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Chronicle: June, 2008 — September, 2008

June 2008

The Sunday Star Times featured an article which claimed that thousandsasiual workers
will get a better deal, including improved accesdénefits such as sick and bereavement
leave, under proposed changes to the Employmeati®es Act. The changes proposed by
the Minister of Labour Minister Trevor Mallard inled a new code of practice designed to
make it easier for casual workers and their empby@ know their rights and obligations. It
will also identify employers who are labelling eroptées as casual when the nature of their
employment means they are really permanent or piane workers. National Distribution
Union’s Retail Secretary Maxine Gay was quotedasng that “...it's really good news to
even begin to clean up this area”, and that it @cheglp a growing number of vulnerable
workers in industries such as hospitality, cleaniregail and tourism who have irregular
hours.

The article cited Department of Labour researchiciviconfirmed that many casual workers
were unaware of their rights. These same workadslimited access to holiday, sick leave,
training and skill development. The irregular hoaltso played havoc with family life, and
made it difficult to plan ahead or budget. Undex pnoposed changes, Department of Labour
inspectors would be given the power to decidewaaker was employed on a temporary or
permanent basis. Bominion Post article published soon after the announcementestgd
that Business NZ had argued that although the palpmas well-intentioned, the changes
were out of step with the commercial world and wdoblow the budgets of events like the
Rugby World Cup.

Proposed strike action by 750 Department of Lalmmaployees was lifted at the last minute
as progress was made in negotiations between tlparDeent and the Public Service
Association (PSA). The workers were seeking a payease of 4% and the abolition of their
current pay setting system, which they claimed wasfusing, inconsistent and unfair.
However, notices remained in place for two two- thetikes, scheduled for the 1and16’

of June. Negotiations over the collective agredrbegan in August 2007.

It was found that Wellington’s hospital actuallynrenore smoothly when junior doctors were
on strike. Findings published in a British jourr@inical Medicine, suggested that a senior
doctor could cover the workload of at least twoigurcolleagues. Patient waiting times and
their length of stay in the Emergency Departmentewsalved during a five-day strike by
junior doctors in June 2006, when senior doctorgeraout extra tasks on top of their normal
work. For the first time, the Emergency Departmenat its recommended target times for
treating emergency patients.

The Press reported that SkyCity Entertainment Group faceskaes of ‘popcorn strikes’ by
film attendants. The strikers waved banners sa¥yimgsexy Pay in the City’ and asked film
patrons to boycott drinks and confectionery. Theté&Jknion, which represents about 400
cinema workers around the country, was seekingkg€CiBy to increase the pay for cinema
attendants from $12 an hour to $12.20 an houngit $13.10 after two years of service.
TheDominion Post reported on the troubles at a publicly funded Wegtbn community radio
station, which was being investigated for workplac#lying after high staff turnover. The
Labour Department began the investigation into Asc®adio after the Public Service
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Association (PSA) raised ‘serious’ concerns. Mddhe station’s core staff had either left or
taken extended periods of leave, and five coun@mimers had resigned. Another article
reported that the Department of Labour inspectdrfband that the staff may be unhappy but
they were not being bullied. There was no find #meevidence of repeated and systematic
bullying and nor were staff exhibiting ‘mental harm

The Southland Times reported on a decision of the Employment Relatidaghority that
looked at a situation where an employee had redignd then withdrew that resignation. The
case demonstrated that in certain circumstancesignation made in haste can be withdrawn
and, if the withdrawal was not accepted, then theleyer could get into trouble. A woman,
who was employed as a manager of a clothing steas, counselled over the phone by her
manager about a number of complaints made by cestoabout her. She became upset and
told her manager that she could ‘stick the job’ #mat she wasn't ‘putting up with this any
more, she wasn't paid enough for this crap’. Thenagar took these comments as a
resignation and the employee was told to hand tngrkeys and leave the store. The
employee later tried to retract her resignatione Blthority found that the resignation was
made in the heat of the moment. Although the lagguased was inappropriate and
unacceptable she had then attempted to retraatebgmation, which a fair and reasonable
employer would have permitted her to do. The ERg® dbund that it was wrong to have had
discussions regarding serious allegations oveteflephone.

Progressive Meats lost a three-year legal battfgdeide a smoking room for its workers. A
judgment released by the Court of Appeal found ghamoking room built by the Hastings
company was part of the workplace as defined byShwkefree Environments Act. In a
Dominion Post article, Progressive Meats’ Managing Director Grilickson said the ruling
defied common sense, but did not surprise him. ilessive Meats had built the smoking
room as part of a $1 million upgrade in 2003. $tiiowd safety regulations had come into
force the year before, prohibiting workers fromvieg the building when they were wearing
their work cloth.

