee has a MSD e the use that phone for the call

home referred to abov

The employee’s o n commodatlon arrangements shall be
confirmed by |r ger riate person in MSD in advance. MSD shall
arrange trav com enever possible.

Empl eII|n 3 ermght may elect an advance in accordance with

p0|I
Sta g te

Sub]ect loyer’s prior approval, which should not be unreasonably
wnth an employee is required to travel for business reasons and stays
aIIowance for accommodation, meals and incidentals will be $65
or each 24-hour period and $37.50 for each period less than 24 hours.
e staying for the purposes of qualifying for this allowance must not exceed
14 consecutive days. No other payment will be made and it is up to the host and
the employee to agree on the amount paid to the host. Any arrangements
entered into between the employee and the host will not be the responsibility of
MSD.

This allowance is in lieu of any claim by an employee for meals, incidentals, gift
for host (koha) or accommodation expenses.

The employee’s selection will be confirmed with their manager or the appropriate
person within MSD before travel arrangements are made.
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7.4 Secondments and relieving allowance

From time to time MSD may have secondment and relieving opportunities that
an individual employee may wish to consider. MSD seeks to encourage and
provide opportunities for career development through the provision of
secondment/relieving opportunities for MSD employees. When the proposed
opportunity involves an employee working outside their substantive location, the
manager offering the opportunity will hegotiate and agree an arrangement with
the employee prior to commencement.

The parties agree and acknowledge that the best outcomes in agreeing a
secondment/relieving arrangement will occur when this is based on the following

principles:
e All secondment/relieving arrangements are negotiated eed pr&
commencement;
e The arrangement negotiated reflects the needs dividua

The arrangement is fiscally sound and can sta xternal w
The individual is not advantaged or disad d finan ug the
arrangement; and

e The agreement negotiated has int efle% osts/expenses

Where a secondment/relieving ar

incurred.
a total duration of up to ei eks, the fa k goprovision will apply
Where an employee is = Q!'-y g relieving that necessitates
them being away fr 0 ous minimum period of 14 days up to

odation costs;

ent/relieving is greater than four weeks, one
s expense; and

Is and incidentals of $52 for each 24-hour period and
of less than 24 hours.

re a econdment/relieving arrangement is extended beyond a
urthe period, the employee’s manager will negotiate with the
arrangement in accordance with the provision for long-term
ts/rellevmg in clause 7.4.2.

7.4.1 Short-term secondmen

Long-term secondments/relieving

or a secondment/relieving opportunity in excess of eight weeks’ duration, the
manager and the employee will discuss options from the following menu. In
negotiating and agreeing the arrangements, the following principles will be
considered:

The options agreed will:

» Reflect the duration and nature of the secondment/relieving opportunity;
» Reflect the needs of MSD; and
» Balance the employee’s needs wherever possible with the cost to MSD.

Possible menu options may include, but are not limited to:
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e Accommodation arrangements, e.g. private, longer-term rentals,
accommodation outside the secondment/relieving location;
Reimbursement of childcare/eldercare costs;

Travel home on a fortnightly/monthly basis;

A daily allowance of $30 per day;

Local travel cost assistance if accommodation is outside the
secondment/relieving location; and

e Any other actual and reasonable expenses.

7.5 Expenses for dependant care

Where an employee is required to work overtime (including short-term
secondments/relieving as per clause 7.4.1) or stay away overnig s per clause
7.3.1 and this results in extra costs for the care of dependants§ xtra am

will be reimbursed on an actual and reasonable basis. @
7.6.1 Expenses & %
MSD will reimburse an employee for actual ane exp %ﬂsing out
of the performance of their work.
7.6.2 Changes in the workplace @ &x

@ on sport rates for a

MSD will pay the additional travel cos
e Is engaged in a metropdlitan area;
e Is required to mo 1. i another within the same
metropolitan a% sis; and

7.6 Reimbursing expenses

period of one year where an emplo
e This involves e of 15 minutes or more by public
transp
7.7 thera

7.7.1 %p etati X
plo e an annual salary of less than $25,232, they will be

pa portional adwance equivalent to the difference between their actual
salary an 2 uring any period when they are engaged in casual
interpr. .

This t will have no application where:

terpreting is a normal expectation of the job; or
Competence in a relevant language has been taken into account in the
appointment of the employee and the grading of the position.

7.7.2 Annual practising fees

MSD will pay for the costs of admission fees, registration and/or annual
practising fees where the qualification or certificate is a requirement for the
performance of an employee’s duties.

7.7.3 Vehicle allowance

Where by mutual agreement an employee uses their own vehicle for work
purposes, they will be paid a motor vehicle reimbursement in accordance with
the Inland Revenue rates, as adjusted from time to time.
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Alternatively, an employee may reach agreement with their manager on a
different arrangement for a vehicle allowance.

7.7.4 Te Reo Maori competency allowance

MSD is committed to embedding a Maori world view throughout the organisation
that will honour our commitment as a Te Tiriti o Waitangi partner and ensure our
staff have the capability of working with Maori in ways that are mana enhancing.

We support our people to engage in te reo Maori and tikanga Maori and will
recognise an employee’s competence in te reo Maori by payment of an allowance
as one of the ways our people are encouraged to develop te reo skills. The rate
of the allowance is based on the level of certification given by Te-Taura Whiri i te
Reo Maori (The Maori Language Commission).

The allowance on achievement of the appropriate certifi Tau hi
te Reo Maori, will be based on the following:
>

)
Level Finder Descriptor/Objec@ @}
Attestation wance
@ @ a. (gross)
5 Complete profici \ \ﬁard $3500
excellence an é%x( cont{k\ %

4 Higher n\r/R %%&) al $2500
contri /g fwl
3 rofi e@\@courage $1750
(jdeve pme@\t&

2 fgﬁic conv al proficiency: $1000
upport oihg learning
a tine language: Encourage $500
vel learning

ees are in receipt of the Te Reo Competency Allowance, they may
exercise those skills and capabilities.

Supporti @es will be available on MSD’s intranet.
pl
(o)
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8. Public Holidays, Annual and Long Service Leave

8.1 Public Holidays

8.1.1 Application

Public holidays will be observed in accordance with the Holidays Act 2003 and all
subsequent amendments.

8.1.2 Payment for working on a public holiday

Where an employee agrees to work on any part of a public holiday they will be
paid double time for all hours worked, with a minimum payment of three hours

at that rate.
8.1.3 Alternative paid holiday &
at waould
Wi

Where an employee agrees to work on any part of a pu

otherwise be a working day for the employee, the em Io e be en
alternative paid holiday in addition to the payment r clause 834.2 (

for working on a public holiday).

Payment for the alternative holiday will be 1 ee I tdaily pay for
the day that is taken as the aIternatlv holid ; oliday will be

taken on a day that is agreed betw eir manager and

within 12 months of the entltleme

Where a public holiday fal II tlme S day off, the employee will
receive the equivalent ti f,

Public holidays fal ap %} pa Ieave will not be debited against the
leave. §:§2

3 ual holidays

allowed in accordance with the Holidays Act 2003. Full-
e entitled to annual leave as follows.

Emplo % inted on or after 19 August 2010:
mpletion of one year’s continuous service, 23 days per year (4.6
eks); and

@On completion of five years’ continuous service, 25 days per year (5
weeks).

* Annual leave will be pro-rated for staff who work part time.

+ The timing of taking annual leave will be decided by mutual agreement
between the employee and their manager, taking into account work
requirements and personal preferences. In the absence of agreement,
MSD may direct when leave is to be taken.
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o It is expected that each employee will agree an annual leave plan with
their manager so as to ensure that leave is managed appropriately. It is
expected that at any time an employee should not have accumulated more
than five days over their annual leave entitlement, except where the
employee and their manager have agreed this within their leave plan.
Managers and employees both have a responsibility to ensure that this
expectation is met.

¢ An employee may be able to anticipate annual leave by mutual agreement
with their manager, to be refunded if necessary on resignation. In
determining the amount of leave that may be anticipated, consideration
should be given to the needs of both the employee and MSD.

Employees who were employed by MSD as at or prior to 1 2010 wh
were therefore immediately prior to this date bound by th

Income and Students, Seniors and Integrity Services C reem\e@th
2008-2010 Ministry of Social Development in National d Min

Youth Development Collective Agreement shall re @ the followi eave
provisions, unless they have voluntarily elected to\accept the ve buy
out option as provided for in the Terms o P for = 013 Work
and Income and Students, Seniors and In |ve Agreement
or the 2010-2013 Ministry of Social e and Ministry of

Youth Development Collective Agre
Employees whose employment co \ fore 30 June 2009:
¢ On completion of one % ~-» ice, 23 days per year (4.6
weeks); and
ars us service, 28 days per year (5.6
@enced on or after 1 July 2009 and before 19

e On completio
pletion year’s continuous service, 20 days per year (4
»three years’ continuous service, 23 days per year (4.6

weeks).
Employees
August 201
tlon of six years’ continuous service, 28 days per year (5.6

e

for the 2010-2013 Work and Income and Students, Seniors and Integrity
Services Collective Agreement or the 2010-2013 Ministry of Social Development
National Office and Ministry of Youth Development Collective Agreement.

8.2.2 Payment for annual holidays

Where an employee takes any period of annual leave, the employee will be paid
for the holiday in the pay that relates to the period during which the holiday is
taken.

8.2.3 Calculation of annual holiday pay
For the purpose of calculating leave only, a week is defined as Thursday to
Wednesday aligned to the pay cycle.

Staff Collective Agreement 1 June 2025 to 31 July 2026
34



IN-CONFIDENCE

Payment for annual holidays will be calculated on the greater of:

e The employee’s ordinary weekly pay at the time of taking the holiday; or
e The employee’s average weekly earnings for the 12 months prior to taking
the holiday.

8.3 Long service leave
Employees will be entitled to long service leave as follows:

e Two weeks’ holiday on completion of 10 years’ continuous service; plus
e One week’s holiday after five years’ continuous service thereafter.

Long service leave will not be accumulated from one qualifying to anot
and will be taken before the next entitlement falls due or be forfei

t,
\nticipates

one weeks’ long service leave/holiday in advance o
where approved by their immediate manager.
this one week’s long service leave/holiday and
MSD prior to completing 10 years’ continu
repay in full the one week’s long service |
employee agrees and authorises MS

ha

the amount in full for the leave wh

Employees who have completed eight years continuous icenmay ar&t{%&%
tl

anticipation. The
their final pay
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9. Sick and Dependant Leave

9.1 Sick leave and dependant leave
9.1.1 Sick leave (personal illness)

Personal iliness can include both physical and mental illness and injury. It also
includes stress-related problems where a medical practitioner has certified that
an employee is unable to work.

