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1.0

1.1

AGREEMENT COVERAGE

The Parties

This collective agreement is made pursuant to the relevant Employment legislation
and any subsequent amendments and sets out the terms and conditions of
employment, which shall be observed by the parties and employees who are
covered by this agreement.

The parties to this Agreement shall be:

a)

b)

1.2

1.2.1

1.2.2

1.2.3

The Chief Executive Officer, Nelson Marlborough Institute of Technology
Ltd referred to in the Agreement as the “Employer”, and

Tertiary Institutes Allied Staff Association (TIASA Te Hononga) Inc- the
union

Coverage

This agreement binds the union and the employer that are the parties to the
agreement and; Employees,

a) who are employed by the employer party to this agreement; and
b) who are or become members of the union party to this agreement; and
¢) whose work comes under the coverage clause of this agreement

The intended coverage of this agreement is:

Employees who are employed in non-academic roles including but not
limited to: clerical, administrative (e.g. financial, marketing, human
resources, payroll, IT, student support services, and communications),
library services, learning resources, technical support liaison (co-
ordinators), pastoral care (including counsellors, advisors, mentors),
general hands, facility services, and supervision / management of the above
types of work.

Excluded from coverage of this agreement are:

a) The Chief Executive and those appointed to senior management
positions; and

b) Academic Staff

For employees who are appointed during the term of this Agreement the
Employer shall:

a) Inform the Employee that for the first thirty (30) days they will be included
under the Collective Agreement; and



b) Provide the new Employee with a copy of the Agreement; and

c) Inform the Employee that they may join TIASA and inform the employee
that if they join the Union, they will be bound by the terms and conditions
of the Agreement;

d) Inform the Employee that their name will be provided to the Union as a
new member of NMIT staff, and the Union will follow up with them;

e) At the conclusion of the 30 days the Employee has the option of being
covered by this Agreement or can request an Individual Employment
Agreement (IEA).

1.3  Bargaining Agent Recognition

Subject to the Employment Relations Act 2000 and its subsequent amendments
the employer agrees to recognise TIASA as the collective bargaining agent for the
employees covered by this Agreement for whom TIASA is their bargaining agent.

1.4  Variation of the Agreement

The parties acknowledge that circumstances may arise during the term of this
Agreement that warrant variation of this Agreement with respect to either all
employees or any number of employees covered by this Agreement.

The parties agree that provisions in this agreement may be varied by written
agreement between the employer, the employees potentially affected by the
proposed variation and the Union. Such proposals shall be dealt with as follows:

i The proposal shall be discussed between the employees concerned, the
Union and the Employer

ii Where agreement is reached between the employer and 50% plus one of
the employees directly concerned and voting on the matter, such
agreement shall be put in writing and signed by the Employer and the
Union.

iii In the event of no agreement being reached, the provisions in the
Agreement shall apply.

2.0 DEFINITIONS

"Employer” means the chief executive of the institution named as the employer
party to this Agreement, or any manager acting with his/her delegated authority.

“Union" means the Tertiary Institutes Allied Staff Association (TIASA).
"Institute” means Nelson Marlborough Institute of Technology.

“Employee" means a person employed in terms of clause 1.2.



"Full-time employee” means an employee who undertakes the duties of a position
for the normal hours of work (i.e. 37.5 hours per week).

"Part-time employee" means an employee who undertakes the duties of a position
of less than the normal hours of work (i.e. 37.5 hours per week).

-‘Fixed Term employee” means an employee that has agreed that employment
will end at the close of a specified date or period; or on the occurrence of a
specified event; or at the conclusion of a specified project.

"Grade" means a division of a salary scale in respect of which a particular salary
or range of salaries is payable.

"Nine hour break” means a period off duty of nine consecutive hours.

"Unbroken work" means ordinary work which is separated from the preceding
period of ordinary work by less than a nine hour break.

“Service" means continuous service with the Employer, except for employees that
were a member of TIASA and covered by this Agreement on 1 February 2008. For
these employees the following provisions apply:

For the purpose of clauses relating to annual holidays, sick leave and retiring leave
service shall be deemed to include all prior continuous service in the tertiary
institute sector.

"Continuous service" for the purpose of the provisions for long service leave shall
not include any period of less than 6 months unbroken service, or any period of
service followed by a break of more than 3 months, other than an approved [eave
of absence without pay.

In any instance where an employee has received a benefit for severance or early
retirement under a State Permanent Staff Deployment Package such employment
which has been taken account of in calculating the benefit shall not be credited for
"service" in any of the provisions of this clause.

3.0 TERMS OF EMPLOYMENT

3.1 Termination of Employment

Four weeks written notice shall be given by either the employee or the employer
of the termination of employment, unless a lesser period is agreed in writing
between the parties. The Employer may, at its discretion, choose to make
payment in lieu of all or any part of the notice period. Where the Employer elects
to pay in lieu of notice this shall not constitute summary dismissal.



Notwithstanding the provisions of this clause, the Employer may dismiss an
Employee for serious misconduct, without any period of notice or payment in lieu.

4.0

41

4.2

4.3

4.4

4.5

4.6

4.7

5.0

5.1

511

SALARIES

Rates of annual salaries to be paid to full time employees are listed in
Schedule A of this Agreement. Part time employees will be paid on a pro
rata basis.

Salary increments: An employee holding a position of a grade to which two
or more salary steps apply, and who is not being paid at the highest of those
steps shall, after 12 months at that rate, move to the salary step above.
Employees appointed to grade EA 1 band shall progress by single step
movements after the completion of 6 months of employment until the 6th step
of the EA band is reached.

The employer may withhold such increments if in the opinion of the
employer the employee's performance is unsatisfactory. When an
increment is withheld, the employee shall be advised in writing of the
reason(s).

The employer may allow additional or accelerated salary steps.

All salaries shall be paid on a fortnightly pay cycle, not later than 3 working
days after the end of the pay period, provided that wages shall be paid not
later than Wednesday of the pay period.

All salaries shall be paid by direct credit to the employee’s nominated bank
account.

The increase percentages will apply to salaries both printed and paid to

cover members who are in between steps rather than on full steps, as well
as cover those paid outside the salary scales/bands.

HOURS OF WORK

All staff (except Library Occupational class)

The following provisions shall apply to all staff except for Library staff,
Vehicle Cleaners, Student Supervisors and Community Computing Centre
staff.

An employee shall normally observe the following ordinary hours of work:

37 hours 30 minutes per week, 7hours 30 minutes per day, to be worked
between 7 a.m. and 9 p.m. on 5 consecutive days, Monday to Saturday.



5.1.2 The daily hours of work shall be continuous from the time of commencement
and shall not be broken except for meal intervals, which shall not exceed
one hour in duration.

5.1.3 Changes in hours of work:

(i) No existing employee covered by this Agreement and employed by an
Institute at the date of its registration shall be required to carry out
Saturday work other than by agreement.

(i) Any work to be undertaken on a Saturday shall in the first instance with
2 weeks' notice be offered to any employee undertaking the same or
similar work within the particular occupational class during their
ordinary hours of work.

(i)  Employees employed pursuant to the terms of this Agreement at the
date of its registration shall not have their existing hours of work
altered other than by agreement between employee and employer.

(iv)  The union shall be given the opportunity to consult with the employer
with regard to Saturday work arrangements. Such consultation may
include consideration of changes in work patterns or job functions
which may arise from the introduction of Saturday work.

5.1.4 Subject to the provisions of overtime rates, an employee may be required
temporarily to start and/or finish ordinary hours of work outside the hours
specified in clause 5.

