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Related Trades Industrial Union of Workers AND the 
undermentioned: 

The New Zealand Textiles and Garment Manufacturers Industrial Union 
of Employers, Industry House, 38-44 Courtenay Place, Wellington 

New Zealand Safety Limited, 15 Sandyford Street, Christchurch 2. 
Lynn River Products Limited, P.O. Box 7, Geraldine. 
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CANTERBURY GLOVE MORKERS - AWARD 

COVERAGE 

l.(a) This award shall apply to the glovemaking industry. 
(b)(i) This award shall be binding: 

(A) On the parties to it; and 
(B) On every person who is a member of any union, 

employers' organisation, or association that is a 
party to or bound by it and who is covered from 
time to time by the coverage clause. 

(ii) This award shall extend to and bind as a subsequent party 
hereto: 

(A) Every employer who, not being an original party, 
employs, when this award comes into force or at any 
time while it is in force, workers in connection 
with or engaged in any work to which this award 
applies within the locality to which this award 
relates; and 

(B) Every worker who is, at the time while this award is 
in force, employed by any employer on whom this 
award is binding and engaged in any employment to 
which this award applies. 

( c) This award shall operate throughout the Canterbury Labour 
District. 

BOORS OF WORlt 

2.(a) The hours of work for all classes of workers shall be 40 per 
week, to be worked as follows: Eight hours per day Monday to 
Friday inclusive. 

(b) For the purpose of calculating the hours worked, each of the 
holidays hereinafter mentioned shall be deemed to be a day 
worked for the number of hours usually worked on that day of the 
week, although no work shall have been actually done on such 
holiday. 

(c) The hours of work shall be posted in each and every workroom 
by the employer. 

(d) A break of not less than 45 minutes shall be allowed to be 
taken by all workers between 12 noon and 1. 30 p.m. each day: 
Provided that a majority of the workers in any factory may agree 
with the employer that a minimum of 30 minutes be allowed and 
taken. 

( e) A minimum of 30 minutes shall be allowed and taken for tea 
when overtime is being worked. 
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WAGES 

3. ( a) The minimwn rates of wages for a worker commencing in the 
trade when under 20 years of age shall be: 

For the first six months 
For the second six months 
For the third six months 
For the fourth six months 
For the fifth six months 
Thereafter for journeypersons 
Provided that workers over 20 years of age 

shall be paid not less than 

Per Week 
$ 

187.56 
206.68 
231.44 
247.65 
264 .11 
284.23 

238.14 

(b) The minimwn rates of wages for a worker commencing in the 
trade when 20 years of age and over shall be: 

For the first six months 
For the second six months 
For the third six months 
Thereafter, the appropriate rates as prescribed 

for journeypersons in subclause (a) hereof. 

Per Week 
$ 

238.14 
247.65 
264 .11 

(c) A charge hand is a competent worker placed in direct charge 
of five or more workers. A charge hand placed in direct charge of 
five to ten workers shall be paid an allowance of not less than 
$7.37 per week above the rates prescribed for a journeyperson. A 
charge hand placed in direct charge of ten workers shall be paid 
an additional allowance of $3.55 per week. 

(d) Service allowance -
(i) On completion of one year's continuous service with the 

same employer as a journeyperson - $5.35 per week. 
(ii) On completion of three years' continuous service with the 

same employer as a journeyperson - $8.03 per week. 
(iii) On completion of five years' continuous service with the 

same employer as a journeyperson - $10.70 per week. 
(iv) On completion of ten years' continuous service with the 

same employer as a journeyperson - $13.38 per week. 
(v) The above rates in subclauses (i) to (iv) inclusive, are 

not to be cwnulative. 
(vi) Service accrued at the date of this award coming into 

force shall qualify for the allowance. 
(vii) The employer shall be entitled to make a rateable deduction 

from the allowance for time lost by the worker through 
sickness (in excess of the provisions of clause 13), 
accident, or the worker's own default. 
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(viii) Part-time workers shall receive pro rata the service 
allowance. 

(ix) Where an employer is paying wage rates in excess of the 
award rates, they may offset those above award rates 
against the new service pay provision. 

(x) The service pay shall form part of the wage rate for the 
calculation of overtime. 

DEFINITIOO AND WAGES OF CUTrERS 

4. ( a) A first-class glove cutter is a worker who is employed at 
measuring and cutting the parts of a table-cut glove, which shall 
conform in fit, stretch, and all other requirements with the 
conditions laid down by the Standards Association of New Zealand 
for the manufacture of table-cut gloves, and is employed at such 
work. A second-class glove cutter is a worker who is able to cut 
semi-block and block-cut gloves and is employed at such work. 

(b) Wages -

First-class glove cutter 
Second-class glove cutter 

PRESS OPERATORS 

Per Week 
$ 

307.22 
294.61 

5.(a) A press operator shall be paid a minimum rate of $284.23 per 
week. A press operator is a worker who is employed using a press 
for cutting gloves. 

(b) The wages for juniors (other than apprentices) shall be as 
prescribed in clause 3 of this award. 

( c) The proportion of juniors employed under this clause shall 
not exceed one junior to each two adults. 

