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IN THE ARBITRATION COMMISSION OF NEW ZEALAND 

IN THE MA ITER of the Labour Relations Act 1987; AND IN THE MA ITER of 
the State Sector Act 1988; AND IN THE MA TIER of the Conununity Education 
Personnel dispute of interest BETWEEN the New Zealand Post Primary Teachers 
Association AND the undermentioned: 

State Services Commission, P.O. Box 329, Wellington. 
Secondary School Boards' Association, 5th Floor, Auck.land Building Society 

House, 354-358 Lambton Quay, Wellington. 

Aorere College, P.O. Box 23-084, Papatoetoe. 
Buller High School, P.O. Box 87, Westport. 
Hawera High School, P.O. Box 437, Hawera. 
Wellington High School, Private Bag, Wellington. 

ARRANGEMENT 

aause 
Number Title 

PART 1: Application of Award 

PART 2: Interpretation 

PART 3: Tenn of Award 

PART 4: Salaries 

PART 5: Allowances 

PART 6: Disputes Procedure 

PART 7: Personal Grievance Procedure 

PART 8: Miscellaneous 

COMMUNITY EDUCATION PERSONNEL - AW ARD 

PART 1: APPLICATION OF AWARD 

1. 1 This award shall apply throughout New Zealand to: 
(a) all persons engaged in the instruction of cJasses or courses of 

continuing education established under section 91 of the Education 
Act 1964 and under Regulation 49 of the Education (Salaries and 
Staffing) Regulations 1957 (excluding primary out of school cJasses) 
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and conducted by boards of governors of state secondary schools or by 
such other controlling authorities as are approved by the Director 
General for this award; 

(b) all persons employed as co-ordinators of programmes of such classes 
or courses; 

( c) all persons employed as assistant co-ordinators of programmes of such 
classes or courses; 

(d) all persons employed as liaison assistants for programmes of such 
classes or courses. 

PART 2: INTERPRETATION 

2. 1 Unless this context otherwise requires, expressions used in this award shall 
have the same meaning as in the Education Act 1964 and in the Education (Salaries 
and Staffing) Regulations 1957. 
2. 2 In this award the term "employer party" means: 

(a) For the purpose of a dispute of interest, the State Services Commission; 
( b) For the purpose of a dispute of right, the employing board or 

department as the case requires, acting together or in consultation with 
the State Services Commission as the Commission determines; 

( c) For the purpose of a personal grievance, the employing board or 
department as the case may require . 

2. 3 In this award, the term "unio_n" means the Post Primary Teachers 
Association. 
2. 4 In this award, the term "community education" means education courses 
(fonnerly evening classes) approved by the Director General which are attached to 
Secondary , Area, Primary Schools and departmental schools and units. 

PART3: TERMOFAWARD 

3. l This award shall be deemed to have come into force on the 1st day of 
February 1990 and shall continue in force until the 1st day of February 1991. 

PART4: SALARIES 

4 . 0 The hourly rates set out in this Part will have effect from the beginning of 
Term II 1990. 
4. 1 Tutors - The Tutor's hourly rates are as follows: 

4.1.1 Step 1 

1 
2 

Hourly Rate 
$ 

25.10 
33.35 
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4.1.2 Application of salaries - A tutor shall be placed on the salary scale 
by the coordinator according to the following principles : 

(i) a tutor who was previously on the third step of the old scale shall 
be placed on step two; 

(ii) a tutor who satisfies the coordinator that s/he has successfully 
completed a course in the tutoring of adults and has 100 hours 
tutoring experience in terms of this award shall be placed on step 
two; 

(iii) tutors to whom (i) and (ii) above do not apply shall be placed on 
step one and on the completion of 200 hours' community 
education tutoring shall move to step two. 

4 . 2 Community education coordinators -
4.2.1 The Community education co-ordinator's hourly rate is calculated as 

follows : 

Arumal Tutor 
Class Contact 
Hours 

0-200 

Maximum Annual Time 
Allocation for 
Co-ordinators 

25% of annual tutor 
class contact hours 

Hourly Rate 

(a) for those employed 
as teachers pro rated on 
their teaching salary 

(b) for non-teachers the sum 
of $21.42 per hour 

4.3 Community education assistant co-ordinators -

4.3 .1 The Community education assistant co-ordinator 's hourly rate is as 
follows : 

Annual Tutor 
Class Contact 
Hours 

2001-3000 
3001-4000 
4001-5000 
5001-10,000 

Maximum Annual Time 
Allocation for 
Assistant Co-ordinators 

66 hours 
214 hours 
280 hours 
300 hours 

Hourly Rate 
$ 

40.00 
40.00 
40.00 
40.00 

4.3.2 The Assistant Co-ordinator rate shall not be paid if there are fewer 
than 200 I Annual Tutor Class Contact Hours in the Community 
Education programme. 