5.1.5 All ordinary hours worked outside those specified above shall be paid at the
rate of T1 1/2 for the first 3 hours and T2 thereafter.

5.1.6 An employee shall be allowed 2 rest breaks of 10 minutes each day, in the
morning, afternoon or evening at times specified by the employee’s
manager. The employer shall provide tea, coffee, milk and sugar for morning,
midday and afternoon and evening tea breaks.

5.1.7 The employer may from time to time and by agreement with the Union adopt
a system of flexible working hours.

5.2 Library Occupational Class

The following conditions shall apply to the library occupational class:

5.2.1 For employees other than those rostered for shift duties, the ordinary hours
of work shall be 37 hours 30 minutes a week to be worked between the

hours of 8 a.m. and 6 p.m. Monday to Friday (unless otherwise provided by
a flexible working hours scheme).



5.2.2

5.2.3

52.4

5.2.5

6.0

6.1

For employees rostered for shift duties, the ordinary hours of work shall be
7 hours 30 minutes a day and 37 hours 30 minutes a week to be worked on
5 days of the week.

Each employee shall be allowed rest breaks of 10 minutes each in the
morning and afternoon at times specified by her/his manager.

Each employee shall, wherever practicable, be allowed a minimum break of
nine consecutive hours between spells of ordinary hours of duty.

No employee shall be required to work for more than 5 hours continuously
without being allowed a meal break of not less than half an hour.

OVERTIME AND PENAL TIME

All Staff Except Library Occupational Class

The following conditions apply to all occupational classes except for the Library

6.1.1

"Overtime" is the time worked as follows:

Monday-Friday: all hours worked after completing 7 hours 30 minutes at
ordinary time rate for the day. Saturday, Sunday or whole holiday: all time
worked,

Minimum break between spells of duty - "Ordinary work" means work during
the hours which are normally paid at ordinary time rate for the day.

Wherever practicable, no employee shall be required to perform unbroken
work.

If unbroken work is performed it shall be paid at overtime rates, with regard
to the time at which it occurs and the amount of overtime which precedes it.

Time spent off duty during ordinary hours solely to obtain a nine (9) hour
break shall be paid at ordinary time rates. Any absence after the ninth hour
of such a break, if it occurs in ordinary hours shall be treated as a normal
absence from duty.

Overtime rates: Subject to the provisions of “minimum breaks” and limits on
overtime payments, overtime shall be paid at the rate of time one and a half
(T1 1/2) for the first 3 hours and double time (T2) thereafter, except that
double time (T2) shall be paid for all overtime worked as follows:

(i) between 9 p.m. and 6 a.m.;
(ii) between midday Saturday and 6 a.m. on Monday;
(iii)  on public holidays as defined in clause 7.2.



6.1.9

Overtime and penal rates (6.2.8) will not be paid to Community Computing
Centre staff, Vehicle Cleaners and/or student supervisors whose normal
hours of work are outside those listed in clause 5.1.1 of this agreement.

An employee required to work overtime on a Saturday, Sunday or whole
holiday shall be paid a minimum payment equal to 3 hours at the appropriate
rate.

Limits on payment of overtime: An employee in receipt of payments,
including salary, acting higher duties allowance, special allowance and
overtime rates which in any one year, exceeds the salary payable at
Executive / Administrative grade EA 703 is not eligible to overtime
payments.

Employees shall be compensated for authorised overtime by one of the
following options which must be agreed by both employer and employee
when the overtime is authorised:

(@) time off in lieu of 1 hour off for each hour worked:

(b)  payment of all overtime hours at the appropriate overtime rates (as
per Clause 6.1.6).

6.1.10 Time in Lieu

6.2

Where time off in lieu is taken, it must be at times convenient to the
Employer’s operation and arranged in advance.

(a)  Only in exceptional circumstances may time-in-lieu be carried longer
than a month.

(b)  Time-in-lieu may be accumulated to a maximum of 37.5 hours. If the
time-in-lieu is not able to be taken within 6 months or the end of the
financial year, it shall be paid for at time-and-a-half.

Library Occupational Class

The following conditions shall apply only to the Library Occupational Class:

6.2.1

6.2.2

6.2.3

Overtime and penal time:

Subject to the provisions of penal time (6.2.2), overtime is time worked in
excess of 8 hours a day, Monday to Friday inclusive, and all time, other
than penal time, worked on a Saturday, Sunday or Whole holiday when
such work has been properly authorised.

Penal time is time (other than overtime), worked within ordinary weekly
hours of work on a Saturday, Sunday or recognised Whole holiday.

Overtime rates:



6.2.4

6.2.5

6.2.6

6.2.7

6.2.8

6.2.9

Subject to the provisions of overtime limits (6.2.10) and minimum payment
for overtime (6.2.4 to 6.2.7) overtime shall be paid at the rate of time one
and a half (T1 1/2) for the first 3 hours and double time (T2) thereafter,
except that double time (T2) shall be paid for all overtime worked as follows:

(i) between 10 p.m. and 6 a.m.;
(ii) between midday Saturday and 6 a.m. Monday
(i)  on Public Holidays

An employee required to work overtime on Saturday, Sunday or “whole
holiday” shall be paid a minimum payment equal to 3 hours at the
appropriate rate.

By mutual agreement time off on the basis of 1 hour for each hour worked
may be granted in lieu of payment at the overtime rate prescribed in clause
6.2.3.

Time off in lieu of overtime shall be taken at a time mutually convenient to
the employee and employer.

When overtime is worked, it shall be so arranged that an employee has a
break of at least nine consecutive hours between the cessation of duty on
one day and the commencement of duty on the next. Any normal hours not
worked for the purposes of allowing an employee a nine hour break shall
be paid as if they had been worked. If an employee is directed to
recommence work without having had such a nine hour break, all ordinary
hours so worked shall be deemed to be overtime until such time as a nine
hour break has been given.

Penal rates: Subject to the provision of limits on overtime (6.2.10), penal
time shall be paid at the following rates in addition to normal salary:

(@)  On or after midnight Friday/Saturday to midday Saturday at time half
(T1.5), for the first 3 hours, then time one (T1), thereafter.

(b)  Midday Saturday to midnight Sunday/Monday at time one (T1).
(c)  Whole holidays: double time rate (T2).

Computation of overtime and penal rates: For the purposes of calculating
the hourly rate, annual salary shall be divided by 1,950.

6.2.10 Limits on payment for overtime and penal time: The provisions of 6.1.8 in

this clause shall apply except that overtime and penal rates shall not be paid
in respect of the same hours. Overtime and penal time shall not be paid for
at rates higher than appropriate to the work being performed.
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7.0 LEAVE
7.1 Holidays

An employee shall be granted annual holidays as follows:

(@)  On completion of five (5) years of service and before the end of the leave
year, the Employee shall be entitled to five (5) weeks of annual holiday in
that and succeeding leave years (this is inclusive of the former Institute
Day); and

(b)  Inany other case, the employee shall be entitled to four weeks' and one day
(4.2 weeks) annual holiday each leave year (which is inclusive of the former
Institute Day).

Leave year means a year ending on the anniversary of their start date, except in
the 2007 year of service when it will be on the anniversary date or 1 January
whichever is soonest. From that date on it will be on their anniversary for all staff.

Holidays are regarded as essential to staff welfare and in the interests of both the
Employee and the Employer, subject to the principle that holidays must be taken
within one year of entitlement.

The option is provided for an additional 2 days holiday, if requested at the
commencement or at the anniversary of the employees leave year to be purchased
at 0.8% of the annual salary.

For the 2007 year the Institute Day, if it has been taken prior to the ratification of
this Agreement will be counted as 1 day’s holiday.