An Independent article illustrated that sometimes, despite anleygy’s failings, the acts of
the employee can cause the scales to be tippedibaekour of the employer. It cited a
recent case where a home insulation contractor aragla worker through his local Work
and Income office. The worker, despite being twdd to attend particular jobs, took it upon
himself to install insulation material into a cusier's house. As a result of his actions, a fire
broke out in the ceiling of the house and this edusignificant costs to the employer as under
his licence agreement he could not have untraitegtliastalling the product. The employer
called the employee into a meeting the next day lemtled him a dismissal letter which
prompted the employee to take a personal grievaase. In the Employment Relations
Authority, the employer was found to have failecatmde by the requirements of procedural
fairness. But the Authority also found that the &ygpe’s actions in undertaking work, which
he had been told not to do, jeopardised propertylié® The Authority determined that the
fair and reasonable outcome was to deny the emplaysy award of compensation but
required that the employer contributed to his lexgeits.
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July 2008

The long awaited amendment to the Employment RelatAct finally became law on 1 July
meaning that employees with caring responsibilivesuld have the right to ask their
employers for flexible working arrangements (seeyMzhronicle). ANZ Herald article
compared the experience of Great Britain where lamiegislation had been in place for
several years. In Britain, a popular choice wasdemsed hours, where people worked four
10-hour days and had the fifth day off. Two yeage,a survey found that 80% of requests
for flexible work arrangements had been grantedp Mere modified and 10% had been
rejected. The emphasis was that it was ‘early dayfNew Zealand. Phil O'Reilly, Chief
Executive of Business New Zealand was quoted asgdyat “it was always a good idea to
have as flexible a workplace as possible” and‘tt@hpanies that do this well make it part of
the company culture”. He concluded that there wawdd be an overnight transformation as
management first had to get over some long-enteshidteas.

There was further discussion in tH2ominion Post on the proposed changes to the
Employment Relations Act announced in June, whiduld/ give some contractors more
rights. The IT industry was likely to be affectad the proposed changes would mean that
contractors belonging to a union would be entitieét least the same pay and conditions as
unionised staff who were employed by clients toakhihe contractors were seconded. As
Indian outsourcing companies started to win majont@acts from large New Zealand
companies, the proposals could make hiring cortdradess attractive. Campbell Hepburn, a
manager at recruitment firm Hudson, said the phaosid probably not cut demand for
contractors, but would increase awareness aboutrights. He said that another proposed
amendment to the Act, which would allow contractansl their primary employer to pursue
grievances against a secondary employer, couldtteadme interesting legal questions, such
as who was responsible for the conditions of anleyeg’s dismissal.

Minister of Labour Trevor Mallard announced thag fiwiSaver legislation would be altered
to ensure there was no conflict with employment l@laen employees and their employers
negotiate remuneration packages. The Minister méoedake it unlawful for employers to
pay different amounts to KiwiSaver members and mambers amid concerns that a
minority of employers were deducting employees’ esfut retaining the tax credits. To stop
this, the Government would change the Employmenat®as Act to make it unlawful to
offer lesser terms to a KiwiSaver employee on thgidof membership. The KiwiSaver Act
will also be amended.

The National Party’s plan to allow small businegdesright to dismiss workers within a 90-
day probationary period re-emerged as a policyfqiat for this year’s election. The policy,
which would apply to businesses with fewer thanwa&frkers, would allow employers to
dismiss staff in the first three months withoutkimg a personal grievance claim for
unjustified dismissal. The National Party statedt tthe policy would give small businesses
some insurance so they could take a risk on worlteeg might otherwise be reluctant to
employ, such as former prisoners or people witle liwork experience. An article in thiaily
Post argued that small businesses should have grdatebility to hire and fire within a
probationary period but there also needed to beesormependent oversight to protect
workers, in order to prevent abuse of individuap&yment rights.
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In another significant revelation of the Nationarfy’s employment relations policy, leader
John Key said that if it was elected to power itNddargely retain the Employment Relations
Act. Good-faith provisions would still apply, aslMvas rights to sick leave, holidays, and
health and safety provisions. Additionally, workersuld be allowed to bargain collectively
without having to belong to a union. Mr Key saidttta National Government would also
keep four weeks annual leave, but would allow eygds to trade the fourth week for cash.