4.3 .3 The responsibilities of the Assistant Co-ordinator include the 
assessment of, coaching of and giving guidance to tutors . 

4. 4 Liaison assistants -
4.4.1 The liaison assistant 's hourly rate is calculated as follows: 
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Annual Tutor 
Class Contact 
Hours 

Maximum Annual Time 
Allocation for Liaison 
Assistants 

Hourly Rate 
$ 

201-1000 
1001-3000 
3001 -5000 
5001-10,000 

100 hours 
198 hours 
50 hours 
30 hours 

20.00 
20.00 
20.00 
20.00 

4.4.2 The liaison assistant rate shall not be paid if there are fewer than 20 l 
annual tutor class contact hours in the Community education 
programme. 

4.4.3 The responsibilities of the Liaison assistant do not include the 
assessment of, coaching of and giving guidance to tutors. 

4. 5 Cancelled community education classes -
4 .5.1 Pan-time teachers of community education classes which are 

cancelled because no students attend shall be paid for one hour only 
regard.Jess of the normal duration of the class. If the teacher can be 
notified beforehand of the cancellation, no payment will be made. 

PARTS: AUOWANCFS 

5. 0 The allowances set out in subclauses 5. l and 5 .4.1 will have effect from the 
beginning of Term II 1990. 

5. 1 Community education co-ordinators in all Community education 
programmes of more than 200 annual tutor hours shall be given a time allowance, 
as set out below: 

Annual Tutpr Hours 
in Pro gramme 

201-1000 
1001-1500 
1501-4000 
4001-5000 
5001-10,000 

Time Allowance 

1 WTHD over full year 
2 WTHD over full year 
3 WTHD over full year 
4 WTHD over full year 
5 WTHD over full year 

5. 2 The time allowances as set out above will not apply to schools either: 
(a) designated as Community Leaming Centres ; or 
(b) schools with time allowances set by specific Ministerial approval. 

5. 3 The time allowances of schools with existing tutor hours in excess of 4000 
hours will be protected at the existing level. 
5. 4 Responsibility allowance 
5 . 4 .1 A responsibility allowance will be paid to Community education 
coordinators , other than those who hold a PR3 in a Community learning centre, in 
accordance with the schedule set out below: 

s. 
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Annual Tutor Hours 
in Programme 

Allowance per annum 

200-1,999 
2,000-2,499 
2,500-2,999 
3,000-3,999 
4,000+ 

Note: 

$ 

300 
1,500 
2,000 
3,000 
4,000 

1. Payment for Coordinators in 200-1999 hour programmes will be by a 
single payment of $100 per term. 

2. Payment for Coordinators other than 200-1999 hours programmes will 
be as a fortnightly salary. 

PART 6: DISPUTES PROCEDURE 

6. 1 Application of procedure - The procedure set out in the succeeding 
provisions of this clause shall apply to a dispute of rights between any or all of the 
parties bound by this award. 
6. 2 Definition of dispute of rights - A dispute of rights shall mean, and be 
confined to, disputes over questions of interpretation, application, or operation of 
this award. 
6. 3 Persons who may invoke procedures - Either the union or the employer 
party or parties to any such dispute may invoke the procedure. 
6. 4 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 two parties to the dispute, together with an 
independent person to chair the committee. 
6. 5 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. 

6. 6 Decisions of Disputes Committee - 6.6.1 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: 

(a) Make a decision, which shall then be the decision of the committee; or 
(b) Refer the dispute forthwith to the Labour Court to be heard and 

determined. 
6.6.2 The person chairing the committee shall record the decision of the 

committee in writing. 
6.6.3 The person chairing the committee shall give a copy of the 

committee's decision to each of the following persons: 
(a) The parties to the dispute; 
(b) The Chief Mediator; 
(c) The head offices of the Conunissinn, the union and the Department of 

Education; 
6 
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(d) The Secretary of Labour. 
6.6.4 Subject to the right of appeal conferred by clause 6.7 the decision of 

the committee shall be binding on the parties to the dispute. 
6 . 7 Limited right of appeal - 6.7 .l 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. 

6.7.2 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. 

6.7.3 Every notice of appeal shall specify the decision or the part of the 
decision to which the appeal relates . 

PART 7: PERSONAL GRIEVANCE PROCFDURE 

A DEFINITIONS 

7. l Personal grievance - (a) For the purposes of this clause, "personal grievance" 
means any grievance that a worker may have against the worker's employer or 
former employer because of a claim: 

(i) That the worker has been unjustifiably dismissed; or 
(ii) 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 of this clause, a "representative", in relation to an employer 
and in relation to an alleged personal grievance, means a person: 

(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 . 
7. 2 Discrimination - (a) For the purposes of subparagraph (iii ) of paragraph (a) 
of subclause 7 .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: 
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(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 agreement 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. 
7. 3 Sexual harassment - (a) For the purposes of subparagraph (iv) of paragraph 
(a) of subclause 7.1 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: 

(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 
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(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 7.1 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 circwnstanccs described in section 222 
of the Labour Relations Act 1987 have occurred. 
7. 4 Duress - For the purposes of subparagraph (v) of paragraph (a) of subclausc 
7 .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. 