7.1.1 Timing of Holidays

i. Each Employee shall negotiate leave plans in an appropriate time
frame with his/her manager and advice Payroll in advance before
taking holidays.

i The Employee’s wishes concerning the timing of holidays will be met
as far as possible, subject to the Employer's need to meet the
operational requirements of the Institute, and fairness in relation to
other Employees.

fil. The Employee may be required to take or to anticipate holidays
during the Christmas periods when the operations or part of the
operations of the Institute are suspended.

iv. In the event that a holiday timetable is not submitted, or an
agreement reached on timing of leave, the employer may with 14
days notice direct the employee to take holidays at a time convenient
to the employer.

12



7.2

7.2.1

7.2.2

7.2.3

V. The Employer and the Employee may agree to vary the holiday
timetable as originally submitted.

Public Holidays
The following days shall be observed as public holidays:

Christmas Day

Boxing Day

The day after Boxing Day

New Year's Day

The Day after New Year's Day

Waitangi Day

Good Friday

Easter Monday

ANZAC Day

Sovereigns Birthday

Labour Day

Anniversary Day (as observed in the locality concerned).
Matariki (from 2022 onwards - date to be determined by
government)

NMIT Days

In addition to Public Holidays, the following days will be observed as paid
leave;

e The three (3) days between Christmas and New Year; and
e Easter Tuesday.

Where an employee is required to work on any of these days, that employee
shall receive the equivalent time off at a later date, as agreed with their
manager

Easter Tuesday and the non-statutory days between Christmas and New
Year are to be paid leave in addition to the Annual Holidays entitlement. It
will be paid at ordinary pay.

In the event of a public holiday falling on a Saturday or a Sunday, such
holiday shall be observed on the following Monday, and in the event of
another holiday falling on such Monday then the whole holiday shall be
observed on the succeeding Tuesday.

7.2.4 Time Off for Working on Public Holidays

Any employee who may be required to work on any whole holiday or
substituted succeeding day, set out in Clauses 7.2.1 and 7.2.3, shall be paid
overtime in accordance with the provision of Clause 6 and an equivalent public

13



holiday entitlement shall be taken in lieu on a later day convenient to the
Institute.

7.2.5 Public Holidays falling during leave or time off

7.3

7.4

7.4.1

74.2

743

744

(a) Leave on pay:

Where a public holiday falls during a period of annual leave, sick
leave on pay, or special leave on pay, an employee is entitled to that
holiday, which is not to be debited against such leave. This provision
does not apply to a holiday falling during annual or retiring leave
taken after the employee has ceased to work prior to leaving the
service, unless the employee has worked at any time during the
fortnight ending on the day on which the holiday is observed.

(b) Leave without pay:
An employee shall not be entitled to payment for a public holiday
during a period of leave without pay, unless the employee has
worked at any time during the fortnight ending on the day the
holiday is observed. This applies to both sick and military leave
without pay.

Special leave

An employer may grant special leave, with or without pay, on such terms and
conditions as the employer decides.

Sick Leave

Subject to the terms below, an employee who is absent from duty on
account of sickness, or injury where compensation is not being paid in terms
of the Accident Insurance Act 1998 shall be entitied to leave on full pay as
prescribed in clause 7.4.10.

Subject to the provisions of less than a full day (clause 7.4.3), each period
of absence on sick leave shall begin on the first working day of the
employee's absence from duty and end on the last working day before that
on which duty is resumed and the sick leave for the period shall be reckoned
in consecutive days, excluding Saturdays and Sundays and whole holidays
or substituted succeeding days, where applicable, which may fall during the
period.

Where an employee is absent on sick leave for less than 1 full working day,
the employee shall be deemed to have taken 1 half day's sick leave if absent
for either the morning or the afternoon, or after working at least 2 hours and
less than 6 hours; the employee shall be deemed to have taken 1 day's sick
leave if absent for more than 6 hours during the day.

Subject to being absent without sufficient cause (clause 7.4.7), where for
reasons of sickness an employee cannot attend work at the time appointed,

14



that employee must endeavour to contact their manager within 30 minutes
of normal starting time, or when flexible working hours apply, before
9.30am. Where absence on sick leave, whether with or without pay, extends
beyond 5 consecutive days, the employee must produce to the employer a
medical certificate stating the probable period of absence. The certificate is
to be signed by a registered medical or dental practitioner.

7.4.5 Where an employee on sick leave is suspected of being absent from duty
without sufficient cause, the employer may at any time and at the employer's
own expense require the employee to submit to medical examination by a
medical practitioner nominated by the employer.

7.4.6 Sick leave with pay is not to be granted if the sickness or ill health has been
caused by the employee's own misconduct. To satisfy itself on that point the
employer may arrange for an examination by a medical practitioner to be
undertaken at the employee's residence. Any fee is payable by the
employer which may be recovered from the employee if the report is not
favourable.

7.4.7 Where an employee is incapacitated by sickness or accident arising out of
and in the course of employment the provisions of the Accident Insurance
Act 1998 will apply. Any period for which the employee is receiving full
salary in terms of this Act shall not be debited against sick leave
entitlements.

7.4.8 Whether or not sick leave entitlement has been exhausted, an employee
may elect to have all or part of an absence on account of sickness debited
against annual leave entitlement under clause 7.1.

7.4.9 Where an employee must, because of an emergency, stay home to attend
to a member of the household who through illness becomes dependent on
the employee, leave on full pay may be granted as a charge against the
employee's sick leave entitlement.

This person will in most cases be the employee’s child or partner but may
be whanau or whangai of the employee’s family who has a dependant
relationship.

7.4.10 The period of sick leave to which an employee is entitled shall be the
amount specified in the following table, less the total amount of sick leave
already taken during that service:

Length of Service Days of Sick leave on full Pay to which employee Entitled

3 Months 7 days
6 Months 7 additional days
9 Months 17 additional days
1 Year 11 days for each subsequent year to an accumulated

maximum of 200 days.
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Except that where a TIASA member had an accumulated sick leave in
excess of 200 days at 15 November 2016 they will retain the excess days
until used.

7.4.11 In exceptional circumstances the employer may grant sick leave in excess

7.5

7.5.1

7.5.2

7.5.3

7.5.3

7.6

of the periods prescribed in clause 7.4.10.

Bereavement/Tangihanga Leave for death in NZ or Overseas

The employer shall approve special bereavement leave on pay for an
employee to discharge any obligation and/or to pay respects to a deceased
person with whom the employee has had a close association. Such
obligations may exist because of blood or family ties or because of particular
cultural requirements such as attendance at all or part of a Tangihanga (or
its equivalent). The length of time off shall be at the discretion of the
employer.

If a bereavement occurs while an employee is absent on annual leave, sick
leave on pay or other special leave on pay, such leave may be interrupted
and bereavement leave granted in terms of clause 7.5.1. This provision will
not apply if the employee is on leave without pay.

The above entitiements are inclusive of and not additional to the
entittements provided for in the Holidays Act 2003 and its subsequent
amendments.

On the unplanned end of an employee’s or partner's pregnancy by way of
miscarriage, the employee or partner is entitled to three (3) days paid
bereavement leave in accordance with the Holidays Act 2003 and
amendments.

Parental Leave

Subject to the enhanced conditions in this employment agreement, the provisions
and eligibility criteria of the Parental Leave and Employment Protection Act 1987
and the Parental Leave and Employment Protection (Paid Parental Leave)
Amendment Act 2002 shall apply to all Employees.

761

Eligibility

(@) An Employee (male or female) who has been employed for a
minimum of ten hours each week for at least six months is entitled to
take up to six months’ combined maternity and extended leave
without pay provided the requisite criteria are met.

