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NEWS
Why the Victims’ Protection Bill is important

key to prevent a woman becoming economically trapped in a 
violent relationship.

This Bill is necessary to ensure that legal provisions are available 
to support victims to escape violent situations and rebuild their 
lives.

Leaving an abusive relationship is made easier by a stable 
and sympathetic workplace that provides support and 
understanding. Leaving a relationship in impoverished 
circumstances and without an income makes that decision 
more difficult and, for many, impossible.

Through the provision of paid leave and other support 
mechanisms, workplaces can play a powerful role in supporting 
and contribute to the prevention of family and domestic 
violence.

The Domestic Violence – Victims’ Protection Bill will provide 
legal and employment support and protection to New Zealand 
workers affected by domestic violence. It will assist workplaces 
to manage the impacts of domestic violence and support people 
by maintaining employment and managing in an organised and 
supportive way their complex needs and arrangements.

Matthew Fitzsimons, General Secretary, ISEA

ISEA recently made a submission on Jan Logie’s Private 
Member’s Bill “Domestic Violence – Victims’ Protection Bill. 
The Government along with all political parties voted to fully 
support this Bill to a Select Committee process.

The problem of domestic violence cannot be treated as 
a personal problem or an individual issue. All levels of 
government, and organisations at a national and local level 
must be involved to address the tragic and costly consequences 
of domestic violence.

Though domestic violence affects both men and women, more 
women than men are affected and are victims of violence. 
Domestic violence is an issue that the NZCTU Women’s Council 
have identified as a priority. 58% of trade union members in 
New Zealand are women, 70% of ISEA members are women.

Women are at greatest risk of domestic violence – Police 
statistics show there were 110 000 call outs in 2016 alone for 
family violence incidents.

Many of the people experiencing domestic violence are 
in employment. By supporting women to remain in paid 
employment - ensuring their employment is secure and 
assisting women on their pathway out of violence – is the 
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Most workplaces are constantly reviewing, restructuring or 
making changes to some aspect of the workplace. Changes 
in curriculum, funding and student enrolments are some of 
the factors that drive proposed changes in our sector. Some 
changes members may agree with and support, others 
members will oppose.
Restructuring and reviews have a significant effect on 
workplace morale, stress levels and sometimes ultimately 
the employment of some members. 
Employer and union rights
The Courts agree that an employer has a right to determine 
how they will manage their business. However, it is not 
an unfettered right, and there are legal and contractual 
obligations that impact on the process. The right to 
“manage” must operate within the parameters of various 
statutes and the provisions within collective agreements.
For ISEA members change management is usually a proposal 
to significantly change the school structure including the 
roles performed by some employees, or staffing levels. 
ISEA has the right to organise collectively to oppose 
proposed change which ISEA members do not support. This 
right can be exercised even when the employer is acting 
within the law. In all instances, an important role of ISEA will 
be to ensure that all statutory and contractual requirements 
and obligations are adhered to and that a proper and fair 
process is carried out.
In some instances, it will be appropriate to oppose a 
proposed review e.g. that staff cuts are unnecessary; that 
it is not educationally sound; that it is the wrong solution to 
a problem etc. 
Members are encouraged to work with their ISEA organiser 
to determine the best course of action. In the past effective 
actions have included submissions and letters as well, as 
more extensive campaigning. 
Contractual and legislative framework
When presented with a management of change proposal, 
there are a number of matters which have to be considered. 
These include the provisions within your collective 
agreement, any workplace policies and procedures and all 
applicable legislation and court decisions. 
Typically, management of change proposals will include:
• That the union as well as employees will be notified of 

the scope of any review or restructuring
• That there will be consultation with affected employees 

before any final decisions are made
• That sufficient information will be provided in order to 

enable proper submissions 
• That reasonable time will be allowed for submissions or 

recommendations
• An indication of the decision-making process
Your collective agreement may have detailed clauses 

negotiated by ISEA about the process to be followed 
in these cases. Clauses in collective agreements take 
precedence over organisational policy and procedures. 
In some schools, there will also be applicable policy and 
procedures. They may be referred to in the Collective 
Agreement.
ISEA encourages members to familiarise themselves 
with their collective agreement provisions and school 
policies. 
The Employment Relations Act is the current legislation 
which guides employment relations practice in New 
Zealand. An important object of the ERA is “to build 
productive employment relationships through the 
promotion of good faith in all aspects of the employment 
environment and the employment relationship…”
The Act provides that a duty of good faith exists between 
the parties which is wider than just the implied mutual 
obligations of trust and confidence, and wider than that 
required specifically during bargaining. The Act requires 
an employer to provide to the affected employees -