TRADE CERTIFICATE 

6. Employees who hold the New Zealand Trade Certificate as issued 
by the New Zealand Trades Certification Board in clothing shall be 
paid $10.70 per week in addition to the worker's appropriate rate 
as specified in this award. 

CUTTERS' REQUISITES 

7. All cutters' requisites shall be provided by the employer. 

PART-TIME WORKERS 

8. A weekly worker whose engagement is for less than 40 hours per 
week shall be paid the pro rata rate calculated on the ordinary 
weekly wage. 
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OVERTIME 

9.(a) All time worked on Saturday mornings and before the ordinary 
time for starting and after the ordinary time for ceasing work on 
any other day shall be deemed to be overtime and shall be paid for 
at the rate of time and a half for the first three hours and 
double time thereafter. Twenty-four hours' notice shall be given 
by the employer to any worker called upon to work overtime after 
the ordinary time for ceasing work. 

(b) Employers shall allow meal money at the rate of $5. 72 per 
meal when workers are required to work after 6 p.m. on any day of 
the week. Where a factory has a cafeteria a suitable hot meal may 
be provided in lieu of payment of the meal allowance. 

(c) No worker regularly employed by an employer during the hours 
fixed by clause 2 of this award shall work for another employer in 
the industry outside of those hours. 

(d) No employer party to this award shall employ any worker 
outside of award hours unless he also employs such worker during 
the ordinary hours of work. 

( e) All workers shall receive a ten-minute break after three 
hours' overtime, provided that they continue to work after the 
break. 

HOLIDAYS 

10.(a) The following days shall be observed as holidays and shall 
be observed without deduction from pay: Boxing Day, New Year's 
Day, the day following New Year's Day, or a day in lieu thereof, 
Waitangi Day, Good Friday, Easter Monday, Anzac Day, the birthday 
of the reigning Sovereign, Labour Day, Christmas Day, and 
Anniversary Day or a day in lieu thereof to be agreed upon between 
the secretary of the employers' association and the secretary of 
the union. 

(b) The provisions of the Holidays Act 1981 which deal with the 
observance of and payment for holidays which fall on Saturdays and 
Sundays shall apply to the holidays specified in this award. 

(c) Double rates, in addition to the ordinary weekly wage, shall 
be paid for any work done on Saturday afternoon, Sunday, or any of 
the days mentioned in subclause ( a) of this clause. Any time 
worked on Anzac Day or Waitangi Day which is not part of the 
worker's ordinary week, shall be paid at double time rates in 
addition to the ordinary rates. 

(d)(i) Where any worker has been employed at any time during the 
fortnight ending on the day on which a holiday to which he is 
entitled under subclause (a) of this clause occurs, he shall be 
entitled, subject to paragraph (ii) of this subclause, to receive 
payment for that holiday from the employer. 

(ii) Where any worker has been employed by more than one employer 
during the fortnight ending on the day on which a holiday to which 
he is entitled under subclause (a) of this clause occurs, he shall 
be entitled to receive proportional payment for the holiday from 
each employer assessed on the basis of one-tenth of an ordinary 
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day's pay for each day employed during that fortnight. No worker 
shall be entitled under this subclause to receive payment for more 
than the equivalent of one ordinary day's wages for any one 
holiday. 

(iii) For the purpose of this subclause a certificate in writing 
by any person that he has not for any period during the fortnight 
ending as aforesaid been employed on any ordinary working day in 
any employment for which he is entitled to payment for any whole 
holiday referred to in this subclause shall be prima facie 
evidence of that fact. 

ANNUAL HOLIDAYS 

11. ( a) Annual holidays shall be allowed in accordance with the 
Holidays Act 1981 and paid on the basis of the worker's average 
weekly taxable earnings. For the purposes of calculating a 
worker's average weekly taxable earnings for the year, the 
employer may fix a close-off date other than the anniversary date 
of the worker's commencement of employment: Provided that in no 
case shall the holiday pay be less than the worker's ordinary pay 
at the time of taking the holiday. 

(b) Service holiday - Upon completion of seven years' continuous 
service with the same employer, each worker shall for the seventh 
and subsequent years be entitled to an annual holiday of four 
weeks instead of three weeks paid as prescribed in subclause (a) 
of this clause. The fourth week's holiday may be taken in 
conjunction with or separately from the first three weeks' holiday 
as the employer may decide and in a manner agreed upon between the 
employer and the worker: Provided that the worker may elect to be 
paid for the fourth week's holiday in lieu of taking the fourth 
week's holiday. 

( c) For the purposes of this clause, lump sum special payments 
and commissions shall be excluded from the computation of average 
weekly taxable earnings, and ordinary pay shal l be as defined in 
the Holidays Act 1981 . 

(d) Where a holiday is taken in more than one period the amount 
payable under this clause shall be divided proportionately. Where 
a holiday is allowed wholly or partly in advance of the date fixed 
by the employer it shall be sufficient compliance with this clause 
for payment to be assessed on the percentage formula prescribed in 
subclause (e) of this clause subject to final adjustment and 
payment of any remainder after that date, provided that in no case 
shall the holiday pay be less than the worker's ordinary pay at 
the time of taking the holiday. 

(e) Where the employment of any worker is terminated at the end 
of a period of employment which is less than one year, the 
employer shall forthwith pay to the worker, in addition to all 
other amounts due to him, an amount equal to 6 per cent of his 
gross taxable earnings for that period of employment. 