(b)  In accordance with the above Acts, an Employee (male or female)
who has been employed for a minimum of ten hours each week for
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(c)

twelve months or more is entitled to take up to twelve months’
combined maternity and extended leave and all other benefits
outlined in that legislation provided the requisite criteria are met.

Notwithstanding the leave entittements set out above, where an
Employee and that Employee’s partner are both employed by NMIT
and entitled to parental leave the combined total of maternity,
paternity and extended leave taken is not to exceed twelve months.

7.6.2 Notification and documentation

(a)

(b)

(c)

(d)

Employees intending to take parental leave are required to give at
least three months’ notice in writing and the application is to be
accompanied by a certificate signed by an appropriate health
professional certifying the date of delivery. When less than three
months’ notice is given, approval will not be unreasonably withheld.

In accordance with legislation, a male employee or spouse (husband
or de facto partner, including same sex partner) applying for parental
leave is additionally required to provide a written assurance from the
mother (or primary care-giver) that their partner intends to jointly
assume care of the child.

Except that leave for a pregnant woman may commence at any time
during pregnancy, subject to the employee giving the employer one
month's notice in writing supported by documentation from an
appropriate heaith professional. A shorter period of notice will be
accepted on the recommendation of a medical professional.

An Employee intending to either legally adopt a child, or a Maori
Employee intending to adopt a child by whangaai placement, is
entitled to parental leave provided that the requisite criteria are met.
In the case of adoption, evidence of an official adoption or whangaai
placement must be provided, but the requirement of one month’s
written notice does not apply.

Subject to meeting the qualifying criteria in the preceding clauses,
parental leave may be granted for each birth, qualifying adoption or
whangaai placement that occurs while an Employee is employed at
NMIT.

7.6.3 Sick Leave during pregnancy

Periods of iliness due to pregnancy, prior to parental leave commencing,
may be charged against the employee’s sick leave entittement. Parental
leave is not to be granted as sick leave, with or without pay.

7.6.4 Paid Parental Leave
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(a)

(b)

(e)

An Employee entitled to take 12 months parental leave will receive
an ex gratia payment equivalent to six weeks full base salary when
the employee returns to work before or at the expiration of the leave.
The ex-gratia payment is separate from any legislated entitlement.

An employee who has, on medical advice, (due to pregnancy),
temporarily reduced proportionality, will be paid the six week ex
gratia payment at the rate and proportion that existed immediately
prior to the temporary reduction in hours.

An employee who is absent on parental leave for less than 6 weeks
(30 working days) will receive that proportion of the payment
provided in (a) above which her/his absence represents to 30
working days.

An employee who returns to work on a part-time basis qualifies for
the payment provided in clause 7.6.4 (a) or (b), as appropriate
provided that she/he was previously employed on a full time basis.

Where an Employee and that Employee’s partner are both employed
at NMIT and entitled to an ex gratia payment, only one partner may
receive the payment, and the Employees concerned are to decide
between them who is to receive the payment and inform the
Employer.

7.6.5 Return to Work

(a)

(c)

(d)

An Employee must give the employer at least 21 days’ written notice
of intention to return to work before parental leave expires. Where an
employee suffers a miscarriage or stillbirth, or the infant dies within
a parental leave or an adoption becomes null and void, a request to
return early to work shall be granted.

Should an Employee wish to return to work early for other personal
reasons, agreement shall not be unreasonably withheld and, in such
cases, a minimum of three week’s notice must be given.

An Employee returning from a period of parental leave is entitled to
resume work in the same or similar position to that occupied at the
time of commencing parental leave. That is, a position at the
equivalent salary and grading involving responsibilities comparable
to those of the previous position, and in the same location or other
location within reasonable commuting distance.

Where an Employee returning from parental leave wishes to
negotiate reduced hours for a specific period of time, approval shall
not be unreasonably withheld by the Employer.

7.6.6 Service based entitlements




Annual leave due will not be required to be taken before an employee commences
parental leave but may be held over and taken in the leave year in which the
Employee returns to work.

7.7

7.71

7.7.2

773

174

7.7.5

7.8

7.8.1

Long Service Leave
Subject to the provisions of clauses 7.7.2 to 7.7.5 below, an employee shall;

) on completion of 5 years continuous service be granted 1 week long
service leave with full pay,

(i) oncompletion of 10 years continuous service be granted 1 week long
service leave with full pay,

(i)  oncompletion of 15 years continuous service be granted 1 week long
service leave with full pay.

(iv)  oncompletion of 20 years continuous service be granted 1 week long
service leave with full pay.

Each entitlement of long service Ieave shall be taken in a single period.

Long service leave shall be forfeited if not taken within 5 years of the
completion of 20 years' continuous service, or before the date the employee
relinquishes office.

If a married employee or an employee in a de facto relationship dies after
qualifying for long service leave but before the leave has been taken or
forfeited in accordance with the provisions of this clause, the employee's
spouse or the estate may be paid a compassionate grant equivalent in value
to the salary which would otherwise have been paid to the employee in
respect of long service leave.

When an employee resigns or gives notice of resignation any long service
leave to which there would otherwise have been entitlement is to be
forfeited.

Retiring Leave

The following shall be entitled to retiring leave as set out in Schedule B.
Retiring leave shall be calculated on a pro rata basis according to the
employee’s record of service.

a) Permanent employees (including part time and full-time permanent
employees) who have attained eligibility for NZ Superannuation and
completed at least 10 years' service: or

b) Permanent employees who have established eligibility for retirement
on medical grounds. Such employees shall be entitled to retirement
leave of 65 working days where the length of service does not exceed
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7.8.2

7.8.3

7.8.4

7.8.5

7.9

7.9.1

7.9.2

7.9.3

25 years, and retirement leave in accordance with Schedule B
otherwise.

For employees whose services are dispensed with through no fault of their
own, before reaching eligibility for New Zealand Superannuation, the
employer will consider granting retiring leave in accordance with this Table:

Qualification Required Retiring Leave
(working days)
Completion of 15 years' service 65 days
Completion of 10 and under 15 years' service 44 days
Completion of § and under 10 years' service [22 days

Instead of granting retirement leave as above, an employer may, on
application from the employee, pay a lump sum equivalent in value to that
leave.

An employee who has more than 20 years' continuous service, or is
eligible to retire on the grounds of age or service, shall be entitled to
anticipate retiring leave in terms of Schedule B.

On the death of an employee the employer may approve a cash grant in
lieu of retiring leave to the spouse or dependants or the estate of the
deceased employee.

Support for Employees Impacted by Violence or Abuse

The following conditions apply to employee’s who have been the subject
of violence or abuse of any description, or if an employee is supporting a
family or whanau member who is experiencing violence or abuse.

These conditions are intended to provide the minimum entitlement or,
improve on that of the Domestic Violence — Victims Protection Act (2018).
All requests will be considered urgently and, where applicable a work
safety plan will be developed. NMIT may request proof of violence
occurring as part of the approval for any of the following conditions.

Employees of any length of service may request a flexible working
arrangement for a period of up to two months if they have been subject to
violence or abuse. Flexible working arrangements may also be requested
for the purposes of supporting others impacted by violence or abuse.

Employees who have at least six months’ current continuous service may
request paid leave to address violence or abuse. These entitiements are
outlined as follows:
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8.0

(a) 10 day’s paid leave each year, to deal with the effects of violence or
abuse inflicted on themselves or a child who ordinarily or
periodically resides with them.

(b) 5 days paid leave each year to support family or whanau member
affected by violence or abuse.

(c)  Employees supporting someone else impacted by violence or

abuse can apply for special leave which may be granted at the
manager’s discretion.