The proposal to allow workers to cash up the fowdek of pay was labelled an effective
abolition of the across-the-board four weeks’ ahimadidays, according to Council of Trade
Unions’ President Helen Kelly. She went on to sayhie Dominion Post that, “people value
their leave. | think employees who are pressurdt emd up selling their leave and three
weeks leave will once again become the norm”. M#yKaso envisaged situations where
employees would be forced to trade their leavddss than its monetary value. Mr Key said
that a National Party would appoint a working patty review the Holidays Act, with
particular emphasis on the issue of ‘relevant dady'.

A NZ Herald editorial supported the 90-day probationary pefpodposed by the National
Party suggesting the proposal should be welcomédonly by employers but the many
people who stand to have a better chance of gamjof, such as the likes of new immigrants
without good English, former prisoners, those wighito change careers, young people
without qualifications, and those with no recentkvexperience. The editorial argued that the
National Party’s proposal would allow employerddke a chance knowing there will not be
the prospect of complex and costly personal grieggorocedures. This freedom has long
been sought by small businesses. The Small BusiAdsssory Group, set up by the
Government in 2003, pinpointed it as the single tmwsportant change needed in
employment law.

However, anotheNZ Herald article suggested that the 90-day probationarioggrroposal
should concern everyone who supported the buildih@ high value, high productivity
economy. High standards in the labour market wgrersymous with high performance.
Equally, low standards promoted the opposite sschigh labour use, longer working hours,
poor investment in training, lower capital integsitower wages and, eventually, reduced
competitiveness. Removing employment protectiomfriew employees was a fundamental
weakening of those incentives to pursue high lalsiandards and thus, would erode an
important building block of a high- performing econy.

The spectre of yet more strikes by junior doctaklked increasingly likely after, what the
union labelled, a ‘provocative’ pay offer was tabli®r new employees and non-unionised
doctors. The beginning of July marked the one-wpeaniversary of the expiry of the national
collective agreement covering more than 2,000 judactors. The DHBs said they would
offer non-union and new employees pay rises ofqust 8.5% for one year. Deborah Powell,
the National Secretary of the junior doctors’ unisaid that “[tlhey are inviting [junior
doctors] to resign to get the pay rise and abantienMECA [multi-employer collective
agreement]. It's a very provocative action on tpait”.

The Government came under pressure from the HaatttDisability Commissioner to ensure
that patients were better looked after during thealbrker strikes, following a ‘near miss’ at
Dunedin Hospital. The health board at the centréwaf investigations warned that health
strikes would inevitably lead to patient deaths.
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A three-day strike planned by Air Nelson pilots ath®f the start of collective bargaining was
labelled in theNelson Mail as being “rigid, adversarial and litigious” by tltempany's
General Manager John Hambleton. Mr Hambleton &urthaimed that the action was purely
an “attempt to target the company and the custdmédsw Zealand Airline Pilots'
Association’s Executive Director Rick Mirkin saidhet pilots’ strike had been timed to
underline their concerns about not getting enougle toff with their families. Air Nelson
pilots had not had a pay rise in two years and weeking a wage rise of up to 4.5% over the
next three years, but their main obstacle in reaghisettlement was the company’s refusal to
consider changes to the pilots’ roster that woulowathem to have more family time and
attend activities at home more often. T#&Herald reported that the stand-off was ‘growing
increasingly bitter’ as the strike got underway.

Another public sector industrial dispute flaredagthe Ministry of Fisheries staff said they
were prepared to strike if the negotiation processenew a collective agreement. Staff
threatened two-weeks of rolling strikes if two dayfsnegotiations for a new employment
agreement failed. The unions and the Ministry hadnbnegotiating since September 2007,
but had reached an impasse over issues surroupdingravel allowances, annual leave and
fitness testing.

The National Distribution Union launched a campaignsign up staff at The Warehouse,

claiming that workers were coming under increagirgssure as the retailer reduced staff by
attrition. The Warehouse’s General Manager HumasoRees Paul Walsh confirmed that

some staff were not being replaced at some stohes \they left or, were being replaced by

workers on fewer hours.