(f) Where it is customary for any employer to allow holidays to 
his workers or to any class of his workers during a period in each 
year when his premises are closed or the work of these workers is 
for any reason discontinued, and at the date of the commencement 
of any such period any such worker has not become entitled to an 
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annual holiday then the worker shall not be entitled to any wages 
for three weeks following that date, but the employer shall before 
that date pay to him, in addition to all other amounts due to him, 
an amount equal to 6 per cent of his gross taxable earnings for 
the period of his employment up to that date, and the next year of 
his employment shall be deemed to commence on that date: Provided 
that where the close-down is for two weeks an employee entitled 
under the percentage payments to the equivalent of more than two 
weeks' annual holidays shall have the additional days of holiday 
allowed as the employer may decide. 

(g) Where a worker is entitled to an annual holiday of four weeks 
the provisions of subclauses (e) and (f) of this clause shall be 
modified to provide payment of an amount equal to 8 per cent of 
the worker's gross taxable earnings for the period of his 
employment. 

(h) Where firms have a closing off date prior to the date of the 
new award taking effect, workers must be paid holiday pay at the 
rate of pay they are receiving at the time of taking the holiday, 
NOT at the rate they were receiving at the closing off date. 

(i) Where practicable, the employer shall give at least two 
months' notice to his employees of annual holidays pending and 
each employee shall be advised of the date at which he is required 
to commence his holiday period. 

SPECIAL HOLIDAYS FOR LOO'G SERVICE 

12.(a) A worker shall be entitled to special holidays as follows: 
(i) One special holiday of two weeks after the completion of 

15 years and before the completion of 25 years of 
continuous service with the same employer; 

(ii) One special holiday of three weeks after the completion of 
25 years and before the completion of 35 years of 
continuous service with the same employer; 

(iii) One special holiday of four weeks after the completion of 
35 years and before the completion of 40 years of 
continuous service with the same employer; 

(iv) One special holiday of five weeks after the completion of 
40 years' continuous service with the same employer. 

(b) Should a worker have completed 25 years of continuous service 
with the same employer prior to the date of this award, he shall 
not be entitled to the special holiday provided in paragraph (i) 
of subclause (a) of this clause. Should a worker have completed 
35 years of continuous service with the same employer prior to the 
date of this award , he shall not be entitled to the special 
holiday provided in paragraph (i) or (ii) of subclause (a) of this 
clause. Should a worker have completed 40 years of continuous 
service with the same employer prior to the date of this award, he 
shall not be entitled to the special holiday provided 
in paragraph (i), (ii), or (iii) of subclause (a) of this clause. 

( c) All such special holidays provided for in subclause ( a) of 
this clause shall be on ordinary pay as defined by the Holidays 
Act 1981, and may be taken in one or more periods and at such time 
or times as may be agreed upon by the employer and the worker. 

8 



3547 

(d) If a worker having become entitled to a special holiday 
leaves his employment before such holiday has been taken he shall 
be paid in lieu thereof. 

(e) The provisions of this clause shall not apply where an 
employer has in operation or brings into operation an alternative 
scheme for rewarding service, which is not less favourable to the 
worker than the foregoing. 

(f) No worker shall during any period when he is on special 
holiday engage in any employment for hire or reward. 

SICK PAY 

13.(a) After six months' continuous service with the same employer 
a worker shall be entitled in each subsequent year of service to 
sick pay for up to five days calculated at the rate of his 
ordinary pay. Sick pay shall accumulate to 45 days by carrying 
forward from one year to another any unused sick pay of up to 40 
days. 

( b) Sick pay shall not be paid in 
award holiday for which the worker is 

( c) Sick pay for a day shall be 
number of working days for which the 
is paid. 

respect of any statutory or 
entitled to full pay. 
calculated according to 
worker's ordinary weekly 

the 
pay 

(d) A claim for sick pay shall be supported by a medical 
certificate if required by the employer. 

( e) The worker shall ensure notice is given to the employer on 
the first day of absence due to illness. 

(f) The employer shall also have the right to require the worker 
to produce additionally a medical certificate at the employer's 
expense from a doctor nominated by the employer. 

(g) This clause shall not apply to absence covered by worker's 
compensation. 

(h) Upon request to the employer and production of a medical 
certificate, a worker with unused sick leave entitlement may use 
that entitlement in situations of non work-related injury not 
covered by the Accident Compensation Act 1982. 

DCMESTIC LEAVE 

14. Where a worker has an unused sick leave entitlement on 
producing a medical certificate, leave on ordinary pay of up to 
five days per year shall be granted to a married employee or solo 
parent who finds it essential to stay at home in an emergency in 
the event of the illness of the spouse or a pre-school child or 
school child or spouse's maternity confinement. Such leave shall 
be treated as though it was due to the employee's own sickness. 
Workers shall ensure that notice is given to the employer on the 
first day of leave of absence. 

COOTINUITY OF SERVICE 

15. Continuity of service with the same employer shall not be 
deemed to be broken by reason of the sale or transfer of a 
business to a new employer who continues to employ such worker. 
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BEREAVEMENT LEAVE 

16. In the event of the death of an immediate member of the 
family of a worker covered by this award and subject to 
satisfactory proof, the employer shall grant to that worker up to 
three days' bereavement leave. The worker shall be paid on his 
ordinary rate of pay for the period of his leave. For the purpose 
of this clause, immediate member of the family means parent, 
parent-in-law, grandparents, step-parents, husband, wife, brother, 
sister, or child. 