PROFESSIONAL DEVELOPMENT

Employees shall be entitled to 5 days Professional Development per year, subject

to:

8.1

8.2

8.3

8.4

8.5

8.6

An employee submitting a written professional development plan to the
employer.

The approval of the employer for the plan; such approval shall not be
unreasonably withheld.

Reasonable notice being given of proposed activities and the timing of
activiies being set with due regard to the Institute's operational
requirements.

The plan giving priority to aspects of skills and performance development
indicated by the NMIT Performance Management Process.

This allocation shall be prorated for part time staff.

The following principles shall be followed with regard to Professional
Development:

Principles
(@)  Professional Development is relevant to all employees

(b)  NMIT values and supports Professional Development to develop
staff potential in their current career and to add value to the Institute.
(c) It is embedded in all working practice, throughout an individual's
career
(d)  Reflection, review, feedback and opportunities for learning should
form an integral part of everyone's work experience
The training will be based on EFT’s based courses where possible
(e)  The training should be based on required competencies
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9.0

9.1

9.2

9.3

9.4

9.5

9.6

9.7

ALLOWANCES

Travelling Allowance
An employee will be reimbursed for actual and reasonable costs involved
when travelling on the Institute's behalf.

Meal Allowance

An employee who has been directed to work not less than 2 hours' overtime
after a break of at least half an hour and who has had to buy a meal which
would not otherwise have been bought, shall be paid an allowance of $16.04
or on production of receipt reimbursed the actual amount up to $20. (The
allowance will be $16.24 from 2 May 2022.)

Motor Vehicle Allowance

A motor vehicle allowance or equivalent fares may be paid to an employee
requested by the employer to use their own vehicle in connection with
official business. The allowance shall be paid at the current IRD rate.

First Aid Allowance

Employees who hold a current first aid certificate and who are designated
first aid aftendant by the employer shall be entitled to receive a weekly
allowance of $8.17. (The allowance will be $8.27 from 2 May 2022.)

Special Allowance
The employer may grant an allowance to an employee performing special
duties.

Higher Duties Allowance
The following conditions shall apply to all Occupational Classes:

9.6.1 An employee who is substantially performing the duties and carrying
out the responsibilities of a higher graded position may be granted a
higher duties allowance to the equivalent of the difference between
the employee's current salary and the salary which would be
received if the employee were appointed to the higher graded
position.

9.6.2 To qualify for payment of a higher duties allowance an employee
must perform the duties for 5 consecutive working days.

9.6.3 An abated rate of allowance may be paid where less than full duties
and responsibilities of the higher position are performed.

Removal Expenses

Where an employee is transferred to meet the convenience of the employer
they shall be paid removal and transfer expenses, including those of any
dependent family. Removal expenses may be paid in circumstances other
than those outlined above at the discretion of the employer.
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10.0 PROTECTIVE CLOTHING

10.1 Where the employer considers it necessary, they will provide, make
accessible to, and ensure the use by employees of suitable clothing and
equipment to protect them from any harm that may be caused by or may
arise out of a hazard at work. Examples of protective equipment includes,
but is not limited to cap, respirator, acid resistant apron, gloves, overshoes,
ear muffs and eye protection.

10.2 Any protective clothing or equipment provided which will remain the
property of the employer.

11.0 LAUNDERING OF PROTECTIVE
CLOTHING

Protective clothing which an employee is required to wear in the course of work may be
laundered, where deemed by the employer to be appropriate, at the employer's expense.

12.0 SAFETY EQUIPMENT

The Employer will provide any relevant safety equipment required. (Health and Safety in
Employment Act 1992 and its amendments)

13.0 VDU AGREEMENT

13.1  Full time staff who spend more than 20% of their time working at computer
screens are eligible for the cost of an annual eye test to be paid by the
Institute.

13.2  Full time staff who spend more than 50% of their time working at computer
screens and who, due to this work, require corrective lenses are also eligible
for part payment of the cost of the lenses, to a maximum of $200. This total
should not be in addition to what is in the NMIT policy but be a maximum
cost for both eye examination and any corrective lenses required.

13.3 Part time and proportional staff may be eligible for pro-rata payment based
on the same criteria at the discretion of, and on application from, their
immediate manager.

Payment needs to be arranged in advance through People and Organisation
Development via invoice.
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14.0 REVIEWS & ORGANISATIONAL CHANGE

14.1 Consultation

The Chief Executive of TIASA and the Chairperson of the local branch of TIASA
will be notified in writing by the Employer prior to the commencement of any review
of the Institute’s organisational structure or function, or reduction in demand which
may result in significant changes to either the structure, staffing or work practices
affecting employees that are party to this Agreement.

A minimum period of 10 working days will be provided in which consultation can
take place. This period may be varied by agreement between the parties.

The Employer will identify the reason(s) for the review and this will be
communicated in writing, ordinarily by the provision of the proposal document, to
TIASA's Chief Executive.

The Employer will advise the locations, positions, and number of potentially
directly affected staff and, will take all practicable steps to provide relevant
information requested by TIASA.

14.2 Intent

The Employer recognises the serious consequences of the loss of employment
for employees and seeks to minimise these consequences by means of this
agreement. These provisions apply to employees who contractually have an
ongoing expectation of employment.

14.3 Surplus Staffing

Where the Employer requires a reduction in the number of employees or
employees can no longer be employed in their current position, on the same
or similar terms and conditions which may include hours of work or grade,
then the options in Clause 14.5 will apply.

14.4 Notification

Following the consultation, if specific positions are confirmed as surplus, the
Employer will advise the staff affected not less than four weeks prior to the date
by which the Employee’s employment will end unless an option in clause 14.5
can be applied to the individual.

Within the same time frame the Chief Executive of TIASA, and the Chairperson
of the local branch of the Association will be provided with the names of the
affected staff that are TIASA members, their salary grade and step, and the date
their employment will end.

14.5 Options
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The following are the options to be applied in surplus staff situations:

i. attrition;

ii. redeployment;

iii. enhanced early retirement;
iv. retraining;

v. redundancy compensation.

Where the other options are inappropriate to discharge the surplus staff,
redundancy compensation will be paid.

Employees who are offered a position with the Employer which is directly
comparable to their existing positions, which does not require a change in
residential location, and who decline appointment will not have access to
redundancy compensation.

14.6 Conditions Applying to Options

14.6.1 Attrition

Due to the normal process of staff turnover the number of employees is
allowed to decrease.

14.6.2 Redeployment

Employees may be deployed to a new job at the same or lower salary
within Nelson Marlborough Institute of Technology. The following
conditions will apply:

Where the new job is at a lower salary (for the same hours of work), an
equalisation salary allowance will be paid.

An employee will not receive both an equalisation salary allowance and
redundancy compensation.

The equalisation salary allowance can be paid in the following ways:

a) a lump sum to make up for the loss of basic pay for the next two

years (this is not abated by any subsequent salary increases);
or

b) an ongoing allowance for two years equivalent to the difference
between the present salary and the new salary (this is abated by

any subsequent salary increases).

14.6.3 Enhanced Early Retirement

The employee may be paid the money available under redundancy
compensation to be used according to the conditions of the superannuation
scheme of which the employee is a member to make up the actual super

annuity payable.

14.6.4 Retraining
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The Employer may, following application from the employee, offer the
option of retraining with financial assistance. The total cost to the
Employer, including any salary and training costs will not exceed 110% of
the value of the severance payment the employee will be entitled to.