The Press reported on a Christchurch company who was ordéredhe Employment
Relations Authority to implement a robust policyaagt sexual harassment after an
‘outrageous’ case involving a 14-year-old girl. Té@mpany was ordered to pay $12,750 in
compensation for the ‘...hurt, humiliation and injuoyher feelings’ suffered by the girl after
her employer failed to deal with her complaint eksal harassment. Her lawyer said that
while he had never seen a similar case, young w®skere susceptible to sexual harassment
in the workplace. The girl had worked at the conyphrl-time for about six months when
she made the complaint against a middle-aged noaleocker. After making the accusation,
the girl was questioned by senior management &iaffwo hours, during which she had no
support person. She claimed that the man had edghge in a string of inappropriate
conversations and had offered to drive her homeraétimes. The employer decided there
had been no harassment and warned the man anutl thieayit their conduct.

Under the headline ‘Fired thief gets compo for kaffering’, a Southland Times article
described the case of ‘a convicted thief who wasaraled compensation for ‘hurt,
humiliation and injury to feelings’ after she wassrdissed for failing to disclose her
‘extensive criminal history’. The woman pleadedliyuio three charges while employed by
the Alliance meat processing company but the of#fienwere committed before she started
with the company. Because the offences were caednibefore her employment with
Alliance, it was found that the woman had acteckethically, rather than illegally’ when she
failed to tell management about her situation. Bmeployment Relations Authority found
that although she was charged with and convictetistionesty offences, they would not have
impacted on her duties.
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The Court of Appeal told a senior Air New Zealankbtpwho was demoted when he reached
60 that it was not age discrimination that hadttedis loss of seniority. The Court said that
the pilot, who had added responsibilities for ftighstruction, was demoted to first officer
because being less than 60 years of age was dicptadn to do his job. His case was sent
back to the Employment Court to decide if he wasdvantaged because of the way Air New
Zealand dealt with his grievance. The Court of Agpmedered the man to pay $8,000 costs to
Air New Zealand for the lost appeal.

August 2008

A Sunday Sar Times article claimed that nearly two-thirds of the ctwyis restaurants had
stated that they would close on public holidaysalise the cost of opening was too high. This
was cited as one of the reasons for the Nationdl’Baroposal to review the Holidays Act,
which was blamed for restaurants’ rocketing laboosts. A survey by the Restaurant
Association of about 400 members nationwide shothednumber of restaurants opting to
close on public holidays had increased from 369087 to 64% this year. But the National
Party’s Labour and Industrial Relations Spokeswoiate Wilkinson says that although she
sympathised with restaurant owners, changes td p&tes were not high on National’s list of
priorities if elected. The party was committed &iting up a working party to look at the
Holidays Act, which it believed was too complext had given no undertakings beyond that.

The Press reported that Westpac had removed sales targéedlito staff pay and given staff
a 5% pay rise. Banking union Finsec had been wagingmpaign against banks who were
putting debt sales ahead of customer service. AldfoNal Bank employees were reported to
be preparing to strike for two hours after the beeflased to accept staff demands of changing
debt sales targets and a 4% increase in pay. Meditlks failed to make any headway and
the strike went ahead with workers at a picket tleming that they wanted more staff to
ease work pressures and significant changes te algets.

Later in the month, th&outhland Times reported that ANZ National Bank workers accepted a
4% pay increase after a narrow voting result. Bamkon Finsec’s Campaign Director
Andrew Campbell said the offer was accepted rehilstaas members considered it too
difficult to continue the campaign. Sales targetsdredit had been a second stumbling block
during the negotiations.

ThePress reported on the potential impact on disabled peaplprotracted pay talks between
NZ Care and staff culminated in nationwide indadtaction. About 1,200 staff banned non-

essential paperwork and van driving. Warwick Jorfessistant National Secretary of the

Public Service Association (PSA), which represenkedworkers, said staff sought a pay rise
of between 20% and 30%. Escalating industrial actias planned over the next three weeks
if mediation, scheduled with NZ Care in Wellingtevas unsuccessful.

SkyCity Entertainment Group faced a 24-hour stfien 1,000 of its Auckland staff after
negotiations broke down with the two unions, Unitéon and the Service and Food Workers
Union, who represented SkyCity workers. The unidasned that SkyCity’s Chief Executive
Nigel Morrison had been tasked with making a $11llian annual profit, which was the
equivalent of $44,000 for each employee. Howeuee, unions claimed that SkyCity had
offered a ‘derisory’ 4% wage rise to staff this yaad 3.5% in 2009, the equivalent of less
than $20 in-the-hand to most workers. The uniomsewasking for a 5% increase and
recognition of service for longer serving staff.
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District nurses from Canterbury and Otago went toikes for two days after pay talks with

their employer broke down. The nurses wanted arigayof between 3% and 4%, which the
New Zealand Nurses’ Organisation (NZNO) said waoldl them on par with other district

nurses around the country. The NZNO rejected HealthNew Zealand’s offer of a 2.1%
increase each year over two years and filed stritdtece for 14 and 15 August. In the next
stage of their industrial action, nurses threatethed, although they would turn up for work
on 21 and 22 August, they would not supply theinasghicles.