PARENTAL LEAVE 

17. The provisions of the Parental Leave and Employment 
Protection Act 1987 shall apply. 

JURY SERVICE 

18. Where a worker is obliged to undertake jury service and has 
notified the employer 14 days previous to the commencement of such 
service, the difference between the fees (excluding reimbursing 
payments) paid by the court and the worker's basic daily pay shall 
be made by the employer provided: 

(a) The worker produces a court expenses voucher. 
(b) That the worker returns to work immediately on any day he is 

not actually serving on the jury. These payments shall be 
made for up to the maximum of five days in respect of each 
separate period of jury service. 

TERMIBATICB OR ABAHDOiMENT OF F.MPLOIMENT 

19.(a) Within the first week of employment one hour's notice of 
the termination of the employment shall be given by either party, 
but thereafter one week's notice of the termination of the 
employment shall be given by either party, failing which one 
week's wages shall be paid or forfeited as the case may be: 
Provided that nothing in this clause shall prevent the summary 
termination of the employment for misconduct. 

(b) In those cases where a worker gives or receives one week's 
notice of termination of employment or where the employer pays 
wages in lieu of notice, all wages shall be paid on termination of 
the employment . If the employer has not paid the wages by the 
termination time the worker shall be entitled to receive ordinary 
time wages for each hour he is required to wait for his wages for 
the ordinary hours he usually works. This provision shall not 
apply to those cases where a worker is dismissed summarily for 
misconduct. 

(c) A worker who is absent for sickness and is unable to return 
to work and produces a doctor's certificate stating that the 
worker cannot recommence work in the industry shall not be 
required to forfeit wages because of insufficient notice. 
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(d) Where an employee absents himself from work for a continuous 
period exceeding five days without the consent of the employer or 
without notification to the employer, or without good cause, he 
shall be deemed to have terminated his employment. 

(NOTE - The expression "good cause" denotes cause as serious 
as, for example, unexpected hospitalisation.) 

:earus SYSTF.M 

20.(a) In all cases where a bonus is paid, the basis on which the 
hon.us is calculated shall be negotiated between representatives 
elected by the workers directly concerned in the factory, the 
employer, and a representative of the workers' union. Should it 
become impossible to reach agreement, any of the above-mentioned 
parties may refer the question to the conciliator for the labour 
district in which the factory is situated for decision. Any party 
dissatisfied with the decision of the conciliator may appeal to 
the court upon giving written notice of such appeal to the other 
parties within 21 days after such decision shall have been 
communicated to the party desirous of appealing. 

(b) In factories where a bonus system is in operation, no 
deduction shall be made from the bonus in respect of any holidays 
prescribed by this award or by the Holidays Act 1981. 

CCJIDITIOt'S OF PAYMENT OF lfAGES AND F.MPLOYMERT, AND 
GENERAL CCJIDITIOt'S 

21.(a) Wages shall be paid weekly not later than Thursday in any 
case and not later than the usual closing time in the factory. 
Not more than two days' pay shall be kept in hand by the 
employer. Where a holiday falls on a Thursday o r a Friday, wages 
shall be paid on the preceding Wednesday. 

(b) Each worker shall be entitled to be given a statement showing 
how the wages are assessed and the deductions made including the 
amount of annual holiday pay as a separate item on the wage 
statement . 

(c) Facilities for bo iling water shall be provided to enable tea 
and coffee to be made for morning, lunch , and afternoon rest 
periods. Tea, coffee, milk, and sugar shall be supplied free of 
charge by the employer at all breaks. 

(d) A ten- minute rest period shall be allowed in the morning and 
afternoon to all workers. 

( e) Seats for table hands shall be provided with back rests at 
the request of the workers concerned. 

( f) An employer shall be entitled to make a rateable deduction 
from the wages of any worker for any time lost through sickness 
(other than as provided for in clause 13 of this award), accident, 
or default. 

( g) Smocks or aprons shall be provided by the employer. Such 
clothing shall remain the property of the employer and shall be 
returned by the workers on the termination of their employment. 

(h) The employer shall supply all necessary needles, pins, and 
tape measures. In operations where scissors or snips and/or 
tweezers are required, an initial issue shall be supplied, to new 
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employees, and a replacement issue as is necessary to existing 
employees, at not less than two yearly intervals free of charge. 
Such tools shall remain the property of the employer. 
Replacements thereafter shall be the responsibility of the 
employee. 

(i) If required, on request, an employer shall provide the worker 
with a written record of service. 

(j) Any worker who has been previously employed under this award 
or in a kindred trade shall have such previous employment counted 
in determining the worker's appropriate commencing rate of pay. 

DEDUCTICti OF UHICti SUBSCRIPTICtiS 

22. Subject to the provisions of the Wages Protection Act 1983 it 
is a condition of employment under this award that the employer 
shall on request deduct union dues from the wages of the union 
members and remit such deductions to the union at mutually 
accepted intervals of not more than three months. 