In the event of personal illness, permanent employees will receive 10 days’ paid
sick leave per year. Unused sick leave will be carried forward and accumulated to

a maximum of 260 days.
Temporary fixed-term employees will receive paid leave in%@of @

illness as follows:

e In the first six months of service, an employee will entitled
proportional amount of leave calculated thele ployee’ssnumber of
weeks’ service (at the time of taking | Ultiplied-by 1.0 divided

by 52; and
e After six months’ continuous ser % emplo
days per year.

9.1.2 Purpose of personal s

entitled to 10

ere by reason of iliness they

The purpose of sick leave i
o be administered fairly by

are prevented from attendi

management and utiti e

9.1.2.1 Sick leave tha
wo

Absences o not taken off your sick leave entitlement,
but your ma ay as make up the time.

9.1 %é da Ws
% iIIn to cover situations where an employee is required to
becom n

Z

t
r can member of their household, family or family-like friend who
on them as a result of illness, incapacity, accident or other

e e
injur %%@%dent person does not necessarily have to be living in the same
ho% the’employee.

event of dependant illness, permanent employees will receive 10 days’
dependant leave per year.

Unused leave for dependant illness will be carried forward and accumulate to a
maximum of 20 days.

Where the dependant is seriously ill, additional leave may be considered on a
case-by-case basis.

Dependant leave is calculated on a pro-rata basis in proportion to the percentage
of full-time hours that the employee is contractually required to work. Dependant
leave will be allocated on the employee’s anniversary date based on their hours
of work at that time.
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For clarity, if you increase your hours of work throughout the year your
dependant leave balance will not increase.

9.1.4 Verification of sick leave and dependant leave

Where an employee takes in excess of five consecutive working days because of
either personal iliness or dependant iliness, the employee will provide a medical
certificate that:

e Confirms the inability of the employee to attend work due to illness or
injury; or

e Confirms the inability of the employee to attend work due to the illness or
injury of the employee’s dependant; and

e Provides a likely date for the resumption of work. @ &
The employee will be responsible for the cost of the medi icate and(a
examination necessary for the certificate to be provided
MSD is concerned for the health and wellbeing o ees. It th!efore
require an independent medical assessment of dition oft ployee
where the purpose of the assessment is to em n@- ility to
return to or remain at work. MSD will be ible f o}-j of the
examination and documentation.

9.1.5 Notice %

Any absence due to illness js &@ notifie ployee’s manager as soon
as possible.
= (o e
Da

9.1.6 Combined ki pendant leave

Employees emplo ril 2008, and who accepted in writing

an alternativ sic ndant leave individual term and condition,

shall con%; eiveal ombined option as detailed in this clause.

Per S can %}?@oth physical and mental illness and injury. It also

i ess-rélat lems where a medical practitioner has certified that

t oyee@ to work.

Depe Ilness leave is to cover short-term situations where the employee is
care for a member of their household or family who becomes

fent on the employee as a result of illness, incapacity, accident or other
. The dependent person does not necessarily have to be living in the same

se as the employee. Personal sick leave may be used for dependant illness up
to a maximum of four weeks in any 12-month period. The use of personal sick
leave for dependant illness in excess of four weeks in any 12-month period may
be considered on a case-by-case basis and subject to a manager’s approval.

In the event of personal or dependant illness, the employee will receive up to 15
days’ paid leave per year. Unused leave will be carried forward and accumulated
to a maximum of 260 days.

In addition, to avoid doubt, clause 9.1.8 applies to the misuse of sick or
dependant leave when it has been established that the employee has taken sick
or dependant leave on an occasion or on a series of occasions where they have
not been genuinely ill or injured or had to care for a dependant.
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9.1.7 Special circumstances

Where an employee has used up all their available paid sick leave, the manager
will consider, in consultation with the employee (where practicable) and on a case-
by-case basis, one or more of the additional options:

e A request for annual leave;

¢ Reduced hours;

e Paid special circumstances leave (full or reduced pay) where special
circumstances exist, e.g. acute illness, serious accident or major surgery;

¢ Unpaid sick leave; or

e A mix of these options, such as:

o part of time off as special circumstances leave wit remainderas
unpaid sick leave;
o returning to work on reduced hours until ful d. @Q
If the request is for additional paid leave, the employ ay need D ea

medical certificate (at their cost) to support their .

The manager may require the employee t an 'ent medical
S

examination (at the employer’s cost) as p con i
9.1.8 Misuse of sick leave or e@ lea X
h

Misuse of sick leave occurs when at an employee has

taken sick leave on an occasien or seri a

been genuinely ill or injur, se alsoi

dependant leave as per leave-o .

Where the manager% ont t at sick leave has been misused, the

manager will no h plo itihg of the need to meet the employee
(and their r s e) i their concerns.
Misuse of sic e may be blished by the use of an independent medical

asse : \,
j ick \ injury is required because there are reasonable grounds to
Uspectthat e oyee is using personal sick leave or dependant leave
roper. periods of absence of less than three consecutive days, the cost of
the examj and documentation will be met by the employer. For periods of
e

ab f thfee consecutive days or more, the cost of the examination and
ntation is the responsibility of the employee. MSD must inform the
ee of the requirement for proof as early as possible at the time of, or prior
e absence occurring.

In the event that it is established that the employee has misused their sick leave,
the manager may consider applying one or more of the following options:

e Employee Assistance Programme;

e Future sick leave to be supported by a medical certificate, at the
employee’s expense; and/or

e Disciplinary action.

The manager will record the action taken in writing together with the reasons for
their decision and, where appropriate, the duration of the action.
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9.1.9 Sickness on annual leave or long service leave

Where an employee becomes ill while on annual or long service leave, the period
of iliness will be a charge against their sick leave.

A medical certificate may be required.
9.1.10 Maedical retirement

Before entering into discussions with an employee about medical retirement, a
manager will explore all options to support the employee to remain at MSD.

MSD may approve an employee’s early retirement for medical reasons. Where an

employee retires on this basis, they will receive a minimum pay of 65 days’
eption to&

pa e

salary. This entitlement will be pro-rated for part-time staff. T

within 12 months of the date of medical retirement and i t
at the time of the reduction in hours, in the employ an,
that the employee is reducing their hours as a re , ditign. In
such circumstances the calculation will be based@n the rs of work

prior to the reduction in hours.

9.2 Special leave for the care
9.2.1 Definitions

Special leave for the care of d nda is ,Q, e where an employee
cares for a dependent rel %@ situatio e the relative requires long-
of i

term home assistance S ity or illness).
!

i ild %r,l arent or grandparent of the employee.
ve@ family members on a case-by-case basis.

.

A dependent relat
Leave may a

9.2.2 b
Su appr Mir manager, a permanent employee will be eligible
t ini 0 month’s unpaid leave and up to a maximum 15
mo aid le or the care of a dependant.
%}oyee wishes to take special leave, they will provide as much

ossible to their manager. The employee will provide one month’s
their intention to return to work at the completion of the leave.

Prior to approval, the manager may require verification of the disability or illness.

9.2.3 Job protection

Where approval is given for an employee to take special leave, the employee will
be entitled to resume work in the same position or a similar position to the one
they held prior to commencing special leave for the care of a dependant. A
similar position means:

e At the equivalent salary and job sizing;
e At the same or another location within reasonable travelling distance; and
+ Involving responsibilities broadly comparable to the previous position.
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Where an employee takes special leave for the care of a dependant, MSD will as
a preference keep the employee’s position open with a temporary replacement.
This special leave without pay interrupts but does not break service.

In the event that an employee’s position becomes affected during a period of
special leave for the care of a dependant, they will be notified and consulted in
terms of the change management provisions contained in this agreement.
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10. Family Leave Provisions

10.1 Tangihanga/bereavement and Hura Kohatu leave

An employee will be granted tangihanga/bereavement leave on full pay to allow

them to:
e deal with their loss

e discharge their obligations, and
e to pay their respects to a deceased person.

Following the unplanned loss of a pregnancy, tangihanga/bereavement leave

may be taken.
Obligations for tangihanga/bereavement leave may exist beca od o &
family ties, close association, or because of particular cult irements; suc
as attendance at a Tangihanga, Hura Kohatu or equival vent.
The period of tangihanga/bereavement leave will %d bet@h!

i

employee and the employer; however, the foll ies:
e a minimum of three days on the death elat'

e a minimum of one day on the death. o employee’s
manager accepts that the emp ffe avement

e a minimum of one day to atte Ko Ilng)

Additional time needed for |II also red.

Where an employee n another form of leave, except

for public hohday l d ded as bereavement leave.

10.2 Pa

Parental I ded by M leave without pay and also includes primary

carer e ex ended leave and special leave.

ntaI Leave and Employment Protection Act 1987
(|nc mg e ro on of employment provisions) apply with additional
entltle ment on return to work.

s of leave under Parental leave and how to apply, refer to MSD's

Employees eligible for primary carer leave or negotiated carer leave may be
entitled to Paid Parental leave payments. This payment is administered by Inland
Revenue and further details can be found on their website.

10.2.1 Application of annual leave

The Holidays Act 2003 allows employees to continue to accrue annual leave while
they are on parental leave. This leave will be available to employees following
their return to work and paid at the standard holiday pay rate when they take it.

An employee may request to take their outstanding leave entitlement and
accrued leave prior to commencing parental leave. The term of parental leave
without pay will begin once any requested annual leave has been used.
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10.2.2 Ex-gratia payment on return to work

Employees will be eligible for an ex-gratia lump sum payment of up to 32 days, if
they have taken primary carer and/or extended leave from a position in MSD and
have taken at least six weeks’ leave without pay. Only one payment will be made
when both partners are engaged by the public service and meet the eligibility
criteria.

The payment will be made either:

e as a one payment on the completion of six months’ service after returning
to work

e alternatively, the employee may choose to receive the ent pro-rated
in equal fortnightly instalments commencing on their ay aft
p f si

they return to work, with the final payment made& Ieti@

months’ service.

Where an employee chooses to receive the pare ableave paym ti

instalments, they need to advise MSD of this on or before theit fitst day back at
work. They are not entitled to the balance o e’ paymen sign or their
employment is terminated before the c 1- of si service after
returning to work.

The payment will be made as follow

* The amount will be ¢ ate .
32-day period prior CE of the leave;
e The amount will 6-’ vhere anemployee takes primary carer

Where an emg v s prior to taking primary carer leave or
extended leave as ical condition arising from their pregnancy,

tot n in hours.

day iod pri W
e-e@ t after childcare
Anemployee(w igns to care for pre-school children will have preference for

re-em they re-apply for a position within four years from the date of
resj

five years from the date of taking parental leave.

%ference will apply where the employee applies for a vacancy that is
stantially the same position as previously held and where the employee has
the necessary skills to fill the vacant position competently. Where these criteria

are met, the person will be offered the position in preference to any other
person.