14.6.5 Redundancy Compensation

. Redundancy compensation will be paid in accordance with the
following:

a) 16% of the previous 12 months’ salary will be payable in lieu
of any notice not worked, regardless of the length of service;
and

b) 12% of the previous 12 months’ salary, or part thereof for
employees with less than 12 months continuous service; and

c) 4% of the previous 12 months’ salary multiplied by the
number of years of continuous service minus one, up to the
maximum of 19 and

d) where service is less than 20 years, 0.333% of the previous
12 months salary multiplied by the number of completed
months in addition to completed years of continuous service;

ii Outstanding annual and long service leave will be cashed up
separately.

iii Where an employee finds alternative employment prior to the
expiry of the notice period the employee may, with the agreement
of the Employer, terminate their employment prior to the expiry of
the notice period without forfeiting their entitlement to redundancy
compensation under this agreement. The agreement of the
Employer shall not be unreasonably withheld.

iv Salary for the purposes of clause 14.6.5 is defined as taxable
salary, exclusive of allowances.

v Continuous Service for the purposes of clause 14.6.5 includes all
periods of paid leave and is not broken by, but does not include
periods of parental leave and other approved leave without pay.

14.6.6 Rights of Employees Declared Surplus

a) Time Off To Attend Interview

Employees will have reasonable time off to attend interviews for
alternative employment, subject to the operational requirements of
the Employer being met.

b) Statement of Service
The Employer shall supply to all surplus employees a letter of



reference within two weeks of request.

c) Employee Assistance Programme (EAP)

EAP can be available for affected employees (up to a maximum of
3 sessions within 6 months after their termination date) at the
discretion of the Employer.

14.6.7 Transfer, Sale or Contracting out

The Employer recognises the serious consequences that the loss or
change of employment can have on individual employees and seeks to
minimise those consequences. In the event of the sale, merger, transfer,
contracting out or outsourcing of all or part of the business the Employer
will endeavour to ensure that employees are offered ongoing employment
on no less favourable terms and conditions of employment.

Where the employees employment is being terminated by the Employer
by reason of staff surplus, nothing in this agreement shall require the
Employer to pay compensation for redundancy to the employee if the
employee has received an offer of employment in the same capacity in
which the employee was employed, on no less favourable terms and
conditions of employment and treating the employees service as
continuous, or in a capacity that the employee is willing to accept.

15.0 UNION

15.1 Union Meetings

15.1.1 The employer shall allow every employee covered by this Agreement who
has nominated TIASA as their bargaining agent to attend on ordinary pay
up to 4 meetings (each less than 2 hours' duration) with TIASA in each year.
A maximum total of 4 hours in any one calendar year.

15.1.2 The union shall give the employer at least 14 days' notice of the date and
time of any meeting to which clause 15.1.1 applies.

15.1.3 The union shall make such arrangements with the employer as may be
necessary to ensure that the employer's business is maintained during any
union meeting, including, where appropriate, an arrangement for sufficient
union members to remain available during the meeting to enable the
employer's operation to continue.

15.1.4 Work shall resume as soon as practicable after the meeting, but the
employer shall not be obliged to pay any union member for a period greater
than 2 hours in respect of any meeting.



Only union members who actually attend a union meeting shall be entitled to pay
in respect of that meeting and to that end the union shall supply the employer with
a list of members who attended and shall advise of the time the meeting finished.

15.2 Union Fee Deduction

15.2.1 The manner of deduction and the remittance of subscriptions and any
commission payable shall be determined by agreement with the national
secretary of the union.

15.2.2 The employer, when requested in writing by the union, shall, within 1 month
of receipt of such request, supply to the union a list of all employees.

15.2.3 Such requests shall not be made to the employer at intervals of Iess than 6
months.

15.3 Right of Access

Subject to the requirements of the Employment Relations Act 2000, an authorised
officer (who may be the Chief Executive or Employment Relations Advisor or a
designated representative) of TIASA, is entitled to enter the employer's premises
at all reasonable times for the purpose of recruiting employees for union
membership, enforcing this agreement, accessing wages, holiday and time
records, provided this does not interfere with the normal business of the Institute.

16.0 PASSING ON CLAUSE

The union agrees that the employer may pass on to any of its allied staff employed
on Individual Employment Agreements any of the terms of employment under
negotiation or that have been negotiated, for including in the proposed new
collective agreement, but only if the following conditions are met:

A period of three months must have elapsed between the commencement date of
this new collective agreement and the date that the terms, or any of them, are
agreed to any employee covered by an IEA.

17.0 LIVING WAGE

From 1 September 2021 all employees will be paid at least the living wage.
Minimum salaries will also be adjusted in accordance with future adjustments to
the living wage.

18.0 RESOLUTION OF EMPLOYMENT
RELATIONS PROBLEMS
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The procedures set out in Schedule C of this Agreement shall apply in respect to
employment relations problems arising between the parties or persons covered by
this Agreement.

19.0 KIWISAVER EMPLOYER CONTRIBUTION

The employer will continue to pay the Employer KiwiSaver Contribution for those
employees remaining in employment beyond the age of 65 years for as long as
the employee continues to pay KiwiSaver contributions through the NMIT payroll.

20.0 SAVINGS CLAUSE

Nothing in this Agreement shall operate so as to reduce the wages and conditions
of employment of any worker employed under this Agreement.

21.0 TERM OF AGREEMENT

This Agreement shall come into force on 2 May 2021 and shall continue in force
until 31 December 2022.

This Agreemeént was signed by the parties as follows:

(/«"'ﬁ/ =

Wayne Jackson
Chief Executive
for‘and on behalf of the Employer

Dated: ='3/:0/'M

Peter Joseph
for and on behalf of TIASA

Dated: /cP,//O /2_/



SCHEDULE A

SALARIES

1.0 EXECUTIVE/ADMINISTRATIVE OCCUPATIONAL CLASS

1.1 This class shall include the following positions:

1.2 Salaries payable to positions in this class are:
Grade 2 May 2020 2 May 2021 2 May 2022

Salary Hourly Salary Hourly Salary Hourly

, Rate Rate Rate

; 2.2% 1.6% 1.25%
EA101 $28,088 $14.37 $28,537 $14.60 $28.894 $14.78
EA102 528,718 $14.69 $29,177 $14.92 $29.542 $1511
EAID3 $30,611 $15.66 $31,101 $15.91 £31.490 $16.11
EA104 $32,636 516.69 $33,158 $16.96 £22E72 $1717

| EA105 534,722 $17.76 $35,278 $18.05 $35.719 $18.27
EA106 $36,969 $18.91 $37,561 $19.21 | $38031 $19.45
EA201 $39,283 $20.09 $39,912 $20.42 $40,411 £20.67
EA202 $40,494 $20.71 $41,142 $21.04 £44EEE S22
EA203 541,747 $21.35 $42,415 $21.70 $42,945 $21.97
Merit 544,264 $22.64 $44,972 $23.00 $45,534 $23.29
EA301 $44,264 $22.64 544,972 $23.00 $45,534 $23.29
EA302 $45,591 $23.32 $46,320 $23.69 $46,899 $23.99
EA303 546,964 $24.02 547,715 $24.41 548,311 $24.71
Merit $49,839 $25.49 $50,636 $25.90 $51,269 $26.22
EA401 $49,839 $25.49 $50,636 $25.90 551,269 $26.22
EA402 $51,349 $26.27 $52,171 $26.69 $52,823 $27.02

| EA403 $52,905 $27.06 $53,751 $27.49 $54,423 $27.84

| EASO1 | 56,172 $28.73 $57,071 $29.19 $57,784 $29.56
EAS502 $57,883 $29.61 $58,809 $30.08 559,544 $30.46
EAS03 $59,649 $30.51 $60,603 $31.00 $61,361 $31.39

