
Navigating the impact on Employee Relations 
under a new government

Although it is great that we at last have a confirmed Government, we appreciate that it comes with some anxiety regarding the 
changes on the horizon for employers.
 
We are waiting in anticipation (just as you no doubt are) to find out what will be confirmed.  However, Labour has been very open 
with changes it will make in its first 100 days, and so we can expect that at a minimum the following will occur by the new year.

Minimum Wage / Living Wage

As announced late 24 October 2017, the minimum wage will increase to $16.50 per hour (from $15.75 an hour) 
from April 2017 with a rise to $20.00 per hour by 2021.  Labour has promised that it will explore some relief for 
small businesses who may struggle with this increase, however how that will look is still to be seen. 

Parental Leave

Paid parental leave will increase to 26 weeks per year.  This has limited effect on employers given that it is the 
Government paid subsidy that changes, although there may be an uplift in parental leave taken (given that there will 
now be payment for an extended period).  Employees will still need to meet the thresholds in applying for parental 
leave.

Collective Bargaining

A reform in relation to collective bargaining is to take place, with union protections and benefits increased.
 
In addition, Labour has said it will make changes to the current employment legislation that was put in place by 
National.  Some of the proposed changes follow:
 
• 90 Day Trial:  When dismissing under a 90 day trial period, employers will now be required to provide 

reasons for the dismissal and evidence that the dismissal is justified.  Any personal grievances raised in relation 
to a dismissal within the 90 day trial will be dealt with by a referee service within three weeks, who will be 
authorised to make decisions to reinstate or award damages

• Reinstatement Primary Remedy:  Reinstatement will again be a primary remedy in the Employment Relations 
Authority for personal grievances

• Collective Bargaining:  A number of amendments made by National will be unwound which will have the effect 
of reinstating a number of matters, including the following:

 (a) The duty to conclude a Collective Employment Agreement;
 (b) Requirement that new workers to be employed on the same terms of the Collective Employment   
  Agreement for the first 30 days of employment;
 (c) Removal of the right to deduct pay from workers taking partial strike action
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A number of other changes that Labour alluded to being on the horizon for the next 12 months follow:
 
1. Commencement of consultation for minimum redundancy protection for workers affected by restructuring. 
2. Legal rights and statutory support for dependant contractors (those that are deemed workers under the “control” of   
 employers, but are still effectively contractors)
3. Investigate options for those that work more than 40 hours a week to ensure that they are adequately remunerated
4. Greater job security for casual, seasonal or contracted workers
 
The introduction of Fair Pay Agreements that set “fair and basic” employment conditions was a big stretch for Labour and it will 
be interesting to see if there is consensus amongst the three parties to continue down this track.  Instigating this type of agreement 
would put in place minimum wages, allowances, weekend and night rates and leave entitlements for workers across certain 
industries; the bargaining of which would be led by a union.  Labour has said that it needs 12 months to work with businesses and 
unions to see how that process of a Fair Pay Agreement would initiated and so there is likely to be some change in this area.
 
The coalition parties share a number of common views such as raising the minimum wage, increasing protections for casual, fixed 
term and seasonal workers, and statutory protections for contractors so we can guarantee that there will be movement on those 
areas.  Additionally, all three parties hold common views that are likely to have effect on employment of immigrants in the near 
future. 
 

Summary

As a starter, we suggest that you identify all those employees who may be earning less than $16.50 an hour and start your 
financial forecasting with the hourly increase.  We can also assist with drafting up a letter informing the employee of the hourly 
increase if that would help.

People Passion, in conjunction with our Employment Lawyer, Shelley Kopu, will be keeping a close eye on legislative development 
and will be in a position to provide you with specialist advice tailored to your needs.  Our aim is to ensure that you are prepared 
for change, before it happens, so make contact with us if you have any queries or concerns.
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www.peoplepassion.co.nz

Meal Breaks

The regulated meal breaks will be reinstated which stipulated when breaks will be taken (overridden by a change to 
the legislation in 2015).

http://www.peoplepassion.co.nz
https://www.facebook.com/peoplepassionnz/
https://twitter.com/peoplepassionnz
https://www.instagram.com/peoplepassionnz/
https://www.linkedin.com/company/1793281/