The employer shall not be responsible for any non-deduction 
through absenteeism or arrears. 

FIRST AID OUTFIT 

23.(a) First aid facilities, appliances, and requisites shall be 
provided in accordance with the Factories and Commercial Premises 
(First Aid) Regulations 1985. 

(b) An employee who is appointed as a first aid attendant and who 
holds a valid St John or Red Cross First Aid Certificate shall be 
paid $5.50 per week extra. 

24. DISPUTES 

( 1) Application of procedure - The procedure set out in this 
clause shall apply to a dispute of rights between any or all of 
the parties bound by this award. 
(2) Persons who may invoke procedure - Either the worker's union 
or the employers organisation or the employer or employers who are 
parties to any such dispute may invoke the procedure. 
(3) Disputes committee - The person or persons who invoke the 
procedure shall refer the dispute to a committee consisting of an 
equal number of representatives appointed respectively by each of 
the 2 parties to the dispute, together with an independent person 
to chair the committee. 
(4) Person in the chair - The committee shall be chaired by: 

(a) A person (who may be a mediator) mutually agreed upon by 
the parties; or 

(b) If there is no such agreement, a mediator or a person 
appointed by a mediator. 

(5) Decisions of disputes committee - (a) A decision reached by 
a majority of the committee (not including the person chairing the 
committee) shall be the decision of the committee; but if those 
members of the committee are equally divided in opinion, the 
person chairing the committee may either: 
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(i) Make a decision, which shall then be the decision of the 
committee; or 

(ii) Refer the dispute forthwith to the Labour Court to be 
heard and determined. 

(b) The person chairing the committee shall record the decision 
of the committee in writing. 

(c) The person chairing the committee shall give a copy of the 
committee's decision to each of the following persons: 

(i) The parties to the dispute; 
(ii) The Chief Mediator; 

(iii) The central organisations; 
(iv) The Secretary of Labour. 

(d) Subject to the right of appeal conferred by subclause (6) of 
this Part, the decision of the committee shall be binding on the 
parties to the dispute. 
(6) Limited right of appeal - (a) Where the decision of the 
committee is a decision made by the person chairing the committee, 
any party may appeal to the Labour Court against that decision or 
any part of it by lodging with the Registrar of the Labour Court, 
within 14 days after the date on which the decision is made known 
to the appellant, a written notice of appeal. 

(b) Either before or immediately after the lodging of the notice 
of appeal, the appellant shall give a copy of the notice of appeal 
to every other party to the appeal and to the person who chaired 
the committee. 

(c) Every notice of appeal shall specify the decision or the part 
of the decision to which the appeal relates. 

25. PERSCBAL GRIEVANCES 

A DEFIBITICBS 

( 1) Personal grievance - ( a) 
"personal grievance" means any 
against the worker• s employer 
claim: 

For the purposes of this clause, 
grievance that a worker may have 
or former employer because of a 

( i) 
(ii) 

That the worker has been unjustifiably dismissed; or 
That the worker's employment, or one or more conditions 

thereof, is or are affected to the worker's disadvantage 
by some unjustifiable action by the employer (not being 
an action deriving solely from the interpretation, 
application, or operation, or disputed interpretation, 
application, or operation, of any provision of this 
award); or 

(iii) That the worker has been discriminated against in the 
worker's employment; or 

(iv) That the worker has been sexually harassed in the worker's 
employment; or 

(v) That the worker has been subject to duress in the worker's 
employment in relation to membership or non-membership of 
a union. 

(b) For the purposes 
relation to an employer 

of this clause, a "representative", in 
and in relation to an alleged personal 

grievance, means a person: 

13 



3552 

(i) Who is employed by that employer; and 
(ii) Who either: 

(A) Has authority over the worker alleging the grievance; or 
(B) Is in a position of authority over other workers in the 

workplace of the worker alleging the grievance. 
(2) Discrimination - (a) For the purposes of subparagraph (iii) 
of paragraph (a) of subclause (1) of this Part and paragraph (b) 
of subsection (1) of section 218 of the Labour Relations Act 1987, 
a worker is discriminated against in that worker's employment if 
the worker's employer or a representative of that employer: 

(i) Refuses or omits to offer or afford to that worker the same 
terms of employment, conditions of work, fringe benefits, 
or opportunities for training, promotion, and transfer as 
are made available for other workers of the same or 
substantially similar qualifications, experience, or 
skills employed in the same or substantially similar 
circumstances; or 

(ii) Dismisses that worker or subjects that worker to any 
detriment, in circumstances in which other workers 
employed by that employer on work of that description are 
not or would not be dismissed or subjected to such 
detriment -

by reason of the colour, race, ethnic or national origins, sex, 
marital status, or religious or ethical belief of that worker or 
by reason of that worker's involvement in union activities. 

(b) For the purposes of paragraph (a) of this subclause, a worker 
is deemed to be involved in union activities if, at any time 
within 12 months before the action complained of, that worker: 

(i) Was an officer of any union or branch of a union, or was a 
member of the committee of management of any union or 
branch, or was otherwise an official or representative of 
any union or branch; or 

(ii) Had acted as a negotiator on a conciliation council; or 
(iii) Had represented a union or a branch of a union in any 

negotiations between employers and workers; or 
(iv) Had made or caused to be made a claim for some benefit of 

an award or award either for that worker or any other 
worker, or had supported any such claim, whether by 
giving evidence or otherwise; or 

(v) Was a member of any group that had applied to be registered 
as a union or was in process of formation for that 
purpose or was involved in a change of union coverage; or 

(vi) Had submitted another personal grievance to that worker's 
employer. 