Sailings of the Interislander ferries were at résk negotiations between Toll New Zealand
and the Merchant Service Guild (representing feapgtains and deck officers) broke down.
The union withdrew further strike notices for sayé after two Cook Strait sailings were
cancelled when officers refused to work. Both waredominantly freight sailings, with only
minor disruptions to passengers. The union wasisgeh 11% wage rise, which was lodged
before the Government announced it would purchadeNEw Zealand’s rail and ferry assets.
The union claimed that the wage claim was ‘modedt@magmatic’.

The tenth ranked ACT party list candidate Shawn Jad in aDominion Post article that he
was told to tender his resignation by the EngimegrPrinting and Manufacturing Union on
the same day he informed them that he wanted maol sts an ACT list candidate. Mr Tan said
he was advised to tender his resignation if henated to stand for ACT. He remained in his
position, as an organiser in the union’s call eenirefore being suspended on full pay after
formally announcing his candidacy. The partieshi® dispute were due to meet to begin the
disciplinary procedure process, with Mr Tan adanientvanted to retain his job and not give
up his candidacy. AZ Herald editorial described the case as curious sayin@d¢kien said
much about the EPMU, not least its unwillingnesbrimok dissension.

The NZ Herald reported that an Auckland publishing company eiygdowho was teased
about his sexuality was awarded more than $700théot and humiliation following his
unjustifiable dismissal. The worker had worked ahgsbnby based Action Media for only a
month before resigning. He planned to work outritice of four weeks but was suspended
four days later. An investigation found that hisnager had taunted him about being gay. On
one occasion his partner left a voice messageeabftice, which was passed by his manager
in a voice mimicking the caller. The employee’stpar took exception to the manager’s
behaviour and phoned and threatened him. The int&jearked a decision by the manager to
suspend the employee. The authority ordered Adiledia to pay wage arrears of $3,461
with interest of 9% from 10 of October 2007 (until paid in full), plus $3,86% hurt and
humiliation.

A report on a workplace study in tiNZ Herald noted that public servants do just as much
work as employees in the private sector but hadtgrgob satisfaction and much bigger pay
packets. The survey, published by Professor Jahao@ of Waikato University in thEew
Zealand Journal of Employment Relations, showed the gap in pay between the public and
private sector was between 17% and 21%. The stisty faund that many public sector
workers, who were likely to be female, highly-edaecaand living in Wellington, had a
‘warm glow’ feeling of contributing to society. Hessor Gibson said the higher pay levels in
government jobs had little to do with needing tonpensate but more to do with needing to
attract highly skilled workers.
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September 2008

The Dominion Post reported on the tabling in Parliament of the Emgplent Relations
Amendment Bill (No3). The Bill would give labourspectors increased powers to determine
whether workers are fixed-term or permanent emm@syand to test whether an employee has
progressed from casual to permanent employment Chiumcil of Trade Unions’ Economist
Peter Conway stated that far too many New Zealaodkevs were in casual and temporary
work and had to deal with the resulting work ancbime insecurity and the impact on family
life and that “protection for casual workers [wdehg overdue”. The Bill would allow
employees to make personal grievance claims anddwensure that terms of employment
were comparable to collective agreements for aitedf.

A Families Commission study found that many workpayents were too scared to ask for
flexible working arrangements, with many fearingttbhanging their normal hours would be
bad for their careers. The study, reported inDoeninion Post, found that a quarter of the
people surveyed said they would be concerned aheutemployer’s reaction if they asked
for a flexible working arrangement. Of those whoedhto ask, 11% reported receiving a
negative reaction. The report concluded by sayinagt,tin encouraging flexible work
schedules, organisations needed to make staffvedaked and appreciated. The increased
loyalty of valued staff was seen as one of the leyefits for employers of offering flexible
work arrangements.

An employment relations specialist claimed thategs in workplace strikes would hit New
Zealand because of impending tough economic camditiin theNZ Herald, the consultant
Fred Adelhelm, a director of Auckland-based Adethé& Associates, said the trade unions
would be under pressure to seek 5% plus pay r@emémbers struggling with rising food
and fuel costs. He said that high-profile unionshsas the PSA and the EPMU had few
options but to attend to the needs of their memmaigse expectations may be unrealistic in
the current climate. This would ensure that thessuwee on collective bargaining would
continue and may even increase in the short andumetgrm.