(i) access to information, relevant to the 
continuation of the employee’s employment, about 
the decision, and
(ii) an opportunity to comment on the information 
to their employer before the decision is made.”

Additionally, the Act states that good faith obligations 
apply to consultation; a proposal that might impact 
on employees, including contracting out; and making 
employees redundant. These provisions of the ERA 
support the requirement to consult about proposed 
changes. 
The timeline to provide a response must be realistic 
and take into account other work priorities which may 
have to be met.  The timeline for the management of 
change proposal should indicate when employees will be 

Restructing, Reviews and the Management of Change 
Cindy Doull, Organiser, ISEA

(continued on next page)
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advised of the outcome of the consultation process. 
Submissions
Submissions are the formal opportunity for members to 
have their say, employers are required to genuinely consider 
employees views prior to making their final decision.
A combined ISEA submission is advisable. However, 
individual submissions can also be an appropriate part of 

the process. Your submission should be clear and specific it 
may address all the points in the proposal or a single point. 
ISEA organisers can help you with your submissions. 
*This article is intended as a guide only and does not 
constitute a legal opinion or legal advice. Each review is 
different and may require a range of responses. If you are 
presented with a management of change proposal please 
contact your ISEA organiser for advice and support.

Barbara Hill, Organiser, ISEA

Parental Leave and Payments:  What are my rights?
ISEA is often contacted by members with questions about 
parental leave entitlements.  As there are many aspects to 
consider, teachers and support staff need to know their rights 
and obligations and the processes to follow to make sure they 
receive their entitlements.
The minimum parental leave entitlements are contained in the 
Parental Leave and Employment Protection Act 1987 (“the Act”).  
Changes to the Act in 2016 and 2017 include enhancements such 
as an increased period of paid parental leave, paid preterm baby 
leave and more flexible arrangements around leave periods.

Your ISEA/School collective agreement, in almost all cases, 
contains or refers to the provisions of the Act.  It may provide 
additional benefits, such as a Maternity Grant (usually a lump 
sum payment equivalent to six-weeks’ salary paid at the time of 
the birth or adoption of the child), extended unpaid leave (for 
up to a total of 2 years), or some paid partner’s leave to attend 
the birth of the child.  Check your agreement to find out your 
entitlements.

The Act
Primary Carer Leave and Extended Leave (formerly 
Maternity leave)
You are eligible for primary carer leave if you become the 
“primary carer” for a child under the age of six.  A primary carer 
is a person who has the primary, permanent responsibility for the 
care, development and upbringing of that child.  This may be, for 
example, a new parent following a birth, an adoptive parent, or 
a grandparent.
You must have worked for at least an average of 10 hours per 
week in your workplace before giving birth or assuming primary 
care for the child to be eligible for primary carer leave.  Your 
entitlement will be:

• 52 weeks’ leave (18 weeks primary carer leave; the 
remainder extended leave), if you have worked there 12 
months or more; or

• 26 weeks’ leave (18 weeks primary carer leave; the 
remainder extended leave), if you have worked there over 
six months but under a year.

While only one person can take primary carer leave at a time, 
you may share the total leave with a spouse/partner who is 
eligible under the Act.

Paid Parental Leave (“PPL”)
You are eligible to receive up to 18 weeks’ paid parental leave if 
you become a primary carer and have worked for an average of 

10 hours per week for 26 weeks in the last 52 weeks.
PPL payments equal your normal pay up to a current maximum 
of $527.72 a week, before tax. Applications for PPL are made to 
IRD.