The period of absence will be treated as unbroken service but will not count for
the purpose of any service-related leave entitlements. The preference will lapse
where the applicant has not been appointed to a position within six months of re-

applying.
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10.4 Family Violence

MSD has a lead role in preventing and responding to family violence. It
recognises that when its employees experience family violence in their personal
life, their attendance, performance and/or safety at work may be affected.

MSD is committed to providing a safe and supportive workplace and supports
violence-free families. This means making sure that our staff members who are
experiencing family violence can ask for and receive confidential help and
support and have access to appropriate help.

Employees who are experiencing family violence can raise it with their manager
or human resources. The employee may also go through a supp erson, suc
as a PSA delegate, Family Violence Response Coordinator, Fa olence &
Champion or Peer Support person. @
Some examples of practical actions to support the employee include:
e discretionary leave with pay (the employ '@pect se.up
annual leave first)
discretionary leave without pay
counselling through the Employ ce Pr S
redirecting pay to a different nt

referral to an external agency\w
flexible working, includi

Proof that family viole
found on MSD's intra

v@%
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11. Additional Leave Provisions

11.1 Jury service and witness (including Treaty of Waitangi) leave

Where an employee is required for jury service, or obliged to attend as a
witness, paid leave will be provided to attend.

Where an employee is required as a witness, or in a specific role, to attend Maori
Land Court, claimant negotiations concerning land issues, or Waitangi Tribunal
hearings, paid leave will be provided to attend.

Any jurors’ or witnesses’ fees are to be repaid to MSD.

11.2 Community service leave

Employees who are appointed by Ministerial appointmen

Committee will be allowed paid time off to meet their m ts.
mi

employee has been given approval to undertake a ent to co
activities such as civil defence (including confere and courses)
fire-fighting and search and rescue, unpaid | be i j
activities.

9

The period of leave will be determi i cas X@ment with the
employee’s manager, subject to ing’any.di ties in releasing the
employee from work.

Any remuneration earn @ese actiitie ring paid time off is to be
repaid to MSD. % @

11.3
Leave of ab %or employees to undertake military training
in accordan i Employment Protection Act 1973. Employees

who ilitas aining will receive 12 weeks’ paid leave for the initial

r eith eit\salary paid by MSD or their pay received from the military,
whicheveKi

d by the military to undertake peace-keeping duties. The period of leave

Ad% military leave without pay will be allowed to employees who are
to @ maximum of 12 months, inclusive of any training required.
1

i
4 Discretionary leave

Additional leave either with or without pay may be allowed at the discretion of
the manager.

11.4.1 Leave without pay

An employee may apply for leave without pay and the employer will make
reasonable efforts to accommodate the request. Each application will be
considered according to its merits, with a decision made taking account of the
circumstances of the individual as made known to the employer and the
operational needs of the employer. All annual leave will be expected to be taken
prior to the commencement of extended leave without pay that is three months

or longer.
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Approved discretionary leave without pay for periods in excess of one week will
be regarded as discretionary leave and the following will apply:

e For extended discretionary leave without pay of more than one week and
up to three months, the position will be held open and service will be
interrupted but not broken; and

e For extended leave without pay of more than three months and up to 15
months, the employee is not guaranteed placement in either the same job
or a new job at the end of the period of leave. If the position is either not
able to be held open for operational reasons, or there is a restructure that

has resulted in the position no longer being available, the employee will

need to apply for an alternative position. If a suitable positioh.is found,

their service will be treated as interrupted but not broke @nplo Q

will be given preference for a period of three month tme

that vacancy. If no job is found before the end of rence‘per

ill b re&' ed

as the original date on which the extended feave‘comme
11.4.2 Leave with pay @
It is not a prerequisite for an employe vailable annual
leave, and other paid leave type, pri e with pay being

the employment will terminate. The last day of servic
le
considered. However, available lea i y be taken into
consideration. Each case wou divic ly.

iab capacity,
a sporting activity,
risis or loss that they need to address and

e Representing
Formally re

eather and emergency situations

se évent such as extreme weather, a pandemic or emergency
MSD will, as appropriate, grant paid discretionary leave. Guidance on
cation is available on MSD’s intranet.

In considering whether an adverse event requires the temporary closure of a
worksite, MSD will consider:

safety and security of employees

advice and guidance issued from relevant authorities

operation of essential services

security of property, assets and records

continuing business operations (including working from alternative sites or
at home), as far as is reasonably practicable

e any other relevant information.
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Study leave

Employees may be granted leave to undertake a programme of study as agreed
with the employer. Support for study leave may include: paid or unpaid leave for
attendance at lectures, tutorials and workshops, and attendance and preparation
for examinations or assessments; contributions to course fees; or the use of

work facilities.

The employer, in consultation with the employee, in determining the support for
study, will take into account:

The time commitment required and the workload of the employee;
Programme requirements, such as attendance at lectures or workshops,

residential modules, on-the-job or practical experience, e inations a
assessments;
and

Additional support available, such as the use of wo
technology; &
n

The impact of leave on the work of the organisatio on th d
of the employee and others; and
The affordability of providing the Supp@ 5 plff
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12. Wellbeing, Health and Safety

12.1 Principles

It is the responsibility of both MSD and employees to ensure that there is a
mutual commitment to the obligations for health and safety in the workplace
under the Health and Safety at Work Act 2015, its amendments, regulations and

codes of practice.
Note: The relevant codes are available in the workplace.
All employees, including managers, will observe the MSD health and safety

policies and practices in the workplace.
12.1.1 Objectives : EE
incidents @1

To identify, eliminate or minimise risks to prevent or red@

t
result in personal injury or occupational illness. ?%
To this end: :% > §

MSD will provide and maintain a hea@ afe i nment;

MSD and the PSA have develop and review-an employee

participation system for all em
t K safely and to avoid
ustomers and any other

All employees have a perso
injury to themselves, o e
person; @
There is a mutual ofs ility fo +MSD and an individual employee
fividual ehabilitation back into the

% Qual e C '
ith em and their health and safety representatives
staff can be safe and secure;
i he PSA and training will be provided in the

n the implementation of safe work practices;
adé for emergency procedures for the workplace; and

)sts of eye tests, glasses and contact lenses are subsidised through MSD’s
care scheme. The scheme applies to permanent staff members, and fixed
term employees who have completed 12 months continuous and cumulative
service with MSD, who are required to use a computer regularly as a part of their
day-to-day duties.

12.2.2 Approval requirements

In accessing their entitlements, staff members must get approval from their
budget manager before making an appointment with an eye specialist or
incurring any cost. This is obtained through the completion of an eyewear
examination requisition which is published on MSD’s intranet.
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12.2.3 First-time/Upgrading glasses or contact lenses

When a test shows that a staff member needs prescription eyewear, or existing
eyewear needs to be upgraded, MSD will pay a maximum of $400 (GST inclusive)
per annum from the date of the last claim for the examination, for the eye test
and prescription eyewear (frames and lenses).

The payment of up to $400 per annum may be made towards the cost of
subsequent regular eye tests and upgrade of eyewear.

MSD will pay for the eye test whether or not there is a change in prescription,
but will not pay for new lenses or frames if there is no change.

MSD will not pay for the costs of frames for staff members switching from
contact lenses to glasses. &

12.2.4 How to pay for eye tests and eyewear

An eyewear examination requisition should be completed
approved by the employee’s manager prior to arraigi with the
eye specialist. The eyewear examination detai e the

o
specialist to complete the relevant section for completed
form, along with the invoice, to the Natji nting Ce
g an%% X
e

payment. Employees are responsibl
maximum limits as these are de nal ex

Employees must not pay t ic nd :: rsement.
s applicable employees who have tendered their

This provision shall DE af €

resignation. Employ% ot to vision care assistance under this

scheme if they t i their: nént within six weeks of the eye test

appointme plo@ MSD, they agree to authorise MSD to deduct
Y.

the said am t m thei

12. Wlng a
S ill provide reasonable paid time for employees to

dar yea
a fre ‘-\ g test. This will be with the prior approval from their
manage ich not be unreasonably withheld. For clarity, the employee will
not b 0 ‘make-up’ the time taken to obtain a free hearing test.
1 ccident leave

ere>an employee is absent from work due to an accident, the provisions of the
evant accident legislation at the time of the injury will apply.

P

Where the absence is due to a work-related accident, MSD will pay for the first
week of absence at 80 per cent of the employee’s ordinary pay.

Where the absence is due to a non-work-related accident, payment for the first
week of absence will be made where the employee has an unused sick leave
entitlement. Any payment made will be a charge against their sick leave
entitlement.

Where the absence is due to either a work-related or a non-work-related injury,
the balance between the 80 per cent Accident Compensation Corporation
payment (or the MSD Workplace Insurer payment) and the employee’s ordinary
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pay will be paid where an employee has an unused sick leave entitlement. Any
payment made will be a charge against their sick leave entitlement.

125 First aid
A designated first aid attendant who is the holder of a current certificate will

receive an annual allowance of $330, paid fortnightly.
MSD will pay for accredited first aid training for designated first aid attendants.
12.6 Employee assistance programme (EAP)

MSD is committed to assisting all employees in achieving a high level of
wellbeing. It is in the best interests of both MSD and employees that employees
are able to obtain early and confidential assistance if they or t ilies ar
being adversely affected by a personal problem.

Employee assistance is available to all employees and th@ diate @ It
represents MSD’s commitment to the welfare of all yees and-the tion
of a healthy working environment.

- D (e

-@ s that affect

a-means for these

lo
It is recognised that individuals may ha r ot
their work, and the employee assistan

problems to be identified and resolv
MSD recognises that this is a key el
employer. Q

D’s Employee Assistance

Programme early as_th ed arises, Pa pation will not affect an employee’s

ncluding how to access the programme, is

avaiIa he>work Ig@d n MSD’s intranet.

1 N @ssment / bullying

12.72.1 Definiti

Workplace frarassment / bullying, including sexual and racial harassment, is any

that is unwelcome to the receiver and embarrassing, intimidating or
. It affects morale, productivity and the right to have a good working

12.7.2 Mutual responsibilities

It is the responsibility of MSD to promote and maintain a work environment free
of unwelcome behaviour and to provide a mechanism for reporting incidents of
harassment / bullying, ensuring a fair investigation and avoiding reprisals against
the complainant. It is the responsibility of both management and employees to
behave in a manner that is respectful of others.

To this end, MSD will ensure that the guidelines for managers and complainants
are readily available through MSD’s intranet.
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12.8 Compassionate grant
On the death of a staff member MSD may approve a cash grant to:

e The surviving partner; or
e Dependent children; or
e The estate of the deceased employee.