( c) For the purposes of this subclause, "ethnic or national 
origins" and "ethical belief" have the meanings assigned to them 
by the Human Rights Commission Act 1977. 
( 3) Sexual harassment ( a) For the purposes of subparagraph 
(iv) of paragraph (a) of subclause (1) of this Part and paragraph 
(e) of section 227 of the Labour Relations Act 1987, a worker is 
sexually harassed in that worker's employment if that worker's 
employer or a representative of that employer: 
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(i) Makes a request of that worker for sexual intercourse, 
sexual contact, or other form of sexual activity which 
contains: 

(A) An implied or overt promise of preferential treatment in 
that worker's employment; or 

(B) An implied or overt threat of detrimental treatment in 
that worker's employment; or 

(C) An implied or overt threat about the present or future 
employment status of that worker; or 

(ii) By: 
(A) The use of words (whether written or spoken) of a sexual 

nature; or 
(B) Physical behaviour of a sexual nature, -

subjects the worker to behaviour which is unwelcome 
or offensive to that worker (whether or not that is 
conveyed to the employer or representative) and which 
is either repeated or of such a significant nature 
that it has a detrimental effect on that worker's 
employment, job performance, or job satisfaction. 

(b) For the purposes of subparagraph (iv) of paragraph (a) of 
subclause (1) of this Part and paragraph (e) of section 227 of the 
Labour Relations Act 1987, a worker is also sexually harassed in 
that worker's employment (whether by a co-worker or by a client or 
customer of the employer), if the circumstances described in 
section 222 of the Labour Relations Act 1987 have occurred. 
(4) Duress - For the purposes of subparagraph (v) of paragraph 
(a) of subclause (1) of this Part and paragraph (c) of subsection 
(1) of section 218 of the Labour Relations Act 1987, a worker is 
subject to duress in that worker's employment in relation to 
membership or non-membership of a union if that worker's employer 
or a representative of that employer: 

(a) Other than in accordance with a union membership clause 
in this award, makes membership of a union or of a 
particular union a condition to be fulfilled if that 
worker wishes to retain that worker's employment; or 

(b) Makes non-membership of a union or of a particular union a 
condition to be fulfilled if that worker wishes to 
retain that worker's employment; or 

(c) Exerts undue influence on that worker, or offers, or 
threatens to withhold, or does withhold, any monetary 
incentive or advantage to or from that worker, or 
threatens to or does impose any monetary disadvantage 
on that worker, with intent to induce that worker: 

(i) To become or remain a member of a union or a particular 
union; or 

(ii) To cease to be a member of a union or a particular union; or 
(iii) Not to become a member of a union or a particular union; or 
(iv) To support a change in union coverage; or 

(v) Not to support a change in union coverage; or 
(vi) To participate in the formation of a new union; or 

(vii) Not to participate in the formation of a new union; or 
(viii) On account of the fact that that worker is, or, as the 

case may be, is not, a member of a union or a particular 
union, to resign from or leave any employment. 
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B PROCEDURES 

(1) Settlement of personal grievances - A personal grievance of 
any worker bound by this award shall be settled in accordance with 
the procedure set out in this clause. 
( 2) Submission of grievance to employer - ( a) Any worker who 
considers that he or she has grounds for a personal grievance may 
submit the grievance to the employer or a representative of the 
employer. 

(b) The grievance shall be so submitted as soon as practicable 
after the grievance has arisen so as to enable the employer to 
remedy the grievance rapidly and as near as possible to the point 
of origin. 
(3) Notice to union - Where: 

(a) The grievance so submitted is not remedied by the 
employer; or 

(b) The grievance is of such a nature that direct discussion 
between the worker and the employer or a representative 
of the employer is regarded by the worker as 
inappropriate, -

the worker may request the union to pursue resolution of the 
grievance. 
(4) Discussion between union and employer - Where the union 
considers that the personal grievance has substance, it shall 
forthwith take the matter up with the employer or a representative 
of the employer with a view to reaching a settlement of the 
grievance. 
(5) Union's written statement - If the grievance is not settled 
in discussion between the union and the employer, the union shall 
promptly give to the employer a written statement setting out: 

(a) The nature of the grievance; and 
(b) The facts giving rise to the grievance; and 
(c) The remedy sought. 

(6) Employer's response - If the employer is not prepared to 
grant the remedy sought, and the parties have not otherwise 
settled the grievance, the employer shall, not later than the 14th 
day after the day on which the employer receives the union's 
written statement, give to the union a written response setting 
out: 

(a) The employer's view of the facts; and 
(b) The reasons why the employer is not prepared to grant 

the remedy sought. 
(7) Grievance conwnittee - (a) If the union is not satisfied with 
the employer's written response, it may call for the setting up of 
a grievance committee. 

(b) The method of setting up the grievance committee shall be 
decided by the parties. 

