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SECTION 1: UNION MEMBERSHIP 
 
1.1 UNION FEES 
 
1.1.1 FEE POLICY 
 
1.1.1.1 That from 1 April 2017 the E tū subscription fees be set at the following 

weekly amounts and then adjusted by the annual Consumer Price Index 
movement for the year ending 31 December 2016: 

 
                       

35 hours a week or more $7.45 
20-34 hours a week $5.96 
Under 20 hours a week $3.73 
Freelance Journalists $3.70 

 
                     These fees shall be adjusted thereafter on 1 April of each year by the CPI 

annual movement to 31 December of the previous year. 
 
                     The National Secretary may develop from time to time as required a range of 

flexible fee options for situations when E tū is organising in Greenfields 
companies or situations where it would be strategically advantageous to have 
a discounted fee structure as a way to significantly build membership density 
on an existing site and that these fee options be taken to the National 
Executive for endorsement as they arise. 

  
1.1.1.2 Journalist Trainees 
 
 That the trainee journalists (without weekly wages) be eligible for associate 

member status of E tū and be charged a once only fee of $20.00 for the 
year’s course. 

  
1.2 GENERAL MEMBERSHIP ISSUES 
 
1.2.1 That E tū will recognise dual union membership. 
 
1.2.2           That E tū reserves the right not to enforce an employment agreement for a 

member, where that member used a non-union bargaining agent to negotiate 
that agreement. 

 
1.2.4              That the union recognises the childcare responsibilities of members involved 

in the union. In recognition of this, the union will make a commitment to 
addressing childcare options for members attending meetings. This could 
include either: 

                       
(a) Professional childcare services 
(b) Children being able to accompany parent(s) to meetings 
(c) Provision of childcare at meetings by available union staff 

 
1.3 MUTUAL RESPECT  
 
1.3.1 That E tū is opposed to any discrimination based on gender, nationality, race 

or colour, age, sexual orientation, disability or beliefs.  
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Among trade unionists there is a very high degree of appreciation of the need 
to respect the dignity of every individual. Nevertheless, in all organizations 
there should always be vigilance to ensure that all participants feel they are 
able to operate in an atmosphere in which they feel comfortable and safe.  
 
E tū is committed to creating and maintaining a working environment based 
on dignity and mutual respect.  E tū neither condones nor tolerates behaviour 
that undermine the dignity or self-esteem of any individual or creates an 
intimidating, hostile, abusive or offensive environment. This commitment 
applies to all staff, delegates and members, women and men, in E tū 
meetings, activities and social gatherings wherever they may take place.  
 
As an employer E tū has a legal as well as moral responsibility to protect its 
employees, delegates and members involved in an E tū event(s) from any 
form of harassment, abuse or similarly unacceptable behaviour. This applies 
to the working environment which includes all offices and other areas or 
locations where an E tū employee may work or where E tū meetings are held. 
It also applies to social occasions where the attendance of E tū staff and 
members is linked to their employment or where the attendance of members 
is linked to E tū activities and where E tū is liable as an employer. E tū 
employees and members are encouraged to report any such incident.  
 
The guidelines on the E tū Policy on Mutual Respect will be part of the 
documentation for all E tū meetings.  
 
Note:  This document is a policy statement only. It does not contain a 
separate procedure. Any issues with the implementation of the policy are to 
be dealt with under E tū harassment procedures or other appropriate E tū 
procedures.  

 
Guidelines on the E tū Policy on Mutual Respect 
 
E tū is committed to creating and maintaining a working environment based 
on dignity and mutual respect. In all organizations there should always be 
vigilance to ensure that all participants feel they are able to operate in an 
atmosphere in which they feel comfortable and safe. This applies to 
meetings, socializing and all the events around E tū activities.  
 
What we ask of you: 
 
• To treat everybody, including other E tū staff, members and visitors with 

respect and dignity. 
• To make absolutely sure your own behaviour and use of language do 

not cause offence or misunderstanding. 
• To think before you make personal remarks. 
• To take responsibility for challenging all forms of unacceptable and 

offensive behaviour, and for upholding personal dignity.  
 
What is unacceptable behaviour? *  
 
Unacceptable behaviour includes unwelcome physical, verbal or non-verbal 
conduct including the use of e-mail and any behaviour that ridicules, 
intimidates, or is physically abusive. This may have as its focus such things 
as:  
 
• Race, ethnic origin, nationality, and skin colour 
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• Gender and sexual orientation 
• Disabilities or sensory impairments 
• Age, health, or physical characteristics 
• Religious or political beliefs 
 
This may involve such forms of unwanted behavior as:  
 
• Unwanted physical contact  
• Physical or sexual assault  
• Sexual or compromising propositions  
• Racist, sexist, homophobic or religious jokes  
• Offensive language, insults and obscene gestures  
• Unwelcome gifts  
• Intrusion by pestering or stalking  
 
These lists are not definitive. 
 