This cash grant will be calculated in accordance with retiring leave tables and
where the deceased employee had an entitlement to retiring leave prior to their
death the cash grant where approved will be in lieu of any retirement leave
entitlement (that may otherwise have become due) and is not in addition to any

retirement leave entitlement that may otherwise have become due. For
employees who are not eligible for retiring leave then their ca n will b
based on a payment of at least 65 days. @
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13. Terms of employment

13.1 Categories of employment

Employees employed under this agreement may be employed on a permanent or
fixed-term basis.

Permanent and fixed-term employees may be employed as either full-time or
part-time employees.

MSD may employ individuals on a fixed-term basis, as provided for in the
Employment Relations Act 2000 and its amendments. Currently this provides for

an employee and employer to agree employment that will end:
e At the close of a specific date or period; or @

e On the occurrence of a specific event; or &%
one@ on or

e At the conclusion of a specific project.
ies(excluding district health
chools,, tertiary education
eave entitlements.

ears prior to 13 May 2008.

13.2 Recognition of service

13.2.1 Recognition of service for empl
after 1 July 2009

Service in the core Public Service an
boards and the Education service (whi

institutions and kindergartens))-will i
Service will be recognise xim
There will be no r fter @ break in service or where
redundancy ha paid” ou i rd to that service, unless the break in

service was f p@ ears).
HPinclude\permanéent and fixed term employment where all other
iteria IS @
Theonus a @ ility for providing evidence of previous service rest with
ploye
C

the em
13. ognition of service for employees employed by MSD up to

uding 30 June 2009
ill recognise an employee’s service with other departments and ministries
of the

Public Service (as defined in section 27 of the State Sector Act 1988) and
with the Parliamentary Service as continuous service where the employee joined
MSD within one month of leaving the service of the other organisation:

Provided that this shall not apply to any period of service that ended with the
payment of redundancy compensation to an employee.

Employees’ previous service with, and any previous service recognised by, the
Department of Work and Income, the Ministry of Social Policy, the Department of
Labour, the Department of Social Welfare, the New Zealand Employment Service
and Income Support is recognised for the purposes of service-related provisions
in this agreement.
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13.3 Superannuation
13.3.1 Government Superannuation

KiwiSaver is the recognised superannuation scheme available to all employees
and auto enrolment will occur when someone joins MSD, if eligible. Further
KiwiSaver information can be found on the Inland Revenue website.

13.3.2 Closed superannuation schemes

MSD will contribute to closed government superannuation funds for those who
are eligible. These funds include Government Superannuation Fund, State
Sector Retirement Savings Scheme and the Individual Retirement Plan.

13.4 Salaries and deductions
Salaries will be paid fortnightly by direct credit to each emp @nk ac t
on receipt of the employee’s written authorisation.
MSD may make deductions from an employee’s sala :
e For the purposes of PAYE;
e In accordance with the Wages Prote i0 ] @
An employee will be provided with en.ad ice 0 @asmn that their gross

At the employee’s written reques
pay or deductions are changed.
13.5 Relocation

13.5.1 Assistance
Where an employee , ted% | ion in another location:

° To m
Io eer development.
d o nce for transferring the employee and their family to
ati t by MSD.
The a nce required in each case will be determined by agreement

mployee and their manager. An employee may use a

t|ve in these discussions.
@tance may include, but is not limited to, the following:

Expenses of transfer of household effects, including insurance and
storage;

¢ Personal travel and living costs for the employee and their family and
temporary accommodation costs for up to three months;

e Expenses arising from the sale and purchase of the employee’s home,
including any early mortgage repayment penalties;

e Expenses arising from the transfer of children between schools;

e The reimbursement of expenses reasonably incurred in the re-
establishment of the employee’s household; and/or

o Paid leave as necessary to effect the transfer.
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Travel costs to the new location will be paid in terms of the travel allowance
provisions contained in clause 7.3 (Travel).

13.6 Discipline
When dealing with discipline, the following principles will apply:

e The employee is to be advised of their right to representation and/or a
support person of their choice;

e The employee is to be informed of the issue in question and be given a
reasonable opportunity to provide an explanation;

e Any corrective action required together with a reasonable period of time to
improve performance or change the conduct will also be advised. Where
this is a performance issue, consideration should be given to-appropriate
alternative work, coaching and counselling; &

employee

e An appropriate investigation will be undertaken befo
action is taken;

e Depending on the seriousness of the issue, : ba
precede a written warning;

e Any disciplinary action is to be recorded it g, sig
and placed on their personal file;

e A written warning will specify the d will be
removed from the employee’s on i date;

e In cases of alleged serious may be suspended
on pay while an |nvest|gat|on

e Where an employee f ieved by any action of MSD,
they are to be advij 3 e a personal grievance.

13.7 Termmatlo
13.7.1 Notice %
For permane yees ‘s notice of termination will be provided by

or MSD. ponees engaged on a temporary fixed-term
|I| cease on the expiry date or prior to the expiry date

otice provided by either the employee or MSD. Any of the
% aried by mutual agreement.

ot give the appropriate notice, the full notice period shall be
ere the employee does not give the appropriate notice, MSD will
for the period of the notice that has been given. Nothing in this
aI| prevent the employer from dismissing an employee without notice
|ous misconduct.

13.7.2 Abandonment

Where a permanent employee is absent from work for a continuous period in
excess of five consecutive working days without notification and without good
cause, the employee shall be deemed to have terminated their employment.
Prior to termination, MSD must make every reasonable effort to contact the
employee, including sending a letter to the last known address outlining the
employee’s obligations and, where appropriate, offering assistance.

An opportunity for reinstatement will be considered where the employee was
unable to notify the employer of absence due to unforeseen hospitalisation or
similar cause.
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Where a temporary employee is absent from work for a period of no less than
seven consecutive days without authorisation and without good cause, the
employee shall be deemed to have terminated their employment.

13.8 Employment relationship problems (including personal
grievances)

It is in the interests of the PSA and MSD and the employees bound by this
collective agreement that employment relationship problems are resolved in
good faith and as close to the point of origin as possible.

Where an employment relationship problem is identified by eit@employe
of

or MSD, reasonable steps must be taken to notify the other invol
the issue. @

Once a problem has been identified, reasonable steps wil aken b -
involved to resolve the issue.

If the issue cannot be resolved, either the emplayeeor M@ eek the
assistance of a mediator. The mediator§ atual % as an appropriate

person to assist. Costs of the medi

The Mediation Service of the Mini usine %tion and Employment
may be accessed.

nce, the employee must raise the grievance with

sonal g%h
ana(g%v}i in 90 days of the date that the alleged action

ice of the employee.

h
@\gﬁition to sexual harassment the employee must raise the
t
C

n % appropriate manager within 12 months of the date that the
d %i

alle
Iat%

mployee wishes to raise a personal grievance beyond the timeframes
o t

ioned above, the employee must either seek the agreement of MSD or apply
to the Employment Relations Authority to do so.

curred or came to the notice of the employee, whichever is

‘Personal grievances’ are defined under section 103 of the Employment Relations
Act 2000 - see clause 19 Definitions, in this agreement.

‘Employment relationship problems’ are defined under section 5 of the
Employment Relations Act 2000 - see clause 19 Definitions, in this agreement.
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14. Our approach to change management

14.1 Introduction

The provisions of clause 14 apply to permanent employees only and will not have
any application to fixed-term (temporary) employees.

14.2 Objective

MSD’s purpose is to lead social development to achieve better futures for all New
Zealanders. MSD operates in a dynamic environment and needs to be responsive
to government direction, client needs and other environmental factors.

and/or process-based change.
14.3 Principles
The best outcomes will be achieved when change

principles:

e An intention to make things better fo fland cli

e Staff are central to the success of the gomes; x

e Change will be managed in a ':‘h: aims toretain avmotivated,

engaged and productive wo ‘ w

e Change maximises opportunitie

e Stakeholders includi gaged throughout the
gh to post-implementation;

-
@ and th
edevelo

% te ication strategy for managing the
%%pen and transparent.

oach in event of no job losses

égdoes not involve job losses or relocation outside
or relocation do not occur, MSD will develop, in
the PSA, a process that is consistent with its change
may be implemented at a local, regional or national level.

anagement approach in event of job losses

14.5
Whe%%:annot provide an assurance that there will be no job losses or

e@;) n outside a local area, the following process will apply.
1 Proposal for review

MSD will provide employees and their representatives with the opportunity to be
involved in any review where MSD cannot provide an assurance that there will be
no job losses or relocation outside a local area.

The Chief Executive will advise staff and their representatives when a decision is
made to commence any such review (for the purpose of providing the
opportunity to be involved). The aim of this mechanism will be, wherever
possible, to reach agreement on recommendations to management, who will
endeavour to take the views into account as far as possible before review
decisions are made.
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14.5.2 Procedures

Where, following consultation, a decision is made that will result in job losses,
MSD and the PSA will develop and agree procedures for managing the change,
including the way in which reconfirmation and reassignment will apply.

These procedures will normally include:

Identification of employees affected by the change;
Consideration of not filling vacancies as they arise;
An effective communication process;

A timetable for implementation;

Support services; and

An appointment process and a review mechanism.
14.5.3 Preferential applicants &
Employees who have been identified as being affected b e ana@s

positions have been declared surplus to requirements ave a pre i
right of appointment to vacancies within MSD and be ised§in of

their preferential status.
14.5.4 Counselling @
Counselling will be made available to@a ap%‘% their families.

14.6 Reconfirmation

Reconfirmation applies when there.i e cl Ea'e for a position that is to

be transferred into a new thi de MSD) where:

re (Wi
e The new role d th early the same;

. I

e The termse nditions; career prospects are no less
favourable ]

e The loca i in the same vicinity.

Wh %ﬁé ne clear candidate, the procedure for managing the
@@ il be %f assignment or voluntary severance where this option is

alla@
New r iptions will be available prior to the commencement of this
pro

e

assignment and voluntary severance
.1 Voluntary severance

Where a change proposal may result in fewer positions than there are affected
employees, MSD may seek expressions of interest, on a without prejudice basis,
for voluntary severance from employees after the reconfirmation of roles stage in
a change management process for affected employees.

Where expressions of interest are received, MSD may, at its sole discretion,
choose to accept or decline any expression of voluntary severance where there
would be an adverse impact on the business. All applicants will be advised in
writing of MSD'’s decision and the rationale for the decision.

By way of example and without limiting MSD’s sole discretion, voluntary
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severance may not be accepted in circumstances where:

e An applicant has skills and experience that MSD wishes to retain; or
e Where approving the voluntary severance may result in insufficient skilled
staff from which to appoint to remaining positions in the impacted area.

Where MSD accepts an expression of interest and offers voluntary severance,
written acceptance of that offer by the individual will be binding.