(c) Where both parties are willing to participate in the setting 
up of the grievance committee, it shall consist of: 

(i) An equal number of representatives (not exceeding three) 
nominated respectively by the union and the employer; and 

(ii) A person to chair the committee, who shall be either a 
person mutually agreed on by the parties or a mediator or 
other person appointed by a mediator. 
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(d) Where the employer fails to appoint any representative or 
acts in such a way that the grievance committee cannot be 
established in accordance with paragraph ( c) of this subclause, 
the grievance committee shall consist of: 

(i) A representative or representatives (not exceeding three) 
nominated by the union; and 

(ii) A person to chair the committee, who shall be either a 
mediator or a person appointed by a mediator. 

(8) Written evidence - When a grievance committee has been set 
up, the union shall ensure that copies of the union's written 
statement and the employer's written response (if any) are placed 
before the committee. 
(9) Role of c01111littee (a) The grievance committee shall 
proceed to hear and determine the grievance and, in doing so, 
shall consider: 

(i) The union's written statement (if any); and 
(ii) The employer's written response (if any); and 

(iii) Any evidence given by or on behalf of the parties or the 
worker. 

(b) The grievance committee may at any stage during the hearing 
of a grievance call for independent expert advice (including, 
where appropriate, advice from the Human Rights Commission) on any 
matter raised before it but in such a case the committee shall 
ensure that the parties hear or are informed of that advice and 
are each given an opportunity to respond to it. 
(10) Representation The employer may be assisted or 
represented before the grievance committee by an employers 
organisation. 
(11) Method of decision - (a) A decision reached by a majority 
of the grievance committee (not including the person chairing the 
committee) shall be the decision of the committee; but if the 
members of the committee (other than the person chairing the 
committee) are equally divided in opinion, the person chairing the 
committee may either: 

(i) Make a decision, which shall then be the decision of 
the committee; or 

(ii) Refer the grievance forthwith to the Labour Court for 
settlement. 

(12) Record of proceedings (a) The person chairing the 
grievance committee shall record in writing: 

(i) Where the committee has made a decision, the decision of 
the committee; or 

(ii) Where the grievance has been referred to the Labour Court, a 
report of the proceedings of the committee. 

(b) Every such written decision and written report shall set out: 
(i) The facts of the grievance; 

(ii) The issues involved in it; 
(iii) Where appropriate, the actual decision of the committee. 

(13) Copies of decision - (a) The person chairing the committee 
shall give a copy of the committee's written decision to: 

(i) The parties; 
(ii) The worker; 

(iii) The Chief Mediator; 
(iv) The central organisations; 
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(v) The Secretary of Labour. 
(b) The person chairing the committee may, before giving a copy 

of the committee's decision to any person under paragraph ( a) of 
this subclause, make such deletions or alterations to the copy as 
the person chairing the committee considers necessary to protect 
the privacy of any person. 
(14) Effect of decision - Subject to the exercise of any right 
of appeal, the decision of the grievance committee shall be 
binding on the parties and the worker. 
(15) Right of appeal (a) Subject to the provisions of 
subclause (16) of this Part, where the decision of the grievance 
committee is a decision of the person chairing the committee, any 
party may appeal to the Labour Court against that decision or any 
part of it by lodging with the Registrar of that Court, within 14 
days after the date on which the decision is made known to the 
appellant, a written notice of appeal. 

(b) Either before or immediately after the lodging of the notice 
of appeal, the appellant shall give a copy of the notice of appeal 
to the other party, to the worker, and to the person who chaired 
the committee. 

(c) Every notice of appeal shall specify the decision or the part 
of the decision to which the appeal relates. 
(16) Restriction on right of appeal - (a) Where: 

(i) The union or the employer has failed to comply in any 
material respect with the procedure applicable under 
these clauses in respect of the settlement of the 
personal grievance; or 

(ii) The employer has failed to comply with a request under 
section 225 of the Labour Relations Act 1987 for the 
written reasons for the worker's dismissal, -

the union or employer at fault may appeal against the decision of 
the grievance committee only with the leave of the Labour Court. 

(b) Leave to appeal may be given subject to such conditions as 
the Labour Court thinks fit. 
(17) Record for Labour Court - (a) Where a personal grievance is 
placed before the Labour Court, whether by a reference or on 
appeal, the person who chaired the grievance committee shall, as 
soon as practicable, lodge with the Registrar of the Labour Court: 

(i) A copy of the union's original written statement and of the 
employer's written response (if any); and 

(ii) A copy of the record of proceedings, being either: 
(A) A copy of the written decision of the committee; or 
(B) A copy of the written report of the committee's 

proceedings. 
(b) In any case the Labour Court may at any time direct the 

person who chaired the committee to lodge with the Labour Court a 
report in addition to the written record of proceedings. 

(c) A copy of every record or report lodged with the Labour Court 
under this clause shall be supplied forthwith by the person who 
chaired the committee to the parties and the worker. 
(18) Decision of Labour Court - Subject to section 312 of the 
Labour Relations Act 1987, the decision of the Labour Court on any 
personal grievance placed before it under this procedure shall be 
final and conclusive. 
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IHTERVIEN MITH EMPLOYEES 

26. Every employer bound by this award shall permit the secretary 
or other authorised officer of the union of workers to enter at 
all reasonable times, provided the employer has been consulted 
beforehand, upon the premises or works and there interview any 
worker on any union business but not so as to interfere 
unreasonably with the employer's business. 