We are aware that among trade unionists there is a very high degree of 
appreciation of the need to respect the dignity of every individual. We 
welcome your cooperation in our practical efforts for making E tū a positive 
experience for everyone. 
 
* Refer also to E tū policy on sexual harassment and to the Human Rights 

Act. 
 
1.4 MERITORIOUS SERVICE 
 
1.4.1 LIFE MEMBERSHIP 
 
1.4.1.1 That the National Executive, in considering whether a member has rendered 

meritorious service to the union sufficient to afford the presentation of life 
membership, shall have regard to the following criteria: 

 
1. Been a financial member or an associate member of the union for at 

least 15 years. 
2. Has served on the National Executive or other national bodies of the 

union. 
3. Has represented the union at a national or international event. 

 2. Has provided services to the union and its membership which, in the 
opinion of the National Executive, are considered sufficiently 
meritorious of this distinction. 

  
                                  The above criteria may be waived especially in the case of those 

people who are non-members but whose meritorious service to the 
union has been so outstanding that it deserves the highest recognition 
that the union can bestow. 

  
                       All life members of EPMU and SFWU will continue to hold life 

membership in E tū. 
 
1.4.2 CERTIFICATE OF MERIT 
 
1.4.2.1 That an E tū certificate of merit may be awarded to any member as approved 

by the National Executive. 
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1.4.3 CONTRACTORS’ REPRESENTATION 
 
 That E tū supports the formation of union representative structures for 

workers who are employed as contractors for the purpose of: 
1. Protecting and improving the terms and conditions of dependent 

contractors; and 
2. Preventing employers from using the contractors’ model to undermine 

collective bargaining 
  
SECTION 2:  ELECTED BODIES 
 
2.1 BIENNIAL UNION CONFERENCE 
 
2.1.1 REMITS 
 
2.1.1.1 That the process for remits to the E tū Biennial Conference be as follows: 
 

1. Any meeting of the National Executive, a delegates’ forum or other 
union representative body can propose a remit for consideration at the 
following biennial conference.  Any remit for conference should be in 
the nature of policy or guideline rather than be directed to the National 
Executive or any other part of the union. 

2. At the beginning of the year in which the conference is due to take 
place a notice to the membership at large shall call for remits from 
any workplace.  Any such remit shall be submitted to the National 
Secretary who shall refer it to the convener of the delegate forum that 
covers the workplace and the remit will be considered by the delegate 
forum at the meeting prior to conference.  Deadlines for the 
submission of remits will take into account scheduled dates for 
delegate forums. 

3. Following the round of delegate forums immediately prior to 
conference, the national executive will consider all remits tendered 
from delegate forums, other union bodies and the national executive 
itself.  The national executive shall form a recommendation in relation 
to each remit. 

4. All remits shall be placed before conference with the national 
executive’s recommendation attached and both the remit and the 
national executive recommendation shall be considered by 
conference together. 

  
2.2 NATIONAL EXECUTIVE SUB-COMMITTEES 
 
2.2.1 REMUNERATION COMMITTEE 
 
 That a sub-committee of the National Executive be established to be known 

as the remuneration committee and that the following terms of reference for 
the remuneration committee be adopted: 

 
 Purpose/Role: 

1. To make recommendations to the National Executive on appropriate 
salary and conditions for the National Secretary. 

2. To review the National Secretary’s performance from time to time 
against agreed objectives and measures. 
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3. In conjunction with the National Secretary, to make recommendations 
to the National Executive on appropriate salary and conditions for 
senior positions in E tū as designated by the National Executive. 

4. To give guidance as required to the National Secretary on 
remuneration issues for all other positions in the union. 

5. From time to time, to review national policies and practices on 
remuneration and employment conditions. 

6. To review, as needed, E tū personnel practices. 
 
 Membership: 
 The Presidents, Vice-Presidents, the National Secretary and Assistant 

National Secretary and two other National Executive members. 
 
 Authority: 
 The remuneration committee will: 

1. Make recommendations on any decisions on salaries and conditions 
and remuneration policies and practices to the full National Executive. 

2. Conduct the performance review of the National Secretary and give 
feedback and report to the National Executive. 

3. Engage external advice as needed to assist in the performance of its 
functions. 

  
SECTION 3: DELEGATES 
 
3.1 HONORARIA AND ALLOWANCES 
 
3.1.1 That in view of the union’s emphasis on being an organising union, requiring 

maximum positive activity and presence in the workplace and, in view of the 
need to recognise and reward delegates for their role in a meaningful way 
consistent with organising unionism, the following will apply: 

 
1. Delegates shall be rewarded each year with appropriate apparel and 

union-branded gear as well as through recognition measures such as 
merit certificates. 