Where an employee accepts an offer of voluntary severance, their employment
will end by reason of redundancy, in accordance with clause 15 (Redundancy).

Note: During any notice period the provisions of Section 88 of the Public Service

Act 2020 continue to apply to employees for whom voluntary se@e has %Q
agreed.

14.7.2 Reassignment

Once the reconfirmation process has been completeg %y
The objective will be to place the maximum numbe licants
into positions by matching individual skills with ‘pgs imilar
skills. The process for doing this will be developed part of the

on an
eassignment.

procedures in clause 14.5.2 (Procedur
individual basis and each applicant w

al“applicant is reassigned.

Any training needs will be identifie
n-the-job training and/or

Preferential applicants may

attend training courses
14.8 Declining o plo er reconfirmation and
reassignment ‘s %}

Where an e fer n in accordance with the reconfirmation
and reassign ovisions y do not wish to accept the offer of the
oyewo e entitled to receive redundancy compensation.

side of MSD and career transition

pl
e@gt outside of MSD
C

confirmation and reassignment provisions, during the notice
perio o the provisions of the Public Service Act 2020, both MSD and

the e shall make reasonable efforts to locate suitable alternative
ent for the employee in the following areas:
Within the Public Service; or
¢ Within any other part of the State Services (which term shall include
Crown entities, Crown companies and State Owned Enterprises); or
e In the organisation acquiring some or all of the business of the Ministry of
Social Development whether or not that organisation is within the State
Services (where the position ceases to exist due to the part of the Ministry

of Social Development’s business in which the employee's position is
situated being sold or transferred).

Where the employee and MSD agree that a reasonable offer of employment has
been made MSD'’s responsibilities under these provisions shall be fulfilled, and
the employee shall not be entitled to any payment under the redundancy
compensation clause 15.5 (Redundancy compensation). The offer of a position
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with similar duties and responsibilities, in the same general locality (alternatively
where relocation is required, and expenses to cover these costs have been
agreed), with terms and conditions of employment that are the same unless
otherwise agreed (including service-related, redundancy and superannuation
conditions), and on terms that treat service with MSD as if it were continuous
service with the new employer shall constitute a reasonable offer for the
purposes of this provision.

14.9.2 Career transition

Employees not appointed to a position through reconfirmation, reassignment or
internal recruitment will continue to be supported during the time they are

employed with MSD.
This will include but is not limited to, reasonable paid time, if d, to
prepare/update CV’s and prepare for and attend intervie din @n

with their manager. &
MSD will support employees who want to seek assi nce o) e o ee

ited to)

: tis
restructuring support, career issues couns (7‘0. [ g, personal
and family counselling. X
14.10 After acceptance of r a nt §>

Following acceptance of reassi n any ownng provisions may apply.

14.10.1 Relocation

Where reassignme relo ‘ ide the local area, the employee will
receive a minim ee mg otice or a lesser period of notice where this

is mutually ill be provided under the transfer provisions
contained |

within\the same Iocal area and there is an increase in

| receive at least one month’s notice (or a lesser period

by eement); and
o ill be provided under the transfer provisions in clause 13.5

%ﬂ ocation) where the employee chooses to relocate their household and
h

ee

reduces the travelling time to the new workplace by a minimum of 30
inutes.

;;.10.2 Travel

Where the new position is in the same local area and involves additional
travelling costs, MSD will pay the extra travel costs based on public transport
rates for a period of one year.

14.10.3 Equalisation

Where reassignment is to a position with a lower salary, the employee will
receive an allowance equivalent to the difference between their old and new
salaries and be able to have this paid either:

» As alump sum calculated on the basis of two years’ equalisation; or
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e As an ongoing allowance that will be abated by any subsequent salary
increases.

Where the employee is within five years of eligibility for Government
Superannuation and the employee is a member of the scheme, the equalisation
allowance will count towards the calculation of superannuation.

14.11 Options

Where a preferential applicant cannot be placed through reconfirmation or
reassignment, the following options may be offered. Where this occurs the
employee and/or the PSA on their behalf and MSD will agree a timeframe within
which a preferential applicant must choose an available option. During this

timeframe, a preferential applicant will be entitled to reasonable time off t
pursue any employment options. &

14.11.1 Extended notice &
The terms of an extended period of notice are as fo :

e The period of notice will commence fro

allowed for choosing an option and b

the amount otherwise payable to t

compensation;
e The employee will not receiv a nts irrespective of

f time
qual to

e
cy

preferential d ntitled to reasonable paid time off to

will
pursue any e ent optgl%\DO e duties and work requirements of the
e iod of notice will be decided by agreement with their

e p%
%&;mployment

offer alternative employment for a temporary period, at the
employee will be entitled to consideration of other options.

ey tied to this leave entitlement.
During a period o 5 r@é ployee will retain their status as a

Special leave without pay

S@ll leave without pay may be agreed, during which time the employee will
retain their preferential applicant status. This period may include an opportunity
for retraining.

14.11.4 Retraining

Where a retraining opportunity is identified, a specific programme will be
designed to meet the needs of the individual. MSD will pay for the costs of the
training to a maximum of the redundancy compensation payment that the
employee would otherwise receive.

14.11.5 Enhanced early retirement

Enhanced early retirement means that a preferential applicant who wishes to
remain in MSD may replace an employee who is not a preferential applicant who

Staff Collective Agreement 1 June 2025 to 31 July 2026
59



IN-CONFIDENCE

wishes to exit the organisation. This is conditional on the preferential applicant’s
skills being similar to the skills of the person who wishes to exit MSD.

Enhanced early retirement will only occur with the manager’s and the employee’s
agreement.

If the application of enhanced early retirement is agreed, the employee who exits
MSD will receive the redundancy payment, based on their entitlements.

14.11.6 Redundancy
Redundancy may be considered on a case-by-case basis.

14.11.7 Other options @ &
Other options may be agreed. The types and levels of fi i stancewill b
negotiated on a case-by-case basis. %

14.12 Alternative change process

Notwithstanding the processes provided for-i A
14.11.7 (Other options), MSD and the P s
management process following cons

affected by any change proposal.

ures) to
ternative change
are likely to be

An alternative process may b se@ el
limited in its application and @ e the part \ ree that the processes provided
in clauses 14.5.2 (Pr s).to 14 ’

e e

her options) would not manage the
change proposed in mely manner.

ffecti
e ocedures in clauses 14.5.2 (Procedures) to
ions) w

i ess would not affect an employee’s entitlement to
ior as specified in clause 15 (Redundancy).

applies to any sale, transfer or contracting out of all or part of the
ies or operations of MSD.

14.13.2 Process

Where MSD is contemplating such sale, transfer or contracting out (together a
‘transaction’) and the transaction may affect positions of the employees covered
by this agreement, the following process will apply:

(A) As soon as is reasonably practicable (taking into account the commercial
and confidentiality requirements of any such transaction), MSD will
consult the PSA and the employees potentially affected.

(B) Where following such consultation it has been determined to proceed
with the transaction, MSD will endeavour in its negotiations with the
potential new employer, to protect employee interests by:
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(i) Exploring with the potential new employer whether it is in a position
to offer employment to the potentially affected employees covered by
this agreement on terms and conditions of employment that avoid the
need to pay redundancy compensation if the transaction proceeds; and

(ii) Where the proposed transaction is not able to be concluded on the
basis in paragraph (B)(i) above, or on a basis whereby an employee is
prepared to accept a role with the new employer, MSD will endeavour to
find a suitable alternative position for its staff prior to resorting to

redundancy.

14.13.3 Matters to be negotiated

The matters relating to the terms of employment that MSD
the new employer will be those set out in this written co

and, for the avoidance of doubt, will not include any matte
<;E! n

2nt.

oy S
saction is to
e nt either is not

an offer of

Where, following the negotiations with

take place, and an individual employ
offered employment with the new é@
employment, the following process

(A) Where no offer @nen i

explore rede nd ot ns to avoid redundancy for the
employee n% dea ntify a similar role for the employee
with eneia%g s favourable terms of employment than

the new employer, MSD will

ained in ent. If such a role is identified for an
nd they ffered such a role, where the employee
it, théyawill be"’made redundant without compensation;

(B @er % employment is made by the new employer on terms
that avoi need to pay redundancy compensation under clause 15.2
ion on entitlement to redundancy compensation) of this

ent but the employee declines such an offer, they will be made
redundant and will not be entitled to any redundancy compensation;

@ Where the employee is made an offer of employment by the new
employer on terms and conditions that do not satisfy clause 15.2,
(Restriction on entitlement to redundancy compensation), the employee
will be entitled to decline the offer and receive redundancy
compensation and any other entitlements in accordance with the terms
of this agreement. However, if the employee accepts such an offer, they
will not be entitled to redundancy compensation.

Note: Nothing in the above clause applies where the employee’s employment is
transferred within the Public Sector pursuant to the terms of the Public Service

Act 2020.
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15. Redundancy

15.1 Application

The provisions of section 15 apply to permanent employees only and will have no
application to fixed-term (temporary or casual) employees.

15.2 Restrictions on entitlement to redundancy compensation

Where an employee’s employment is being terminated by MSD by reason of the
sale or transfer by MSD of the whole or part of its operations, nothing will require
MSD to pay compensation for redundancy to the employee if:

e The person or organisation acquiring the business or part being sold or
transferred:
o Has offered the employee employment in the

sold or transferred; and

o Has agreed to treat the service as if it we%
that service or organisation; and

e The conditions of employment being offere

r part-be
ﬂ‘? or f
adi x
onditions; and
a yhder the employment
being terminated;

e The offer of empl the s anisation acquiring the

operation or part<t g- or tra is an offer to employ the
employee in t : @
< or in a similar capacity to, that in

s employed; and

o Any service-related an
o Any conditions relati

capacit the employee is willing to accept.
isions

15. nde
agreen t the option of redundancy is to be made available in
texrms of c .6 (Redundancy), and where it is mutually agreed, on the

individ ing employment the following provisions will apply.
15 otice

ees who are made redundant will receive one month’s notice of
ination of employment or payment in lieu thereof.

15.5 Agreed redundancy compensation

The following levels of compensation apply to identified groups of employees
when the criteria are met as set out in each instance. For the avoidance of any
doubt, an employee will only be entitled to receive one of the following
redundancy compensation provisions (clauses 15.5.1 to 15.5.5 inclusive). In no
circumstance is an employee entitled to receive more than one of the following
provisions (clauses 15.5.1 to 15.5.5 inclusive).

Note: Clause 16.6 (Schedule for Child Youth and Family) of this agreement
details the schedule of special arrangements that applies to PSA members whose
positions transferred from coverage of the Child, Youth and Family main staff
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collective agreement to the National Office and Ministry of Youth Development
collective agreement with effect from 31 March 2007.