You may resign rather than take leave and still receive PPL.

From 1 July 2017,

•	 if you are caring for a baby who was born live before 
the end of 36 weeks’ gestation and you are eligible for 
parental leave payments, you may be eligible to receive 
a preterm baby payment up to a total of 13 weeks at the 
same rate as PPL, in addition to PPL;

•	 PPL can be transferred to a spouse/partner who is also 
eligible for PPL. You can use your existing paid leave 
entitlements (e.g. annual leave) before starting PPL.  

•	 you can work limited “Keeping in Touch” hours up to a 
maximum of 40 hours during your PPL period with your 
employer’s agreement, without losing the PPL payment.  
This may be beneficial in helping you keep up with 
professional development.

Leave for Partners (formerly Paternity Leave)
A male or female employee whose partner gives birth to a child 
or adopts a child under six is entitled to up to two weeks’ unpaid 
leave.  The employee must have been employed for at least 
12 months for at least 10 hours per week or an average of 40 
hours per month.  One week’s unpaid leave is available for an 
employee who has been employed for those hours for at least six 
months.  Check your agreement to see if there are any paid leave 
provisions for partners to attend the birth of a child.

The Collective Agreement:  Other Leave
If your agreement includes leave to care for a partner or child 
in the home, you may be entitled to paid leave to care for them 
where the child or partner is sick or injured because of birth 
complications or related health issues.
You can also apply to your employer for discretionary leave, as 
appropriate.

ISEA Support
Parental leave is a complex area. You should check with your ISEA 
representative what the collective agreement (if applicable) says 
about Parental leave.  If you would like to know more about the 
options open to you or if you need assistance in ensuring that 
you receive your entitlements, you can contact  the ISEA Office 
for advice or support.
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PO Box 47665, Ponsonby, Auckland 1144    www.isea.org.nz
General enquiries: Hannah Coleman, Organising Administrator  admin@isea.org.nz
  
Organiser: Barbara Hill       bhill@isea.org.nz 

Organiser: Cindy Doull       cdoull@isea.org.nz

General Secretary: Matthew Fitzsimons     mfitzsimons@isea.org.nz

President : Hilary Stubbs       president@isea.org.nz

Need advice or assistance?
ISEA has a Freephone number 0800 300 073. You can leave a message for ISEA on our freephone number 0800 
300 073. 

We endeavour to respond to queries within 24 hours on weekdays or the Monday following the weekend. 

(Our normal office hours are Monday-Friday 9am-5pm. We are closed on all Public Holidays and Auckland Anniversary Day). 

  facebook.com/nzisea

Introducing Hilary Stubbs 
our new ISEA President
At the 2017 Annual General Meeting we welcomed Hilary 
Stubbs as the new President of ISEA, taking the reins from 
Malcolm Walker who had been our President.

Hilary joined the ISEA executive last year.

She studied Chemistry at the University of Otago and 
Dunedin College of Education, before going on to complete 
a Post-Doctoral Fellowship at Ohio State University and the 
University of Michigan. Hilary worked as a VSO Volunteer 
Chemistry Teacher at Ihungo Secondary School in Tanzania 
from 1996-1999 and is now Head of Chemistry at Rangi Ruru 
Girls’ school in Christchurch.

Hilary is heavily involved in Hockey, having been a member of 

the New Zealand U21 Team in 1986 and on the New Zealand 
Masters Team (over 35 and over 40). She has also held 
Umpiring and Technical official positions at both domestic 
and international tournaments.

In addition to this, she has been a member of the New Zealand 
Federation of Graduate Women for 30 years, holding various 
positions from branch level to umpiring and technical official 
through to being a member of the Trust Board. 

Hilary says “I am delighted to have been elected as the 
President of ISEA. I am looking forward to the opportunity 
to work with ISEA members to strengthen and renew the 
executive. The role of the executive has changed with the 
advent of paid staff and I would like to encourage more 
members to be involved in the governance of ISEA”.

We are grateful for the skills and expertise that Hilary brings 
to our team and look forward to having her lead our Executive 
Team.

Hilary Stubbs, President, ISEA