2. Such reward and recognition measures will be determined each year 
by the National Executive in accordance with the Clothing and Apparel 
Policy. 

 
3.1.2 CLOTHING AND APPAREL POLICY  
                        
                       See attachment to the Policy Digest for this policy. 
 
3.2                  ELECTION OF DELEGATES 
 
3.2.1 That E tū ensure that a delegate is elected in all workplaces with 10 or more 

members and in every workplace that E tū aims to establish a delegate to 
member ratio of 1:10. 

 
3.2.2 That the nomination and election of delegates shall occur every 24 months. 
  
3.2.3 That once elected the directors of organising are to ensure that a letter 

confirming the election is sent to new delegates. The National Secretary is to 
present the names of all new delegates to the next National Executive 
meeting following their election. 
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3.2.4 That when a delegate is promoted by the employer to a position of authority 

that gives him/her power to engage and dismiss staff the delegate shall 
immediately relinquish that office. 

  
3.3 RIGHTS AND RESPONSIBILITIES 
 
3.3.1 DELEGATES’ RIGHTS 
 
3.3.1.1 The object of the union is the furthering of the interests of workers in the 

industries that we cover.  To enable the delegate to effectively achieve this 
objective in his or her workplace the following rights are necessary: 

 
 1. Recognition from the employer as the workers' representative. 
 2. Recognition from fellow workers as the democratically elected union 

representative in the workplace committed to achieving the policy of 
the union within the union's rules. 

 3. Accessibility so members can approach or be approached by the 
delegate to discuss work-related matters. 

 4. To be free to call duly constituted meetings of fellow members on the 
employer’s premises during working hours. 

 5. To be accompanied by another member when presenting a grievance. 
 6. To consult other delegates within each district about mutual matters of 

concern and to be able to make joint approaches to management 
under the support of the workplace or industry organiser. 

 7. Access to a telephone and to have other facilities to keep records and 
other union materials necessary to the effective performance of the 
delegate's jobs. 

 8. The use and control of union notice-boards for the posting of union 
notices free from employer interference. 

 9. Paid time off work to attend trade union education courses, seminars 
or delegates meetings as endorsed by the union. 

 10. Time off to act in any capacity under the direction of the union. 
 11. To receive all information necessary to effectively carry out their 

responsibilities. 
 12. The freedom to invite union speakers to address fellow workers at 

their place of work. 
 13. The freedom from all forms of victimisation designed as a penalty for 

union activities. 
  
3.3.1.1 That organisers acknowledge the responsibility delegates have in the 

workplace, will support their rights in whatever way possible and will 
encourage self-reliance. Organisers will always involve delegates in their site 
visits and any site meetings with employer representatives. 

  
3.4 JOB COMMITTEES/CONVENORS 
 
3.4.1 That on sites with a number of delegates a convener be chosen and that the 

convenor have the following functions: 
  
  (a) To act as the primary contact person for the organiser for that site. 
  (b) To convene meetings/maintain regular contact between the delegates 

on site and coordinate activities (including recruitment and routine 
membership problems). 
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  (c) Where authorised by letter to act as an initial liaison/contact person or 
information source for delegates or contact persons in other small 
workplaces. 

  
3.5 INFORMATION AND EDUCATION 
 
3.5.1 That the union should educate delegates more fully in their duties and ensure 

that their role and their responsibilities are properly understood. 
 
  
SECTION 4: DISPUTE HANDLING 
 
 
4.1. GENERAL PRINCIPLES 
 
4.1.1        That E tū commits itself to solidarity with workers across our industries, 

throughout our economy and globally in the interests of social justice. 
 
4.1.2 That in the spirit of worker solidarity that E tū gives full support for trade 

unionists taking all forms of actions, including occupations or work-ins to 
prevent redundancies.   

 
4.1.3               Industrial action taken by membership must be disciplined and around correct 

policy lines. 
 
4.1.4               Disagreement as to tactical approaches between full-time E tū officials during 

industrial campaigns must not surface at stop work meetings or during other 
membership activity or else it will create confusion and disunity. 

 
4.2 PICKETS POLICY 
 
4.2.1 
 1. Picket lines are sanctioned by the union and imposed by the union 

after mass meetings of membership.  Our officials must only support 
membership control not minority group control. 

 2. Disgruntled individuals or militant minorities of workers do not 
necessarily represent a picket by uttering the word or standing outside 
a factory or work site and do not determine the tactics of disputes for 
the trade union movement. 

 3. The use of pickets is to be sanctioned by the [national secretary] prior 
to their establishment in any dispute. 

 4. The New Zealand Council of Trade Unions’ officers are to be 
consulted prior to any picket. 

 5. Other unions who have members who will feel the impact of this 
action must be informed and consulted regarding pickets. 