Employees eligible for grand parented redundancy provisions will receive the
greater value of either the current redundancy calculation or the combined grand
parented redundancy and special provision cessation leave (Section 16.2)
(Cessation Leave).

15.5.1 Income Support / Department of Social Welfare pre-1 July 1992

Permanent employees who were engaged prior to 1 July 1992 by the Department
of Social Welfare will receive redundancy compensation calculated in accordance
with the following scale:

e 29.165 per cent of ordinary pay for the previous 12 m
e 8 per cent of ordinary pay for the first complete yea

and 4 per cent of ordinary pay for each complete (o) t|n u

service thereafter to a maximum of 19 years’ service} plus
e 0.333 per cent of ordinary pay multiplied b mplete

service that are additional to complete y o t| ice to a
maximum total of 20 years’ service
e 8.33 per cent of ordinary pay for t | s1 @r each
dependent child of the employe€
e 4.165 per cent of ordinary \- pre o nths for one

dependent person (other tha pen hose annual income is
less than $22,322.

The maximum indiV|d

15.5.2 Income Su / ' C|al Pollcy post-30 June 1992
Permanent empioyeés who ‘- -»- on or after 1 July 1992 by Income
Support and ' ctob 8 and permanent employees employed by the

Ministr \ O|IC and Socual Policy Agency) and in former positions of
the Mini ; or after 1 July 1992 and prior to 19 March 2004
wi redu pensation calculated in accordance with the following

. % fordlnary pay for the first year of continuous service; and

t of ordinary pay for each complete year of continuous service
% en two and seven years inclusive; and
er cent of ordinary pay for each complete year of continuous service
between eight and 15 years inclusive; and
e 3.5 per cent of ordinary pay for each complete year of continuous service
between 16 and 20 years inclusive; plus
e $2,400 for each dependent child of the employee; and/or
e $1,200 for one dependant (other than a dependent child) whose annual
income is less than $22,322.

15.5.3 New Zealand Employment Service

Permanent employees who were engaged by either the Employment Service,
Community Employment Group or Local Employment Co-ordination and who
were employed prior to 1 October 1998 will receive redundancy compensation
calculated in accordance with the following scale:
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e For employees with more than 12 months’ continuous service, 25 per cent
of ordinary pay for the previous 12 months’ service; and

e For employees with between two and six years’ continuous service, 4 per
cent of ordinary pay for each complete year of service in that period; and

e For employees with between seven and 20 years’ continuous service, 5 per
cent of ordinary pay for each complete year of service in that period; and
A single payment of $2,500 where the employee has dependent children
and/or a dependant (other than a dependent child) whose annual income
is less than $22,992.

15.5.4 Department of Work and Income/Ministry of Social Development
post-30 September 1998

Employees employed by the Department of Work and Income 1 Octob
1998 until 30 September 2001 and any employee employ on o)
October 2001 will receive redundancy compensation as
e 15 per cent of ordinary pay for the first year o con uous se
e 5 per cent of ordinary pay for each comple ear of cont| e vice
thereafter;
e to a maximum of 52 weeks’ pay.

(Ministry of Youth Developmen X
Permanent employees employed ‘

busmess unit of Mmustry of

| Development in the
r its predecessor the

e For the p
salary
pay
per c I ordinary pay for the preceding 12 months for one
a dependant child) who is dependent on the employee
nd receiv ross annual income of less than $22,992;

nt of total ordinary pay for the preceding 12 months for each
endent child of the employee.

" - dent child’” means all children up to the age of 15 years and all children
e n the ages of 15 and 18 years who are not:

In paid employment; or
e In receipt of state benefit; or

e In receipt of basic grant or an independence circumstances grant under
the Student Allowances Regulations; and

e Including those of whom employees are paying maintenance in terms of
Inland Revenue Department requirements and those for whom liable
parent contributions are made. Where both parents’ positions are declared
surplus only one parent can claim for dependent children. It is the
employee’s choice as to which one claims.
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These payments are regardless of length of service but are conditional on
employees finishing on an agreed date.

Employees with 12 months or more continuous service will also receive:
e 10 per cent of total ordinary pay for the preceding 12 months; and
e 4 per cent of total ordinary pay for the preceding 12 months multiplied by
the number of years of continuous service minus one, up to a maximum of
15 years;

e 0.333 per cent of total ordinary pay for the preceding 12 months
multiplied by the number of the completed months in addition to
completed years service, provided total service is less than years;

e 5 per cent of total ordinary pay for the preceding 12 m |t|p|led
the number of years of continuous service between ear
e 0.416 per cent of total ordinary pay for the prece onth

multiplied by the nhumber of completed mont
years of continuous service, provided tota
and 19 and less than 20 years.

Note: The total amount paid to employee S w
$42,000 gross.

15.5.6 Ordinary pay

Ordinary pay is defined as b ala
paid on a continuous basi er attr
on an hourly basis for §I| s york

d on to.compie g-

. year@ een
f%&l not exceed
; gular taxable allowances

e or payments or are paid
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16. Special provisions (grand-parented clauses)

16.1 Department of Labour, Income Support or New Zealand
Employment Services

The following provisions only apply to those PSA members who were employed
by the Department of Labour, New Zealand Employment Services or Income
Support prior to the dates specified in the particular clauses below and has
continued to be employed by MSD.

16.2 Cessation leave
16.2.1 Eligibility

Employees who were employed prior to 1 October 1998 by the artment o
Labour, New Zealand Employment Service or Income Suppo

employment is terminated as a result of redundancy will i
in accordance with the following scales:

Length of service

o Less than five years

. Five and less than 10 year @

. 10 and less than 15 yea

:_. ) 15 and less than 25 ye .
N/ \/

Months 0 /2;// ﬁ:§§K§5> & 8 10

Years Messation leave (days)
25 gg > 66 67 68 69
26 71 71 72 73
<§§§9 74 75 76 76 77
78 79 79 80 81 81
@ 83 84 84 85 86
87 88 89 89 90

%ays

3 1 91 92 93 94 94

95 96 96 97 98 99

99 100 101 101 102 103

<§i§> 4 104 104 105 106 106 107

108 109 109 110 111 111

36 112 113 114 114 115 116

37 116 117 118 119 119 120

38 121 121 122 123 124 125

39 125 126 126 127 128 129
40 131
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16.3 Retiring leave
16.3.1 Eligibility

An employee with a minimum of 10 years’ unbroken service in the Public Service
will be entitled to retiring leave in accordance with the following table where:

e The employee was employed by the Department of Labour prior to 1
September 1996 or was employed by Income Support prior to 1 October
1998; and

e The employee retires; or

e The Chief Executive has approved the employee’s earlier retirement on
medical grounds or on other grounds at the employee’s request.

16.3.2 Payments

Months 0 2 4q @0
Years Amount of retiremen
10 22 23 24 26
11 26 27 28 30
12 31 31 34
13 35 36 S 39
14 39 40 ] 43
15 44 46 47
16 48 51 51
17 52 4 55 56
18 56 59 59 60
19 % 63 64 64
20
Employees w 5 yea re service will receive retirement leave in
accorda wit e correspo scale contained in the cessation leave
provi i use %saﬂon Leave).
e ieave
An emp ore than 20 years’ continuous service may choose to
antmpi% g leave, which will be taken as paid leave.
Staff Collective Agreement 1 June 2025 to 31 July 2026

67



IN-CONFIDENCE

16.4 Resignation leave
16.4.1 Eligibility

An employee with a minimum of 20 years’ service may be entitled to resignation
leave in accordance with the following table where:

e The employee provides three months’ notice of resignation; and
o The employee was employed by either:
= the Department of Labour or New Zealand Employment
Service prior to 1 September 1996, or
= Income Support prior to 1 October 1998; or
= the Ministry of Social Policy prior to 1 December 2000.

16.4.2 Payments

Months 0 6

(Cs

Years Amount of resig nva}%\ eave 8@/
20

21 4

22 @ 36

23 37
24 39
25 40
26 42
27 43
28 44
29 46
30 47

1 % 48 49
49 50

51 51

52 53

54 55

& 55 56

56 57
58 59
9 59 60

@ Deduction of long service leave
re an employee has taken long service leave prior to resignation, the amount

of resignation leave will be reduced by the total amount of long service leave
taken. The amount of the reduction will be offset by a credit of one day for each
six-month period worked after the time of taking the last period of long service
leave, to a maximum credit equal to the total number of days’ reduction for long
service leave taken that has been made.

Deductions for long service leave will not apply where an employee resigns on
the grounds of ill health.
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16.5 Ministry of Social Policy - Sick leave and domestic leave

16.5.1 Application

These sick leave and domestic leave provisions apply to employees previously
covered by the Ministry of Social Policy Collective Agreement dated 21 December

2000.

16.5.2 Purpose

The purpose of sick leave is to protect employees when by reason of illness or
accident they are prevented from attending work. It is to be administered fairly
and used responsibly. When an employee is sick the Ministry will pay sick leave
(based on normal salary and hours of work) as set out below.

Employees with service of: &
%% (&

e Less than two years, nine days’ sick leave per year (
rated for employees on fixed-term agreements);
e Two years or more, as required. @
the

The manager may approve additional pald Si

service based on merits of the case.
Absences of less than two hours w i@@corde &t sick leave. Absences
ay

ars of

of over six hours will be counted a

16.5.3 Medical certific '
Employees are requn de

more than five co e

ert|f|cate to support absences of
; off—duty days).

16.5.4 Slc eo

An empl e granted\sick leave for illness or injury that occurs during a
perlo Iea e service leave (except where the iliness occurs

ast ). A medical certificate may be required.
isuse
Where ncerns about the authenticity of an employee’s absences on
sick " he employee s manager may review the employee’s sick leave
ent An employee may be required to produce a medical certificate, or to

jo’an examination by a registered medical practitioner nominated and paid
by the Ministry.

Prior to any decisions the manager will consult with the employee (and their
representative) to discuss the reasons for the absence.

Where it is established that the employee has not used sick leave in a
responsible manner disciplinary action, in accordance with due process, may be

taken which may result in:
¢ Informal disciplinary action; or

¢ The employee being placed on a limit of nine days’ sick leave for the next
12 months; or
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e In more serious instances the employee will be subject to formal disciplinary
action as per the Code of Conduct.

16.5.6 Long-term illness

The Ministry will always do its best to provide continued employment when
employees are prevented from attending work due to long-term or recurring
illness or injury. However, there is a limit as to how long any position can be
kept open. Subject to due process the Ministry may consider:

e Leave on reduced pay; or

e Unpaid leave; or
e Maedical retirement.
Each case will be dealt with on its merits. @ &
16.5.7 Translation to ‘sick leave as required’ Ei @
ntl July
rovisions.