7. 5 PROCEDURES 

7. 6 Settlement of personal grievances - 7 .6.1 A personal grievance of any 
employee bound by this award shall be settled in accordance with the procedure set 
out as follows: 
7. 7 Submission of grievance to employer party - 7.7.1 Any employee who 
considers that he or she has grounds for a personal grievance may submit the 
grievance to the employer party or a representative of the employer party. 

7.7.2 The grievance shall be so submitted as soon as practicable after the 
grievance has arisen so as to enable the employer party to remedy the grievance 
rapidly and as near as possible to the point of origin. 
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7. 8 Notice to the union: 7 .8.1 Where : 
(a) the grievance so submitted is not remedied by the employer party; or 
(b) the grievance is of such a nature that direct discussion between the 

employee and the employer party or a representative of the employer 
party is regarded by the employee as inappropriate, 

the employee may request the union to pursue resolution of the grievance . 
7 . 9 Discussion between union and employer party - 7.9.l Where the union 
considers that the personal grievance has substance, it shall forthwith take the 
matter up with the employer party or a representative of the employer party with a 
view to reaching a settlement of the grievance . 
7.10 Union 's written statement - 7.10.1 If the grievance is not settled in 
discussion between the union and the employer party, the union shall promptly give 
to the employer party 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. 

7 .11 Employer party's response - 7 .11.1 If the employer party is not prepared to 
grant the remedy sought, and the parties have not otherwise settled the grievance, 
the employer party shall, not later than the 14th day after the day on which the 
employer party receives the union's written statement, give to the union a written 
response setting out: 

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

remedy sought. 
7 .12 Grievance committee - 7 .12.1 If the union is not satisfied with the written 
response, it may call for the setting up of a grievance conunittee. 

7 .12.2 The method of setting up the grievance committee shall be decided 
by the parties. 

7 .12.3 Where both parties are willing to participate in the setting up of the 
grievance committee, it shall consist of: 

(a) An equal number of representatives (not exceeding 3) nominated 
respectively by the union and the employer party; and 

(b) 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. 

7 .12.4 Where the employer party fails to appoint any representative or acts 
in such a way that the grievance committee cannot be established in accordance 
with subclause 7 .12.3, the grievance committee shall consist of: 

(a) A representative or representatives (not exceeding 3) nominated by the 
union; and 

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

7.13 Written evidence - 7.13 .1 When a grievance committee has been set up, the 
union shall ensure that copies of the union ' s written statement and the employer 
party's written response (if any) are placed before the committee. 
7.14 Role of committee - 7.14.1 The grievance committee shall proceed to hear 
and determine the grievance and, in doing so, shall consider: 

10 
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(a) The union's written statement (if any); and 
(b) The employer party 's written response (if any); and 
(c) Any evidence given by or on behalf of the parties or the employee . 
7.14.2 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. 
7.15 Representation - 7.15.1 The employer party may be assisted or represented 
before the grievance committee by an employer's organisation. 
7.16 Method of decision - 7.16.1 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: 

(a) Make a decision, which shall then be the decision of the committee; or 
(b) Refer the grievance forthwith to the Labour Court for settlement. 

7. 1 7 Record of proceedings - 7 .17 .1 The person chairing the grievance 
committee shall record in writing: 

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

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

7.17.2 Every such written decision and written report shall set out: 
(a) The facts of the grievance; 
(b) The issues involved in it; 
( c) Where appropriate, the actual decision of the committee. 

7.18 Copies of decision - 7.18.1 The person chairing the committee shall give a 
copy of the committee's written decision to: 

(a) The parties; 
(b) The employee; 
(c) The Chief Mediator; 
(d) The head office of the Commission, the union and the Department; 
(e) The Secretary of Labour. 
7.18 .2 The person chairing the committee may, before giving a copy of the 

committee ' s decision to any person under clause 7 .18 .1, make such deletions or 
alterations to the copy as the person chairing the committee considers necessary to 
protect the privacy of any person. 
7. 19 Effect of decision - 7 .19 .1 Subject to the exercise of any right of appeal, the 
decision of the grievance committee shall be binding on the parties and the 
employee. 
7.20 Right of appeal - 7.20.1 Subject to the provisions of the next succeeding 
clause, 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 . 

11 
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7.20.2 Either before or immediately after the lodging of the notice of appeal , 
the appellant shall give a copy of the notice of appeal to other party, to the 
employee, and to the person who chaired the committee. 