 6. If necessary, the NZCTU officers should be involved to seek 
clarification as to whether in fact a picket recognised by the trade 
union movement exists. 

 7. Pickets must clearly define their purpose. 
 8. Pickets are generally imposed to either a) prevent other labour 

coming into do the picketers' work; or b) restrict the supply or 
movement of goods of the firm directly involved in the dispute. 
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SECTION 5: EMPLOYMENT RELATIONS POLICY 
 
 
5.1 REDUNDANCY AND UNEMPLOYMENT 
 
5.1.1 ALTERNATIVES TO REDUNDANCY AND UNEMPLOYMENT 
 
5.1.1.1 That a more positive approach to redundancy and unemployment would be 

the re-establishing of full employment policies and the instituting of planning 
to put this into effect. 

  
5.1.1.2 That the general recognition by the political parties and the established 

economists of the continuation of a pool of unemployment be rejected by the 
union.  That conference stresses the need to place more emphasis on the 
shorter working week and work sharing without loss of pay and also presses 
all state and local bodies to extend the provision of socially useful work 
schemes. 

  
5.1.1.3 That this union urge government to make redundancy payments exempt from 

taxation and such payments should not be taken into account when qualifying 
for unemployment benefit. 

  
5.1.1.4 That this union promote the concept of a redundancy and retraining fund 

financed through levies on employers and subsidised by government.  The 
intention being that this will assist those employees dismissed under 
circumstances where a business goes into receivership and the worker is left 
with no chance of obtaining any compensation. 

  
5.1.1.5 That this union supports a legislated minimum level of redundancy 

compensation. 
  
 
5.2 EARLY CHILDHOOD EDUCATION 
 
5.2.1 That E tū actively promotes early childhood education as an employment 

issue and supports the provision of free ECE in line with free primary 
education.   

 
5.3                 LEGISLATIVE PROGRAMME 
 
5.3.1          That E tū support the minimum wage being set at two-thirds of the average 

wage. 
 
5.3.2              That E tū supports the 8 hour day and 40 hour week being put into legislation 

with a premium of time-and-a-half for all hours worked beyond this. 
 
5.3.3              That E tū support a legislated minimum of two 10 minute paid rest breaks and 

a half-hour unpaid meal break during an 8-hour working day. 
 
5.3.4            That E tū support workers employed by an employer as a “contractor” being 

able to seem a declaration from the court making them employees and giving 
them access to labour law protections including the right to collective 
bargaining. 
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5.3.5         That E tū supports a law being passed giving workers the right to force 
employers either singly or together to bargain with the union, with access to 
arbitration as a means of resolving any impasses as to the content of 
collective agreements (including MECAs). 

 
5.3.6           That E tū supports the repeal of all the restrictions imposed on unions being 

able to strike during the negotiation of collective agreements, that there be no 
dismissals for striking and there be no replacement for striking workers nor 
partial lockouts. 

 
5.3.7               That the Employment Relations Act make it compulsory to have the paid 

education leave provisions inserted into every collective agreement. 
 
5.3.8              That E tū supports legislation that allows unions to extend their industry 

collective bargaining standards to all employers in that industry. 
 
5.3.9               That E tū supports the removal of any legislative impediment to conduct 

secondary (sympathy) strikes. 
 
5.4 RANDOM DRUG TESTING 
 
5.4.1 That E tū acknowledges that there is widespread random drug testing 

occurring in workplaces but that swab testing be done as a default test to 
replace urine testing, with the union to pursue saliva testing be done by an 
independent source. 

 
5.5                 YELLOW UNIONS 
 
5.5.1               That E tū opposes all anti-union organisations such as Staff Associations, 

Company Unions and Bargaining Agents who actively work against the union 
to break down unity and union membership. 

 
SECTION 6: COLLECTIVE BARGAINING 
 
 
6.1 WAGE BARGAINING 
 
6.1.1 GENERAL POLICY 
 
6.1.1.1 The principle of an adequate living wage for a 40 hour week to be affirmed in 

all negotiations. 
  
6.2 ANNUAL HOLIDAYS 
 
6.2.1 That the union pursue through all collective agreements that the period 

between Boxing Day and New Year’s Day be added to the annual holiday 
entitlement for all workers as paid holidays. 

  
6.3 SEXUAL HARASSMENT 
 
6.3.1 That E tū puts on record its strong abhorrence of rape, sexual harassment 

and other forms of violence against women and endorses including in every 
collective agreement a sexual harassment clause including the right to strike 
over sexual harassment.   
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6.4 STOP-WORK MEETINGS 
 
6.4.1 That the union press for inclusion into all collective agreements paid quarterly 

union meetings for all delegates. 
 