Employees who had an accumulated protected si ve entitlem

1994 may continue to access that entitlemen sick le

The amount of accumulated leave will red eave

taken. @ X

16.5.8 Domestic leave @ i;

Domestic leave may be used to cover’situati e an employee has to care

for a family or household rwho t Ss or injury has become

dependent on them. A i rtificat requested and the Ministry will
cti

loyee takes against their sick leave.

offset the amount o% eave 3
16.5.9 Mini t% ele inistry of Social Policy
16.5.10 Am@ n x
> %J/(v seryice leave provisions apply to employees previously bound by
‘ of 0%&%}'@ Collective Agreement dated 21 December 2000, who
i

ry service leave under clause 27.13 of that collective

16 @try service leave
ees are entitled to Ministry service leave as follows:
t five years’ service with the Ministry, five days; and

e An additional five days is provided after 10, 15 and 20 years with the
Ministry.

Employees must decide whether to take the leave that is due within the next

12 months or defer it for another five years. It will then accumulate and be

added to the next entitlement of five years. If no decision is made within 12

months from the date of entitlement, the five days will automatically be added to

the next entitlement.

Ministry service leave must be taken in blocks of five days, with the minimum
period taken being one block of five days.
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16.5.12 Cessation leave - Ministry of Social Policy

Employees who were previously bound by the Ministry of Social Policy Collective
Agreement dated 21 December 2000 and whose employment ends as a result of
redundancy will receive cessation leave based on the following scale.

Length of service Amount of cessation leave

Less than five years Nil

Five and less than 10 years 22 days

10 and less than 15 years 44 days

15 and less than 25 years 65 days

25 and less than 35 years 107 days @

35 years or more 131 days A~ (
16.5.13 Retiring leave - Ministry of Social Po ' \%
An employee will be entitled to retiring leave ted on 22 days

t
for the first 10 years’ service, increasing b per. art year) to a

maximum of 130 days where: &

e The employee has a minimum i g rvice; and

e The employee was employed-by inist PoIicy prior to 19 March
2004; and Q

e The employee retires; ‘

An e M 0 \,

a iri ' ch will be taken as paid leave.

16.5.14 Mi i@ outh Development

Per oyees employed by the Ministry of Social Development in the
i it of Ministry of Youth Development and/or its predecessor the

of Youth Affairs prior to 1 January 2004 and whose employment ends as

Cessation leave for employees with less than 20 years’ service

Qualification required Amount of retiring leave

Completion of 15 years’ service 65 working days
Completion of 10 and under 15 years’ service 44 working days
Completion of five and under 10 years’ service 22 working days

Under five years’ service NIL
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Cessation leave for employees with 20 years’ or more service

Months 0 2 4 6 8 10
Years Amount of cessation leave (days)
20-24 65
25 65 66 66 67 68 69
26 69 70 71 71 72 73
27 74 74 75 76 76 77
28 78 79 79 80 81 81
29 82 83 84 84 86

85
30 86 87 88 89 89 90
31 91 91 92 93 9 <E§%;> 94
32 95 96 96 97 8 99
33 99 100 101 101 §£§§§> oigiiz
34 104 104 105 106 6
35 108 109 109 110 111
36 112 113 114 ) 115 176
37 116 117 118 120
125
27 129
NN
\

Outstanding annual leave a@ i ve may be separately cashed up.

38 121 121
39 125 126
40 131
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16.6 Schedule for Child, Youth and Family staff

16.6.1 Application

The parties have agreed that the following positions will transfer from coverage
of the PSA Child, Youth and Family (CYF) main staff collective agreement to the
National Office and Ministry of Youth Development collective agreement with
effect from 31 March 2007:

e Positions which were previously covered by the CYF/PSA Collective Agreement
that are within merged teams;

e Positions which were previously covered by the CYF/PSA Collective
Agreement, in the CYF National Office service line which are corporate in
function and nature; and @

e A list of position titles included within this transfer of c V|de

within the terms of settlement letter between the Mi y and he
The following provisions will apply to staff perman
i pos tlons

otherwise stated) with the Department of Child,

identified as subject to the transfer, on or be 0 s specified
otherwise. These provisions will also appl d, to staff
employed in positions in the Child, You |Iy, ﬁce service line
which are subject to this transfer of er ts occurred

between 1 July 2006 and 31 Marc

These provisions do not ap aff tha §%§§gmted to positions within
merged teams on or afte 06 3 - e-therefore offered terms and
conditions based on t p

PSA.

16.6.2 Ret Ieav

e permanent departure from the workforce) an employee with
%@nted retirement leave of 22 days. This entitlement

\‘) fou ach year (or part year) of service until the beginning
st y ice, when a maximum of 66 days retirement leave is

Fro gmmng of the 26th year of service the entitlement is 70 days
’r@ nt feave increasing by four days each year (or part year) of service to a

of 130 days retirement leave.
16.6.3 Leave for medical retirement
An employee may apply to or be required to retire on medical grounds. An
employee retiring on medical grounds has a minimum entitlement to 65 days’

retiring leave. This is increased by four days per year or part year of service for
more than 25 years’ service, to a maximum of 130 days.

16.6.4 Resignation leave

Employment commenced prior to 10 July 2000

An employee may be granted resigning leave according to the following table, if
the employee has given three months’ notice of resignation, and their work
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record is satisfactory.

If the employee has taken long service leave prior to resigning, their resigning
leave will be reduced by 20 days, but for each complete period of six months
worked after the employee took long service leave, the employee will be granted
one additional day, up to a maximum of 20 days.

If an employee resigns on the grounds of ill health the full resigning leave
entitlement will be granted and no reduction will be made for any long service
leave taken.

Years of Years of

N Leave N Leave
service working days service w days
ig‘]?@% s
20 32 30 46 g
20.5 33 30.5 47 %

21 34 31

21.5 34

22 35

22.5 36 . 50
23 36 @ & 51

23.5
24

24.5

25

25.5 .

26 36 55
26 5 36.5 56

37 56
37.5 57
38 59

38.5 59
39 59
9.5 46 39.5 60

wrecogmtlon

All ring employees will have service recognised that has been previously
, or credited prior to this variation, by the Department of Child, Youth
amlly

16.6.6 Redundancy

An employee employed on a casual, temporary or fixed-term basis has no

entitlement to the redundancy provisions below.

(A) Employment commenced on or after 10 July 2000 with Child, Youth and
Family and up to and including 31 March 2007.

An employee who has their employment terminated due to redundancy will
be given one month's notice of termination in writing as required by the
notice provisions of this agreement, or payment in lieu of such notice by
mutual agreement with the MSD. An employee will be paid compensation
of:
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e 25 per cent of gross annual salary for the first year of service or part
thereof; and

e 5 per cent of gross annual salary for each subsequent year of service with
a pro-rata adjustment for a part year of service; to a maximum of $50,000
or 52 weeks’ salary, whichever is lesser.

An employee who accepts other employment during the notice period will not be

paid for the un-worked portion of the notice period.

(B) Employment with the Department of Child, Youth and Family commenced
on or after 1 July 1992 and prior to 10 July 2000.

If an employee’s employment is terminated due to redundancy they will be

entitled to:

(i) @ é<§

e 25 per cent of total gross salary for the first ye , plus @a
cent of total gross salary for years two to seven, s &perc I
gross salary for years eight to 15, plus 3. pe cent of total gr lary
for years 16-20; plus

e $1,200 for one person (other than a depéndent chi ‘~ is dependent
on them and receives a gross a e n $22,319;

e $2,400 for each dependent -; e

\ {- of“15 years and all
children between the agéso ars\who are not in paid
employment, in rec %

eipt of & state be receipt of a basic grant or an
independent circu &O grant’u Student Allowances

Regulations. %
Where both p& positio e declared surplus only one parent can
claim fo s the employee’s choice which one claims.
(
ccordance with the scales below will be paid, subject

@ h ing reduced by the amount of paid anticipated retiring

ii
t
le alr taken.
For an @% ith less than 20 years’ service the following table applies.

/QQél’gﬁT‘éétion required Amount of cessation leave
o] Netion of 15 years’ service and over 65 working days
Completion of 10 and under 15 years’ 44 working days
service
Completion of five and under 10 years’ 22 working days
service
Under five years’ service NIL

For an employee with 20 years’ service or more the following table applies.
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Months (1] 2 4 6 8 10

Years Amount of cessation leave (days)

20-24 65
25 65 66 66 67 68 69
26 69 70 71 71 72 73
27 74 74 75 76 76 77
28 78 79 79 80 81 81
29 82 83 84 84 85 86
30 86 87 88 89 90
31 91 91 92 94 94
32 95 96 96 98 99
33 99 100 101 1 103
34 104 104 105 10
35 108 109 109 1
36 112 113 114 1
37 116 117 118 @ 119 0
38 121 121 122 | 23 25
39 125 126 126 129
40 131 @ @

entitled to:

(1)
e 29 pef cent inary pay for the preceding 12 months;
. 16 r cent of to
n (ot y

Outstanding annual leave and Ior@ea Separately cashed up.
(C) Employment prior to 1992
If employment is t@ du: ancy an employee will be

8

yees finishing on an agreed date.
addition to the above, if an employee has 12 months or more continuous
service the employee will receive:

(i)
e 8 per cent of total ordinary pay for the preceding 12 months; and

e 4 per cent of total ordinary pay for the preceding 12 months multiplied
by the number of years of continuous service minus one, up to a
maximum of 19 years; and

e 0.333 per cent of total ordinary pay for the preceding 12 months
multiplied by the number of completed months in addition to completed
years of continuous service, provided total service is less than 20 years.

33 pe
% t child of the employee.
heseé payments are regardless of length of service, but are conditional on
E%?'D

Continuous service means service with the Department and service with
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other departments of the Public Service and with the Parliamentary Service
provided that the employee joined the Department within one month of
leaving the service of the other organisation. Service will not be recognised
if it ended with an employee accepting redundancy or enhanced early
retirement under any restructuring/surplus staffing provisions of any
department of the Public Service or Parliamentary Service.

The maximum payment under (i) and (ii) above is $50,000. Cessation leave
is not included in this maximum payment.

(iii)
Cessation leave in accordance with the scales below will be paid, subject to
the leave being reduced by the amount of paid anticipated retiring leave

already taken.
If an employee has less than 20 years’ service the foIIow% ies. @ §>

Qualification required Amount of réﬁ@&eave

Completion of 15 years’ service and \f
over

Completion of 10 and under 15 years’ @

service

Completion of five and under 10 i

service

Under five years’ service > Q

If an employee has 2@%rve the following table applies.