7 .20.3 Every notice of appeal shall specify the decision or the part of the 
decision to which the appeal relates. 
7 .21 Restriction on right of appeal - 7 .21 . l Where: 

(a) The union or the employer party 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 

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

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

7.21.2 Leave to appeal may be given subject to such conditions as the 
Labour Coun thinks fit. 
7.22 Record for Labour Coun - 7.22.1 Where a personal grievance is placed 
before the Labour Coun, 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 Coun: 

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

(b) A copy of the record of proceedings, being either: 
(i) A copy of the written decision of the committee; or 

(ii) A copy of the written repon of the committee's proceedings. 
7 .22.2 In any case the Labour Coun may at any time direct the person who 

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

7 .22.3 A copy of every record or repon lodged with the Labour Court under 
this clause shall be supplied forthwith by the person who chaired the committee to 
the parties and the employee. 
7.23 Decision of Labour Court - 7.23 .1 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. 
7.24 Special procedures where sexual harassment alleged - 7.24.1 Where a 
personal grievance involves allegations of sexual harassment, any grievance 
committee shall , if the employee so requires , consist of one person, being either: 

(a) a person (who may be a mediator) mutually agreed on by the parties ; or 
(b) if there is no such agreement, either a mediator or a person appointed 

by a mediator. 
7.24.2 The person or persons constituting the grievance committee may , 

before or after hearing the parties, conduct an investigation into the grounds of the 
personal grievance, but shall ensure that all parties have an opportunity to be heard 
regarding the findings of that investigation; and 

7.24.3 Neither the grievance committee nor the Labour Court shall take into 
account any evidence of the employee's sexual experience or reputation; and 

12 
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7.24. 4 Subject to subclauses 7.24.1 to 7.24 .3 of this section, the procedure 
otherwise applicable in respect of that grievance shall apply. 

PARTS: MISCELLANEOUS 

8. 1 Whole holidays -
8 .1.1 The following days shall be observed as whole holidays: 

Christmas Day 
Boxing Day 
New Year's Day 
The day after New Year's Day 
W aitangi Day 
Good Friday 
Easter Monday 
Anzac Day 
Sovereign's Birthday 
Labour Day 
Anniversary Day (as observed in the locality concerned). 

8. 2 Union deductions -
8.2.1 In accordance with authorities signed by persons covered by this 

award the employer shall arrange for the deduction of union 
subscriptions for all such union members except in cases agreed 
between the employer and the union. 

8.2.2 The marmer of deduction and remittance shall be determined by 
agreement with the general secretary of the union. 

8.2.3 The employer shall undertake to provide on request each teacher, at 
the time of appointment with an application form for membership of 
the union. 

8.2 .4 Except as otherwise agreed between the parties, the commission 
payable by the Association for this service shall not exceed 2.5% 
(two and a half per cent) of the aggregate sum of the amount 
deducted. 

8. 3 Union meetings -
8.3.1 Subject to clauses 8.3 .2 to 8.3.5 of this section, 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 
1 st day of January and ending on the following 31 st day of 
December) . 

8.3.2 The union shall give the employer at least 14 days ' notice of the date 
and time of any union meeting to which subclause 8.3 .1 of this 
section is to apply . 

8.3.3 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. 
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8.3.4 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 two hours in respect of any meeting. 

8.3.5 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 . 

8. 4 Accident Compensation -
8.4.l Attention is drawn to the Accident Compensation Act 1987. The 

provisions of this Act or any amendment or Act passed in 
substitution for this Act shall apply. 

8. 5 Parental leave -
8.5.1 Attention is drawn to the Parental Leave and Employment Protection 

Act 1987. The provisions of this Act or any amendment or Act 
passed in substitution for this Act shall apply. 

8. 6 Savings -
8.6.1 Except as provided by the State Sector Act 1988, no employee shall 

have his or her terms and conditions of employment reduced or 
enhanced by this award coming into force. 

This Award has been registered under the seal of the Commission this 18th 
day of June 1990. 

I.M. Mackay 
(LS.) CIDEF COMMISSIONER 

Sf A TEMENT OF 1HE PARTIES 

This statement is attached to the award but is not part of it. It records the agreed 
understanding of the parties on the application of the Responsibility Allowance. 

It is not the intention of the parties that any person should receive two payments for 
carrying out the responsibilities of the Community Education Coordinator. To that 
end Coordinators who hold position of responsibility units allocated by Boards of 
Trustees from the day school entitlement will be expected to relinquish those units 
and to take up the Responsibility Allowance as set out in Part 5 of this award. 
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1\-fEMORANDUM OF TIIE ARBITRATION COMMISSION 

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. 

I.M. Mackay 
(LS.) ClllEF CO.MMISSIONER 

V.R. WARD, GOVERNMENT PRINTER, WELLINGTON, NEW ZEALAND 
- 1990 -