6.5                 LABOUR HIRE WORKERS 
  
6.5.1               That E tū review its bargaining standards to ensure that managing the use of 

labour hire agencies is made a priority in the negotiation of collective 
agreements. 

 
6.5.2               That E tū make the organising of labour hire workers a priority using the 

mobilising of the directly-employed workforce, the communities involved, well 
targeted publicity and the legal system to pressure the employer of the labour 
hire company to establish the same rights for these workers as their directly-
employed equivalents. 

  
6.6 WORKING CONDITIONS FOR MEMBERS 
 
6.6.1 That E tū pursue through its collective agreements family-friendly working 

conditions for its members such as job sharing, the right to take time off 
during school holidays, the flexibility to take time off to accompany children to 
appointments (with employers taking responsibility for replacement workers 
to cover such leave) and access to phone calls in the workplace to allow 
communication in case of a family emergency. 

 
6.7 MINIMUM RIGHTS TO SICK LEAVE 
 
6.7.1  That the union supports a minimum level of 10 days sick/domestic leave per 

annum in all collective agreements. 
 
6.8 DOUBLE TIME ON PUBLIC HOLIDAYS 
 
6.8.1 That the union supports in union collective agreements of time worked on a 

public holiday to be paid at double time. 
  
6.9 REDUNDANCY COMPENSATION 
 
6.9.1 That E tū make it a priority that redundancy compensation is made a priority 

in all claims for union collective agreements. 
  
6.10 FREELOADING 
 
6.10.1 That E tū opposes the practice of freeloading (passing on union negotiated 

benefits) to non-union workers and ensures that all union bargaining raises a 
claim for a union advantage provision or a bargaining fee to be included in all 
collective agreement settlements. 

  
 
SECTION 7: OCCUPATIONAL HEALTH AND SAFETY 
 
7.1 GENERAL 
 
7.1.1 STATEMENT OF PRINCIPLE 
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7.1.1.1 It is a fundamental right of all working people to work in a healthy, safe and 
stress-free environment. 

 
 It is the right of all workers to know what substances and processes they are 

required to work with and the hazards associated with them. 
 
 A healthy, safe and stress-free work environment is achieved by the 

adaptation of work to fit the capabilities and needs of individual workers. 
 
 Employers have the basic responsibility for providing a healthy, safe and 

stress-free work environment. 
 
 Without prejudice to the health and safety of individual workers, it is the right 

of all workers to expect effective policing and monitoring of occupational 
standards by independent and impartial state agencies as part of the social 
wage. 

 
 It is the right of workers and their trade unions to be directly involved in the 

setting and review of occupational health and safety standards and to review 
the enforcement of standards by state agencies. 

 
 It is the right and responsibility of the union to train union officials and 

workers’ representatives in occupational health and safety. 
  
7.1.1.2 That E tū ensure that health and safety rights and protections are negotiated 

into union collective agreements. 
  
7.1.2 HEALTH AND SAFETY REPRESENTATIVES/COMMITTEES 
 
7.1.2.1 That there be a continued commitment by E tū to elect, train and resource 

health and safety representatives on members’ worksites to deal with health 
and safety issues using the organising model. 

  
7.2 HEALTH AND SAFETY MEMBER SERVICES 
 
7.2.1 OBJECTIVES 
 
7.2.1.1 The medium-term objective of the E tū health and safety service is as follows: 
 
 1. The first priority is the need for an active and aware rank and file. 
 2. To have competent delegates in the health and safety field. 
 3. To develop closer relationships with the departments of health and 

labour to influence the outcome of workers' complaints. 
 4. To promote legislation that will enhance the health and safety 

standards in the workplace and provide statutory rights for delegates. 
 5. To develop the potential of our organisers by equipping them with the 

basics of health and safety and the training where appropriate in the 
use of specialised safety equipment.   

  
7.3 WORKPLACE DRUG TESTING 
 
7.3.1  The union: 

1. Confirms its commitment to promoting and gaining improvement to 
workplace health and safety. 
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2. Acknowledges that workers who consume or are under the influence 
of alcohol or mind-impairing drugs while at work are a hazard to other 
workers. 

3. Confirms its commitment to cooperating in putting in place effective 
ways of eliminating such a hazard. 

4. Confirms that it is the employer’s responsibility to create and enforce 
rules against possession of or being under the influence of, alcohol or 
mind impairing drugs in the workplace. 

 
Random Drug Testing: 
1. Confirms its opposition to random drug testing by urine sample on the 

grounds that such testing: 
(a) Is inconsistent with the relationship of trust and confidence 

existing between employers and workers. 
(b) Disregards the autonomy of the individual, is undignified and 

unreasonably and unnecessarily intrusive of privacy. 
(c) Casts suspicion on non-impaired, innocent workers and 

effectively requires such workers to prove their innocence. 
(d) Is unjust and unfair because it requires coercion as there is a 

threat of disciplinary action in order to obtain compliance.   
Such compliance is therefore non-consensual. 