1%
Months &5\ % X 6 8 10
Year t of cessation leave (days)
O@ 66 67 68 69
X 71 71 72 73
@ 74 75 76 76 77
X 79 79 80 81 81
83 84 84 85 86
87 88 89 89 90
Cj 91 92 93 94 94
95 96 96 97 98 99
33 99 100 101 101 102 103
34 104 104 105 106 106 107
35 108 109 109 110 111 111
36 112 113 114 114 115 116
37 116 117 118 119 119 120
38 121 121 122 123 124 125
39 125 126 126 127 128 129
40 131

Outstanding annual leave and long service leave may be separately cashed up.
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16.6.7 Sick leave and dependant leave

Sick leave

The purpose of sick leave is to protect staff when by reason of illness they are
prevented from attending work. Sick leave is to be administered fairly by
managers and used responsibly by staff.

An employee who abuses sick leave is guilty of misconduct and may become
subject to the disciplinary procedures.

Employees intending to be absent from work on any day must advise their
manager before the employee’s normal start time.

¢ A permanent employee with less than two years’ service is entitled to nine

days’ sick leave per year; and

e For permanent employees with more than two years’ servi ck leave i

provided as required while an employee is sick. %

Provisions (A) to (C) below also apply. & %

(A) Care for spouse or dependant @

Sick leave may be used in circumstance @mpl uired to be

absent from work due to sickness or i eirp r%,é pouse or other

person dependent on them for car of si r the care of spouse
to a maxi )

or dependants will normally be restr f 10 days per employee

per year. This entitlement forms p f thee ‘.\.‘ ge’s sick leave entitlement
and is not in additionto i
ate as proof of sickness or injury for

The Ministry may r dica @
any absence to care artn Q- ouse or other person dependent on the

employee for e ther e easonable grounds to suspect that sick
leave bein n\is not g
(B) %ent of@le ve

erns about the authenticity of an employee’s absences on
yee may be required to produce a medical certificate for
ere a certificate is not produced or does not support the
Ainistry may refuse payment for such absences.

absence is five or more consecutive days (including days off) an employee
uired to provide a medical certificate at their own cost. If the manager
requires a certificate for absence of less than five days, the Ministry will pay.
Additionally, for absences of more than 10 days per annum, the manager and
staff member (and their representative) will discuss the reason for the absences
to ensure appropriate support for the staff member to assist a return to work and
to allow the Ministry to manage the absences.

(C) Long-term or recurring illness

The Ministry will always do its best to provide continued employment when
employees are prevented from attending work due to long-term or recurring
illness or accident. However, there is a limit as to how long any position can be
kept open in the event of physical or mental incapacity.
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Before deciding to withdraw sick leave on pay or terminate employment, the
Ministry will discuss the situation with the employee (and their representative if
desired). The Ministry will give reasonable notice of their intention to hold such a
meeting, and will give due consideration to the member’s views. Factors to be

considered in the decision are:

Sick leave taken and length of service;

Prospect of and timeline for recovery;

Rehabilitation prospects, including suitable alternative duties;

Employee’s personal circumstances, hardship and impact on their career; and

Reasonableness of cost for the Ministry.
Following discussions with the employee (and their repres e Mi y

may withdraw sick leave on pay, or terminate the em pla% oy
ion tha

giving appropriate notice if the Ministry is of the opi

he empl

incapable of the proper performance of their dutie s a-result ofincapacity due

to illness or accident.

Additionally an employee may be required\t

report from a registered medical pra

Ministry. §
17. Signatory %@ @@
Signed for a of é% Signed for and on behalf of
The Ministry ocial Dev

Public Service Association

Te M@W iat@ Te Plkenga Here Tikanga Mahi
Inc

AN
@ie Power Fleur Fitzsimons
Chief Executive PSA
[olBIZL , 12 March 2026
Dated Dated
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18.1

Schedules

MSD Bands and Salary Ranges
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These salary ranges are based on an 8 hour working day and 40 hour working

week.,

The following core bands and salary ranges are effective from 1 July 2025:

Core Salary Ranges

Step | BO1 B02 BO3 BO4 BOS BO6 BO7 BOS
1 $61,466 | $69,519 | $79,200 | $90,743 815 sll}@s

2 $56,812 | $63,004 | $71,335 | $81,285 | $ Wz 1,4
PR P25
3 $58,183 | $64,543 | $73,150 | $ 83,369 &%2 $109,3i% /628
a4 $59,554 | $66,081 | $74,965 sgs//zé\i [ %$.97,957 Q\ﬁi\l 19 $127,797

N
5 $60,926 | $67,620 | $76,779 KW SI%),\<3 3)&,886 $130,967
6 $61,748 | $68,544 %{@ Y ,785\4\1;(&@3@1 $116,546 | $132,870
7 | $57,672 | $62,571 | $69,467 \5\7@\3& sm{b@x\ﬁ\w&us $118,208 | $134,770
8 | $58,425 | $63,393 é@ sso,og“%@;\g@ $104,690 | $119,868 | $136,673
9 | $59,176 $64@ gi;s\s? sm $92,538 | $106,134 | $121,528 | $138,575
N
10 | $59,677 W sn,og{vgm, $93,372 | $107,095 | $122,636 | $139,843
7] 53558
11 sso,i 313 %@&5 82,588 | $94,206 | $108,057 | $123,743 | $141,112
1 6 565,@\ 73269 | 83,314 | $95,039 | $109,019 | $124,850 | $142,378
(R R 5 S -
@&K&?mso \&é@}@ $73,903 | $84,041 | $95,873 | $109,980 | $125,958 | $143,647
\V

No e

re

be paid less than the Living Wage.

ium Salary Ranges

ese salary ranges are based on an 8 hour working day and 40 hour working

week.

The following premium bands and salary ranges are effective from 3 April 2024:

Premium Band Salary Ranges
Step 21T 31T 41T 5IT 6IT 61T+ 71T 71T+ 8IT
13 $74,506 | $78,898 | $90,803 | $105,107 | $124,750 | $127,930 | $143,797 | $155,008 | $168,404
12 $73,866 | $78,219 | $90,015 | $104,189 | $123,653 | $126,804 | $142,527 | $153,636 | $166,911
11 $73,226 | $77,539 | $89,227 | $103,271 | $122,557 | $125,678 | $141,257 | $152,264 | $165,417
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10 | $72,587 | $76,859 | $88,438 | $102,353 | $121,460 | $124,552 | $139,988 | $150,892 | $163,924
9 $71,946 | $76,179 | $87,650 | $101,435 | $120,363 | $123,427 | $138,718 | $149,521 | $162,430
8 $70,987 | $75,160 | $86,469 | $100,058 | $118,718 | $121,738 | $136,813 | $147,464 | $160,190
7 $70,027 | $74,140 | $85,287 | $98,681 | $117,073 | $120,050 | $134,908 | $145,406 | $157,950
6 $69,067 | $73,120 | $84,105 | $97,304 | $115,428 | $118,362 | $133,003 | $143,349 | $155,710
5 $68,123 | $72,100 | $82,923 | $95,926 | $113,784 | $116,674 | $131,099 | $141,291 | $153,469
4 $66,570 | $70,401 | $80,952 | $93,632 | $111,042 | $113,860 | $127,924 | $137,862 | $149,736
3 $65,017 | $68,701 | $78,983 | $91,336 | $108,301 | $111,046 $12&&@4’432 &4&{02
>
2 $63,464 | $67,050 | $77,013 | $89,041 | $105,559 | $108,232|<$1 576°| $13 ,oo\{ yz)’sa
N
1 $61,911 | $65,400 | $75,042 | $86,746 | $102,817 @ $118,401 ! $138,534
Premium Band Salary Rangés\\ )) @

Step 7E 7P w\/

13 $130,416 $136,429 \)1\?2,776

\ ~N

5| e | e

NG P

10 $12%2 \v §${32,§% $148,721

9 $12§>§\3/?\) $13k§® $147,370

8 @(s 01 C 813 $145,343

N \

\/‘

)\ $12 V(\ins,oog $143,316

6 @\2\{\ $126,205 $141,289

5 \$118,935 $124,401 $139,262

VNN

@ $116,064 $121,394 $135,883

3 $113,194 $118,387 $132,505

2 $110,324 $115,380 $129,126

1 $107,453 $112,372 $125,748

Staff Collective Agreement

81

1 June 2025 to 31 July 2026




IN-CONFIDENCE

19. Definitions

A week - means the agreed number of days worked between Monday and
Saturday. For a full-time employee this may mean 4 or 5 days, for a part-time
employee this will be what has been agreed in their written working
arrangements.

Employment relationships - are those between:

e MSD and an employee employed by MSD;
¢ The PSA and MSD; and

e The PSA and a member of the PSA.
Employment relationships are defined in section 4(2) of the E ent Rel ns
Act 2000. @ @

Employment relationship problem - includes a pe al\grievance ispute
and any other problem relating to or arising out n employment\rel ationship
between:

e MSD and an employee bound by t
e MSD and the PSA.

An employment relationship proble ot incl any problem with the fixing
of new terms and conditions of empl nt.

Full pay - means the re y calc er the Holidays Act 2003
Full-time employee - S @ ee engaged to perform the standard
weekly hours of wer licab orkplace.
itan ares and North, Auckland Central, Auckland South,
A , Canterbury Metro or Southern Metro.

the Ministry of Social Development: Te Manatu

- means PSA members in MSD who identify as Maori

0 %r pay - means basic taxable salary, plus regular taxable allowances paid
a continuous basis that either attract overtime or penal payments or are paid
on“an hourly basis for all hours worked.

Overtime - means additional hours worked in excess of the employee’s ordinary
hours of work.

Part-time employee - means an employee engaged to perform less than the
standard hours of work applicable to their equivalent full-time position.

Permanent employee - means an employee engaged in ongoing work of an
indefinite period.

Personal grievance - means any grievance that an employee may have against
MSD because of a claim:
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e That the employee has been unjustifiably dismissed; or

e That the employee’s employment, or one or more conditions of the
employee’s employment (including any condition that survives termination
of the employment), is or are or was (during employment that has since
been terminated) affected to the employee’s disadvantage by some
unjustifiable action by MSD; or

e That the employee has been discriminated against in the employee’s
employment; or

e That the employee has been sexually harassed in the employee’s
employment; or

e That the employee has been racially harassed in the employee’s
employment; or

e That the employee has been subject to duress in the emp 's
employment in relation to membership or non-membershi nion t&

employees’ organisation.
PSA - means the New Zealand Public Service Associati &keng He jkanga
Mahi Inc. §

Relationship Agreement - means a sign gre een MSD

and PSA. This includes: High Performan gag E), and Nga

Kaituhono Relationship Agreement a any itional agreed supporting

documents such as the MIPP toolkit) a e HP Kit.

Retire - means leaving yo 10 d ceas (public or private sector).

Temporary employ eans a oyee engaged for a defined task or
mit usually of no more than 12 months’

Z e P
@?@ 7
& @\%
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