| EAGO1 $63,358 $32.41 $64,372 $32.93 | $65,177 $33.34
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EA602 | ¢65,306 $33.40 $66,351 $33.94 | $67,180 $34.36
EA603 $67,313 534.43 $68,390 $34.98 569,245 $35.42
EA701 $70,598 $36.11 $71,728 $36.69 $72,625 437.15
EA702 | 373,341 $37.51 $74,514 $38.11 $75,445 $38.59
EA703 $77,003 $39.39 $78,235 $40.02 $79,213 $40.52
EABO1 | $78632 | $4022 | $79,890 | $40.86 | $80,889 | $41.38
EAB02 $80,474 541.16 581,762 $41.82 | $82,784 $42.34
| EAS01 $83,314 $42.62 $84,647 $43.30 $85,705 $43.84
EAS02 $86,259 $44.12 $87,639 $44.83 588,734 545,39
EA1001 | 489,313 $45.68 $90,742 $46.42 $91,876 $47.00
EA1002 | $92,473 $47.30 $93,953 $48.06 $95,127 $48.66
| EA1101 | $95,748 548.98 597,280 $49.76 $98,496 $50.38
| EA1102 | $99,145 $50.71 $100,731 $51.52 $101,990 $52.17
|

EA1201 | s$102,661 $52.51 $104,304 $53.35 $105,608 $54.02
| EA1202 | $106,308 $54.38 $108,009 $55.25 $109,359 $55.94
EA1301 | $110,088 | $56.31 $111,849 $57.21 $113,247 $57.93
EA1302 | ¢$114,003 | 5831 $115,827 $59.25 $117,275 $59.99

1.3 In addition to any accelerated increments that may be provided, an
employee appointed to Grade EA1 band shall be given a one step increment
after the completion of each six months of employment until the top of the
EA1 band is reached and then progress by annual increments. Subject to

clause 4.3. Section 1.3 will not apply after 1 September 2021

1.3.1 Administration staff appointed in the Grade EA1 band will progress to Grade
EA2 band by annual increments to the top of the band with merit provision to
the Merit step. Section 1.3.1 will not apply after 1 September 2021

1.3.2 Administration staff appointed to the Grade EA3 band will progress to the top
of that scale with merit provisions on reaching the top of that scale.

1.3.3 Administration staff appointed to all other bands will progress to the top of

that scale by annual increments.

31



2.0 LIBRARY OCCUPATIONAL CLASS

2.1 This class shall include all positions with the following or similar

designations: Librarian
Deputy librarian
Assistant librarian
Library assistant.

2.2  Salaries payable to positions in this class are:

Grade 2 May 2020 2 May 2021 2 May 2022
Salary Hourly Salary Hourly Salary Hourly
Rate Rate Rate

2.2% 1.6% 1.25%
LB101 $28,088 $14.37 $28,537 $14.60 $28,994 $14.78
LB102 $28,977 $14.82 $29,441 $15.06 £20:200 £4E2E
LB103 $31,127 $15.92 $31,625 $16.18 £32,020 si52e
LB104 | $33572 $17.17 | $34,109 $17.45 $34535 | $17.66
LB105 $35,831 $18.33 | $36,404 $18.62 £36:859 troaE
LBI06 | $37,603 | $19.23 | $38,205 = $1954 | 438693 | $198
LB107 $38,805 $19.85 | $39,426 | $20.17 $39,919 $20.42
| Merit $40,159 $20.54 $40,802 $20.87 $4%,312 S3as
| LB201 | 438,805 $19.85 $39,426 $20.17 Loonin $30-42
LB202 $40,159 $20.54 540,802 $20.87 $41,312 $21313
LB301 $35,831 $18.33 $36,404 $18.62 $36,859 $18.85
LB302 $37,603 $19.23 $38,205 $19.54 $38,683 $19.79
| LB303 $38,805 $19.85 $39,426 $20.17 £20,818 £20:42
LB304 | $40,159 $20.54 | $40,802 $20.87 $41,312 $2133
LB305 $41,744 $21.35 $42,412 $21.69 £42;042 52197
LB306 $43,329 $22.16 $44,022 $22.52 $44,572 $22.80
LB307 $45,059 $23.05 $45,780 $23.42 $46,352 $23.71
LB308 | 347,202 $24.14 $47,957 $24.53 $48,556 $24.84
Merit 548,643 $24.88 $49,421 $25.28 $50,039 $25.60
|
LB401 $47,202 $24.14 $47,957 $24.53 $48,556 $24.84
| LB402 $48,643 $24.38 $49,421 $25.28 $50,039 $25.60
LB403 | s$50,253 $25.70 $51,057 $26.12 $51,695 $26.44
LB404 | 452559 $26.88 $53,400 $27.31 $54,068 $27.66
Merit $55,264 $28.27 $56,148 $28.72 $56,850 $29.08
|

| LB501 | 455,264 $28.27 $56,148 $28.72 $56,850 $29.08
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LB502 | $57,426 $29.37 $58,345 $29.84 $59,074 $30.22
|
LB601 | $57,426 $29.37 $58,345 $29.84 $59,074 $30.22
LB602 $59,831 $30.60 | $60,788 $31.09 $61,548 $31.48
LB603 $62,301 $31.87 $63,298 $32.38 $64,089 $32.78
LB701 | 464,901 $33.20 $65,939 $33.73 $66,763 $34.15
LB702 $67,296 $34.42 $68,373 $34.97 $69,228 $35.41
LB&01 $68,775 43518 $69,875 $35.74 $70,748 $36.19
LB802 $71,585 $36.62 $72,730 $37.20 $73,639 $37.67
Merit $74,050 $37.88 $75,235 $38.48 $76,175 $38.96
LB901 $74,050 $37.88 §75,235 $38.48 $76,175 $38.96
LB902 $77,868 $39.83 $79,114 $40.47 $80,103 $40.97
Merit 581,144 $41.51 $82,442 $42.17 $83,473 $42.70
LB1001 | 381,144 $41.51 $82,442 $42.17 $83,473 $42.70
[ LB1002 | 385,818 $43.90 $87,191 $44.60 $88,281 $45.16

2.3  Progression

Grade 1 to Grade 2:

2.3.1

2.3.2

Grade 3 to 4, and 4 to 5 (where applicable); 8 to 9: 9 to 10:

2.3.3

Positions established Grade 1 merit Grade 2:
1 year on the maximum of Grade 1 and a satisfactory standard of

performance will enable staff to progress to Grade 2.

Others:
After 2 years on the maximum of Grade 1 and subject to

demonstration of merit staff may progress to Grade 2.

grade.

After 12 months on the maximum of the lower Grade and subject
to satisfactory performance staff may progress to the higher
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2.4 Minimum commencing salaries:

2.41 Appointment to Grade 1 positions

Qualifications at Time of Appointment Commencing Salary Step
No recognised academic qualification Steps 1 and 2
School Certificate Step 3
6th Form Certificate, University Entrance, Step 4
Higher School Certificate
NZLA Certificate (NZLAC) / NZ Library Step 5
Studies Certificate (NZLSC)
Certificate NZLS or ALA or BA/BSc Step 6
BA/BSc Hons or Higher or Dip NZLS/Dip Lib Step 7

Provided that any appointment may be to one step higher for each full
year of relevant work experience.