(e) Focuses on one possible and usually the least likely, cause of 
impairment to the exclusion of other more likely causes such 
as fatigue. 

 
Reasonable Cause Drug Testing: 
Where there is reasonable cause (i.e. there are behavioural or other 
indicators in an employee reasonably consistent with that employee being 
impaired and causes other than alcohol or drug impairment can be 
reasonably discounted), the union considers alcohol or drug testing may be 
appropriate with the true and free consent of members.   This can only be 
obtained by the prior agreement of those affected which ideally should be by 
considered inclusion in the employment agreement.  In any event, the 
employer should take such other legal steps as are in its power to preserve 
the safety and well-being of the employee and other employees while the 
hazard remains. 

 
Post-Incident Testing: 
Where an accident or near-miss incident may be reasonably attributable to 
worker impairment, then alcohol or drug testing may be appropriate either to 
determine whether alcohol or drug-induced impairment is a possible cause to 
be investigated, or to discount alcohol or drug-induced impairment as a 
possible cause. 

 
Drug Testing Safeguards: 
The following safeguards should apply: 
1. There is a demonstrable problem with drug or alcohol abuse in a work 

site which makes the site unsafe and justifies the introduction of 
alcohol and drug testing as an employment practice. 

2. Privacy is safeguarded by the adoption of the Australian New Zealand 
Standard Drug Testing procedure, including collection and 
quantitation protocols.  This does not allow for observation of the 
testing. 

3. Accuracy is safeguarded again by the adoption of the Australian New 
Zealand Standard Drug Testing Procedure or the most accurate 
method of testing available on the market. 
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4. Urine sampling replaced at the earliest possible opportunity by less 
invasive methods of testing as soon as they become readily available 
and are as accurate. 

5. Employers demonstrate proportionate attention to other hazards 
depending on their actual degree in the workplace, thus protecting 
employee safety. 

6. Employers concern themselves with impairment in the workplace 
alone and are not concerned with the legality or illegality of drugs. 

7. The focus of any such policy or agreement is rehabilitation consistent 
with hazard prevention and is not punitive. 

8. Employers provide appropriate assistance to the greatest extent 
practicable.  That assistance should be reasonable taking into 
account the nature and resources of the business and the length of 
service of the employee. 

9. Employers encourage disclosure by employees of impairment and 
conditions likely to cause a risk of impairment.  This requires 
education, support and, where possible, a non-punitive approach.  

10. Employers treat all employees equally. 
11. Employers treat medical information gained during the testing process 

appropriately. 
12. Employers use doctors to identify the problem accurately and interpret 

the information received from both the test and from interviewing the 
person showing reasonable cause for concern. 

13. Employers safeguard against abuse of managerial power by 
appropriately training managers and clinicians and by auditing the use 
of testing to thwart abuse. 

14. Employers provide constructive and adequate health and safety 
education, including education on hazard impairment due to drug or 
alcohol use in the workplace. 

15. Employers also educate on the assistance they provide and the 
process for reasonable cause testing agreed to. 

 
7.4 FREE MEDICALS FOR ALL WORKERS 
 
7.4.1 That E tū demands that the government provides free medicals for all 

workers annually and to include mole mapping, cholesterol testing and eye 
testing noting that it is a public health issue and noting that many employers 
already provide baseline hearing testing and sight testing. 

 
7.5                 SMOKE-FREE BARS AND RESTAURANTS 
 
7.5.1               That E tū supports smoke-free restaurants, bars and casinos as passive 

smoking is a health and safety risk for workers. 
  
 
SECTION 8: APPRENTICESHIPS 
 
 
8.1 GENERAL 
 
8.1.1 That the basic principles of E tū policy on an apprenticeship be: 
                       - that they be competency and workplace based 
  - that it continue to have an element of time related where it is relevant    
 - that it be involved and have a connection with the relevant industry that the  

training is related to 
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 -  that the qualifications be portable and be part of a National qualification 
framework; 

 -  that the apprentices be able to complete their apprenticeship upon 
completion of thereoritcal and practical assessment; 

 - that it produce qualifications which are nationally acceptable within the 
applicable industry 

  
 That apprentices be able to complete their contract upon successful 

completion of theoretical and practical assessment. 
 
 That E tū supports a modular approach to apprenticeship with: 

 - different times for different trades; 
 - further development of pre-apprenticeship training and other forms of 

broad-based initial training; and 
 - the opportunity of transfer and addition of higher skills. 

  
8.1.2 That the union continue to oppose the development of non-work related trade 

training schemes.   
 That the development of pre-apprenticeship training be pursued through the 

rationalisation of existing off-job training programmes where these are 
standardised to an acceptable level. 