A cross-Tasman industrial dispute between jourtglend their employer Fairfax Media
continued with the firm’s Chief Executive, DavidrKj remaining unapologetic about the
publisher's cost-cutting strategy and his handlofgthe high-profile industrial dispute.
Journalists on thBlZ Herald and Melbourne papdihe Age returned to work after a four-day
strike over a pay dispute and concern about thespia cut 550 jobs in both Australia and
New Zealand.

Wellington Tramways Union members rejected a nellective agreement offered by bus
operator Go Wellington and issued a notice of strikhe strike notice followed three months
of negotiations, which crumbled when the drivemnéad down the firm’s latest offer. The
Dominion Post said that money was at the heart of the disputiy drivers rejecting a 7%
pay increase in the first year and a $250 cashnthee The dispute turned bitter as the
drivers held their promise to strike, which causechmuter chaos. The drivers returned to
work but the threat of further action remained.

A widely publicised employment dispute in Hamiltcame to an end when th¥aikato

Times reporting that ‘the protracted two-year legal stolbetween Parentline and its former
chief executive Maxine Hodgson was finally overl Alatters were resolved at a Judicial
Settlement Conference, conducted by the chief eynpdat judge Graeme Colgan. Both
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parties were restricted in what they could say ahie settlement. In February, the
Employment Relations Authority had rejected Ms Hzmlgs claim for constructive dismissal
saying that the dismissal was largely due to her awtions (see February Chronicle).

The Press reported on a teenage McDonald’s worker who rezkemwhat it headlined as a

‘super sized payout’ after she was forced to resignjob when she joined a union. The
Employment Relations Authority found that Chanteleup, aged 19, was constructively
dismissed, and ordered McDonald’s to pay her $15,00e Authority found the actions of

McDonald's Kaiapoi were a “very serious interfer@io¢ Ms Coup’s freedom of choice about
union membership”, breaching the Employment Refatidct and its employer duties. Coup
said that after joining the Unite union, she wasspured to resign from it and after refusing,
had her hours cut while being bullied in other ways

The case of political scientist Paul Buchanan dised by the University of Auckland for
sending an abusive email to a student receivetidugublicity (see April Chronicle). THé¢Z
Herald and theDominion Post revealed that he had been quietly reinstatedst@lli position.
The university confirmed that Dr Buchanan had besinstated after an agreement was
reached between the parties.

A Business New Zealand survey found that even antleconomic slowdown and a softening
labour market, skill shortages remain the numbexr concern of businesses going into the
election. According to théNZ Herald, Business New Zealand’'s Chief Executive Phil
O'Reilly told the organisation’s election conferertbat 71% of those who responded said the
education system was not meeting their needs.dedlime Minister Helen Clark had told
the conference that “near full employment disguigedlunpleasant truth that nearly half the
existing workforce does not have the skills to timt adequately in the knowledge
economy”.

It was revealed in th&®ominion Post that MPs have been investigated three times over
allegations that they bullied parliamentary stéffaims of bullying by MPs were also raised
by staff during a confidential in-house survey arlRmentary Services. The Public Service
Association’s National Secretary Brenda Pilott aonéd in the article that she was aware of
the allegations and her staff had had ‘a quiet Wwwitth the relevant political party whips. She
said workplace problems at Parliament were “noebeit no worse” than other workplaces
her association dealt with. Ms Wilson also saidMRs had invoked ‘special breakdown in
relationship’ contract clauses in the past thresry#o get rid of 12 employees.

A Dominion Post article said that, according to proposed Laboupddenent guidelines,
employers with transgender staff should assist tlasnmhey changed sex. Such assistance
would include helping them to decide which toiletsise and ensuring the person’'s new name
was used. The draft plan said that employers shoddt an employee intending to change
sex and establish a ‘written action plan’ to enstlm&ir workplace transition was smooth.
Employees needed to feel welcome and should beuesnged to use facilities applicable to
their new identity. The article gave the exampleSairah Lurajud, a Christchurch police
officer who made the transition as an example ok fattitudes with organisations could
quickly change. Lurajud said that “[the police weancredibly supportive. In the past they
would have made it impossible . . . It really chaethghe culture of the police. They used to be
very blokey”.

Erling Rasmussen & Colin Ross, Auckland Universityof Technology
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