HOTIFICATICB 

27. An employer shall, if requested to do so by the secretary of 
the local union, furnish him with a return setting out the names 
of all workers in his employ who are deemed to be adults under 
subclause (f) of clause 3 of this award, but not more often than 
each three months. 

JOB DELEGATE 

28. The number of job delegates shall be agreed between the union 
and the employer. Where a worker has been elected by the employees 
to act as job delegate in any place of employment, the union shall 
notify the employer and the employer shall recognise that worker 
as being the job delegate. 

PAID STOPlfORK MEETINGS 

29. ( a) Every employer shall allow every union member employed by 
that employer to attend, on ordinary pay, at least two union 
meetings ( each of a maximum of two hours duration) in each year 
(being the period beginning on the 1st of January and ending on 
the following 31st of December). 

(b) The union shall give the employer at least 14 days notice of 
the date and time of any union meeting to which this clause is to 
apply. 

(c) 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. 

( d) 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 two hours in respect of any meetJng. 

(e) 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 the employer of the time the meeting 
finished. 

(f) This clause shall come into force on the 1st day of January 
1988. 
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SEXUAL HARASSMENT 

30. ( a) The parties to this award acknowledge that sexual 
harassment in the work place is totally unacceptable. 

(b) It must be made clear to the person responsible that such 
actions are not acceptable. 

( c) The harassment must be formally reported to the worker's 
immediate supervisor or other management representative. 

(d) It shall be the responsibility of management to investigate 
a complaint and endeavour to settle the matter rapidly. 

(e) Where a claim of sexual harassment falls within the 
definition of "personal grievance" under clause 25 of this award, 
the provisions of that clause may be applied. 

(f) Where the matter is of a sufficiently serious nature as to 
constitute unlawful sex discrimination within the terms of Section 
15 of the Human Rights Commission Act 1977, the Human Rights 
Commission may have jurisdiction to investigate the matter. 

UHICB MEMBERSHIP 

31. (a) If any adult person (other than a person who holds a 
certificate of exemption from union membership issued under 
section 1120 of the Industrial Relations Act 1973) who is not a 
member of a union of workers bound by this award is engaged or 
employed by any employer bound by this award, in any position or 
employment that is subject to the award, the person shall become a 
member of the union within 14 days after that person's engagement 
or, as the case may require, after this clause comes into force, 
and shall remain a member of the union so long as that person 
continues in the position or employment. 

(EXPLANATORY NOTE IN RELATION TO EXPIRY OF UNION MEMBERSHIP 
CLAUSE: This clause will expire on 6 August 1989 unless it is 
extended pursuant to section 101A of the Industrial Relations Act 
1973.) 

(b) "Adult person" means a person of the age of 18 years or 
upwards, or a person of any age who for the time being is in 
receipt of not less than the minimum rate of wages payable to a 
person of the age of 18 years or upwards. 

REDUNDANCY 

32. The employer shall advise the union of any impending 
redundancy situation prior to issuing notice of termination to the 
affected employee. Such notice to the union and the worker to be 
not less than four weeks prior to the actual date of termination 
to enable discussion to take place regarding a redundancy 
agreement. 
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UNDER-RATE NORllRS 

33. ( a) Any worker who considers himself or herself incapable of 
earning the minimwn wage fixed by this award may apply to be paid 
such lower wage (notwithstanding anything in the Minimum Wage Act 
1983) as may from time to time be fixed by the union. 

(b) The union shall determine such an application only after 
considering: 

(i) the worker's ability to carry out the work concerned; and 
(ii) the worker's past earnings; and 

(iii) such other circumstances as the union thinks relevant; and 
(iv) the evidence and argwnent put forward by the worker. 

(c) If the union approves the application, it shall fix a rate to 
be paid to the worker and shall certify that rate in the portion 
of the employers wage and time record relating to that worker. 

(d) Any such certification shall be valid for the period 
specified in it but in no case for longer than six months and may 
be subject to such conditions as the union thinks fit. 

(e) The union shall notify the Secretary of Labour in any case 
where it agrees to fix under this section a rate of pay below that 
fixed by this award. 

TERM OF AWARD 

34. This award, in so far as the provisions relating to the rates 
of wages to be paid are concerned, shall be deemed to have come 
into force on the 21st day of January 1988, and so far as all 
other provisions of the award are concerned, it shall come into 
force on the day of the date hereof; and this award shall 
continue in force until the 20th day of January 1989. 

This Award has been registered under the seal of the 
Commission this 30th day of May 1988. 

(L. S.) 
I ,M. Mackay 

CHIEF COMMISSIONER 

MF.MORANDUM OF THE ARBITRATICM C04MISSICM 

This award incorporates the terms of settlement arrived at by 
the parties in the course of an inquiry before a conciliation 
council. 

The Commission has, in accordance with section 146(3)(a) of 
the Labour Relations Act 1987, registered the terms of settlement 
as an award which is binding on the parties to it and enforceable 
through the Labour Court. 

(L. S.) 
J.M. Mackay 

CHIEF COMMISSIONER 

V.R. WARD, GOVERNMENT PRINTER, WELLINGTON, NEW ZEALAND - 1988 