 
 That we urge government to make available financial assistance for non-

work-based training programmes in Technical Institutes in provincial areas of 
high unemployment. 

  
8.2 APPRENTICE FEES 
 
8.2.1 That the half rate union fee usually applied to apprentices now be applied for 

all apprentices under a training agreement irrespective of pay rate or whether 
or not they are an adult apprentice. 

  
8.3 APPRENTICESHIP CONTRACT PROTECTION 
 
8.3.1 That the Act be changed to provide that where a business is sold that 

protection of the contractual rights of the apprentice be transferred to the new 
proprietor to allow the apprenticeship to be completed. 

  
 
SECTION 9: EDUCATION AND TRAINING 
 
 
9.1 LEARNING REPRESENTATIVES 
 
9.1.1 That E tū supports the learning representatives’ programme and will lobby 

government to give learning representatives the same status as health and 
safety representatives 

 
9.2                 UNION REPRESENTATION 
 
9.2.1 That E tū lobby government to ensure that workers’ representation (unions) 

be included in public bodies that directly affect workers, e.g. ACC and ITOs 
(Industry Training Organisations) and others. 

  
9.3 REIMBURSEMENTS 
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9.3.1 That the union pay the cost of overnight accommodation when such 

accommodation is deemed necessary by the union for approved delegates 
attending trade union education courses.  This does not include the overnight 
allowance paid to union representatives on authorised union business. 

  
9.3.2 That the rules that govern reimbursements for union courses be reviewed to 

ensure consistent application nationwide. 
  
  
SECTION 10: ADDITIONAL SERVICES TO MEMBERS 

 
10.1 INDUSTRIAL HARDSHIP FUND 
 

POLICY ON INDUSTRIAL HARDSHIP FUND, STRIKE FUND AND 
VARIOUS SCHOLARSHIP FUNDS NEED TO BE CONSIDERED AS PART 
OF THE E tū FINANCIAL POLICIES AND THEN INCORPORATED INTO 
THIS DOCUMENT. 

 
SECTION 11: ECONOMIC POLICY 
 
11.1 GENERAL PRINCIPLES 
 
11.1.1 That E tū supports in principle that society owns the socially created means 

of production, distribution and exchange. 
  
11.1.2 The union supports the policy of consensus, however, it believes that 

consensus is not imposed, but based on all the social partners’ negotiating 
policy. 

 
 The union does not see 'market forces' as having a paramount role in the 

economic policy. It sees the need to distinguish two elements of market 
forces: 

 
 1. Information: Supply and demand provide very important signals in 

terms of what is required, suitable prices, modes of production etc.  
These must obviously be major considerations in economic policy, but 
the union would argue that they should not be the only ones. 

 2. Decision-making:  'Market forces' in effect mean freedom for people 
in the existing power structure to make decisions to their benefit, with 
little or no consideration necessary regarding the consequences on 
others.  In our society, increased reliance on market forces means a 
shift of power to the business sector, with a peripheral (and reducing) 
involvement for governments, workers and community groups.  The 
union rejects this element of the market approach. 

  
11.1.3 The union attaches greatest importance to the concept of tripartism; that is 

that decision-making should be on the basis of the social partners - 
government, unions and business - negotiating and jointly arriving at 
decisions.  There may also be an appropriate role for a fourth sector, i.e. 
community and similar groups. 

 
 The first three areas are decision-making at government level: 
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 1. With the government and the central union and employer 
organisations prior to each wage round - to establish wage guidelines 
for the round as part of a package on wage movements, changes in 
other incomes, changes in taxation in the social wage, labour market 
policy and government industrial policy. 

 2. Ongoing involvement in decision-making (and not simply consultation) 
- e.g. the Industries Development Commission, the Industrial 
Relations Council, the Budget task force and other bodies that may 
supersede these. 

 3. Involvement in a future government body to plan government 
investment. 

 
 The union sees its involvement in industry at two levels: 
 
 1. Industry and sector planning via industry/sector level councils dealing 

with investment, job creation, regional development etc.  The work of 
the various councils to be coordinated centrally with government to set 
overall targets and provide appropriate industry support programmes. 

 2. Possible future involvement of workers at company or workplace level, 
e.g. works councils etc. (this may also require reforms of company 
and industrial law).  This policy is based on the principle of setting the 
traditional roles of workers and management to one side and 
recognising the legitimate and responsible role of workers' 
organisations in decision-making. 

  
11.2 GOVERNMENT ECONOMIC POLICY 
 
11.2.1 That E tū resolves to pursue with government through the NZCTU: 
 

1. That the Reserve Bank Act be amended to set the Reserve Bank 
objective to be price stability without compromising long run full 
employment, economic growth and a sustainable balance of 
payments. 