2.4.2 Appointment to Grade 3 positions

Qualifications at Time of Appointment Commencing Salary Step
NZLA Certificate/NZLSC Step 1
Certificate NZLS or ALA or BA/BSc Step 2
BA/BSc (31 Class Hons) or MA/MSc Step 3
BA/BSc plus Dip NZLS/Cettificate Step 3
NZLS/Dip Lib plus allowance of $363
BA/MA/BSc/MSc (2™ Class Hons) Step &
BA/BSc (3" Class Hons) plus Dip NZLS/Dip Step 6
Lib or MA/MSc plus Dip NZLS/Dip Lib
BA/MA/BSc/MSc (1%t Class Hons) Step 7
BA/MA/BSc/MSc (2™ Class Hons) plus Dip Step 7
NZLS/Dip Lib
BA/MA/MSc (1t Class Hons) plus Dip Step 8
NZLS/Dip Lib

34



3.0 TECHNICIAN OCCUPATIONAL CLASS

3.1 This class shall include all positions with the following or similar
designations:
Technicians / Courier / Ground staff
3.2 Salaries payable to positions in this class are:
[ | ‘ [

Grade 2 May 2020 2 May 2021 | 2May2022 |
Salary Hourly Salary Hourly ' Salary Hourly
Rate Rate | Rate
2.2% 1.6% | 1.25%

TE101 | $28,088 $14.37 $28,537 $1460 | $28,804 $14-78
TE102 | 428977 $14.82 $29,441 $1506 | $25809 | ¢1s28
| TE103 | 431,127 $15.92 $31,625 $1618 | $32020 | 31638
TE104 | $33193 | $1698 | $33,724 | $1725 | 34446 | $1747
TE105 | $35316 | $1806 | $35881 | $1835 | $36320 | g1sse
TE106 | $37,603 $19.23 $38,205 $19.54 | $23.683 $19.79
TEL07 | $38,929 419,91 $39,552 $2023 | $40046 | $2048
TE108 | $40,087 $2050 | $40,728 $2083 | $41237 | ga109
Merit | ¢41637 $21.30 $42,303 $21.64 | $42,322 $21.91

e

TE201 | $40,087 | $2050 | $40,728 | $2083 | $4n237 | S2109
| TE202 | $41,637 $21.30 $42,303 $21.64 | $42832 g2i24
TE203 | $43165 | $22.08 | $43,856 | $2243 | $44404 | S22

TE204 $45,356 $23.20 546,082 $23.57 546,658 $23.87
TE205 $47,057 | $24.07 $47,810 $24.46 $48,408 $24.76
| TE301 548,755 $24.94 549,535 $25.34 $50,154 $25.65
TE302 $50,458 $25.81 $51,265 $26.22 $51,906 $26.55

| TE303 | $s3,858 $27.55 $54,720 $27.99 | $55,404 $28.34

TE401 $57,266 $29.29 558,182 $29.76 $58,909 $30.13
TE402 | $60,813 $31.11 $61,786 $31.60 | $62,558 $32.00

TES01 | 464,505 $32.99 $65,537 $33.52 | 366,356 $33.94

| TE601 $67,271 $34.41 | $68,347 $34.96 $69,201 $35.40

3.3 Progression:
Grade 1 to Grade 2 on being awarded NZCS or NZCE with 3 years acceptable
practical experience, or recognised equivalent qualifications and experience or on
merit. Beyond Grade 3 on job content.

3.4 Ground staff will only progress beyond TE 201 by merit.



SCHEDULE B

RETIREMENT LEAVE
1.0 RETIREMENT LEAVE ENTITLEMENT IN WORKING DAYS
Years of Service Months of Service

0 2 4 6 8 10

10 22 23 24 24 25 26
11 26 27 28 29 29 30
12 31 31 32 33 34 34
13 35 36 36 37 38 39
14 39 40 41 41 42 43
15 44 44 45 46 46 47
16 48 49 49 50 51 51
17 52 53 54 54 55 56
18 56 57 58 59 59 60
19 61 61 62 63 64 64
20to0 25 65 65 65 65 65 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 89 80
31 91 91 92 93 94 94
32 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 13 114 114 115 116
37 116 117 118 119 119 120
38 121 121 122 123 124 124

39 125 126 126 127 128 129
40 or more 131 . . i . ..



2.0 ANTICIPATED RETIREMENT LEAVE ENTITLEMENT IN WORKING

DAYS
Years of Service Months of Service

0 3 6 9
20 65 66 66 67
21 68 69 69 70
22 71 71 72 73
23 74 74 75 76
24 76 77 78 79
25 79 80 81 81
26 82 83 84 84
27 85 86 86 87
28 88 89 89 a0
29 91 91 92 93
30 94 94 95 96
31 96 97 98 99
32 99 100 101 101
33 102 103 104 104
34 105 106 106 107
35 108 109 109 110
36 111 111 112 113
37 114 114 115 116
38 116 117 118 119
39 119 120 121 121

40 or more 122



SCHEDULE C

EMPLOYMENT RELATIONSHIP PROBLEM RESOLUTION PROCESS

Employment Relationship Problems

Employment relationship problems are any problems arising from the employment
relationship and include such things as personal grievances, disputes, claims of unpaid
wages, allowances or holiday pay.

Tell us first!

If you think you have a problem in your employment, then you must let your manager know
immediately, so we can try to resolve it with you then and there. If you do not feel you can
approach your manager, you can go to another manager you feel comfortable with.

In some cases, there is a time limit on when you have to do this — see “Personal
Grievances”.

Mediation Services

If you do not feel happy with our response, you can contact Mediation Services for free
assistance. Their number is in the Phone Book under “Labour, Department of - Industrial
Relations Service”. The mediator will try to help us resolve the problem, but will not make
a decision as to who is right or wrong unless we both want this.

Employment Relations Authority

If the problem is still not resolved to your satisfaction, then you can apply to the
Employment Relations Authority for assistance. This is a more formal step to take, and
you might want to have someone representing you. An Authority member will investigate
the problem, and will make a decision. This decision can be appealed by either of us to
the Employment Court and then to the Court of Appeal.

Representation

At any stage, you are entitled to have a representative from TIASA, or any other person
of your choosing working on your behalf, and we will work with you and that person to try
to resolve the problem. We can also choose to have a representative working on our
behalf.

Personal Grievances

If you feel that you have grounds for raising a personal grievance with NMIT (that is, for
unjustified dismissal, unjustified disadvantage, discrimination, duress, sexual or racial
harassment) then you must do so within 90 days of the action occurring, or the grievance
coming to your notice. Otherwise, your claim may be out of time.

If you raise your grievance out of time, we can choose to accept the later grievance or to
rejectit. If we choose to reject it, you can ask the Employment Relations Authority to grant
you leave to raise the grievance out of time.

You must raise any grievance with your manager so that we know what the grievance is
about. We ask that you put your grievance in writing. We can then respond to your claim.
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SCHEDULE D
MEMORANDUM OF UNDERSTANDING
“Memorandum of Understanding
Tuesday, 8 February 2005
Both parties agree in principle to the following Branch time allocation
NMIT will continue to recognise the role that TIASA branch executives play in the
union at a local and national level. In the past NMIT has supported local

involvement at a national level and will continue to do so provided there are local

branch representatives actively involved at TIASA national level appointments.
NMIT has also recognised that time is required to run the local TIASA branch and
has supported this with available time following requests from the Chair. Where

practicable it is envisaged that a proportion of 0.1 would cover the activities

required. Itis recognised by both parties that it is difficult to allocate a specific

time allowance to the role and it will require both parties to work together to make
it work effectively

Both parties agree to review this memorandum as the roles of Branch committee
and national members change and if TIASA membership declines significantly.

Signed on behalf of NMIT.”

Adreed at Negotiation 2016

Any employee who is a TIASA member as at the date of ratification, and already
has more than 200 days of accumulated sick leave, will have their current
accumulated entitlement grandparented.
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