2. That the policy targets agreement require the Reserve Bank to aim for 
a level of inflation no higher than an appropriately weighted average 
of New Zealand’s main trading partners. 

 
 That in the long-term, economic growth and full employment depends upon 

strong sustainable tradeable sector growth, so that all economic policies 
should be evaluated on the basis to which they contribute to the tradeable 
sector performance and that, in particular, monetary and financial policy be 
redirected to that end. 

  
11.3 INDUSTRIAL DEMOCRACY 
 
11.3.1 That E tū supports working families being given a bigger say in the economic 

life of their community.  The union also supports industrial democracy in and 
across workplaces. 

  
11.3.2 That E tū endorses the principle of participation and the sharing of profits in 

industry by workers. 
  
11.3.3 That E tū support the right of every worker to enjoy democratic rights as a 

worker comparable to a political right as a citizen. 
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11.4               PRIVATISATION 
 
11.4.1 That E tū confirm that publicly-owned assets should remain publicly owned 

while partially publicly-owned strategic assets (e.g. airport companies, energy 
companies) should remain in majority New Zealand ownership or taken into 
full public ownership. 

  
11.5 FOREIGN OWNERSHIP 
 
11.5.1 That E tū lobbies for government to restrict foreign ownership of key New 

Zealand assets and otherwise uses economic management policies and 
instruments which have as their objective the growth of high quality/high paid 
jobs in New Zealand and the raising of living standards. 

  
11.6 IMMIGRATION 
 
11.6.1            Immigration should not be used as a solution to the failure of the New 

Zealand industry training system to train sufficient New Zealanders to 
maintain the level of skills required in our workforce. 

 
11.6.2             The union states its clear opposition to government and employers who 

demand to recruit skilled labour from outside New Zealand and demand that 
shortages in the labour force should be overcome by coordinated structural 
training systems, new apprenticeships and retraining programmes, which will 
be complemented by more effective human resources planning by our 
companies. 

 
11.6.3             We reaffirm our support of an immigration programme: 
 

1. That reflects balance on the right to family reunification and 
humanitarian concerns. 

2. That reflects the economic and social needs of New Zealand. 
3. That provides for planned assistance and settlement programmes for 

migrants as they arrive in New Zealand 
4. That recognises the post war migration programmes 
5. That recognises that sound policies relating to our population and 

immigration are fundamental to the economic, personal, community 
development and growth of New Zealand society. 

 
11.6.4             E tū condemns any suggestion that immigrants are responsible for our 

economic crises of the past or associated problems. 
 
11.6.5             E tū condemns those who argue that immigration is the cause of 

unemployment in order to inflame racism, create divisions in the working 
class and in our society and to deflect attention away from the real causes of 
our economic and social concerns. 

   
11.19 TAXATION 
 
11.19.1 That E tū supports the following aspects of a taxation policy: 
 

1. The removal of secondary tax for those who earn less than $50,000 
annually. 

2. Introduction of a capital gains tax exempting owner-occupied homes 
3. A strengthening of the taxation laws to prevent tax avoidance, 

including corporate tax loopholes. 
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4. Increasing and applying the full penalties against breaches of tax 
laws. 

5. The broadening of the tax base to increase the equity of the system 
so as to address increasing income and wealth inequality. 

6. Reducing and eventually getting rid of regressive taxes such as GST. 
  
 
SECTION 12: SOCIAL EQUITY POLICY 
 
 
12.1 GENERAL 
 
12.1.1 That E tū works with wider allies to oppose the growth in economic and 

wealth inequality in New Zealand and to support action to address this issue.
  

12.1.2 The union sees a need for redistribution in social spending to ensure that it is 
being directed to areas of greater need.  However, it recognises the 
economic and political difficulties in making changes in this area.  It also has 
reservations about the excessive use of the principle of 'targeting', which may 
create anomalies and may undermine the principle of universality. 

 
 The union rejects the approach of using the tax/social security system to prop 

up the corporate sector; whether by tax incentives and subsidies, under-
priced government services, or tax cuts/benefits to restrain wages below 
those necessary for a reasonable standard of living.  It expects such 
measures will not become a permanent feature of the taxation and social 
security system. 

 
12.2 SOCIAL WAGE 
 
12.2.1 HEALTH 
 
12.2.1.1          E tū supports a publicly funded free public health system that is not driven by 

the needs of private providers but the needs of New Zealanders. 
 
12.2.2 SUPERANNUATION 
 
12.2.2.1          E tū supports the current New Zealand universal superannuation payments to 

be paid at age 65 and to be adjusted by movements in the average wage. 
 
12.2.3 ACCIDENT COMPENSATION  
 
12.2.3.1 That E tū support returning ACC to a social insurance model in accordance 

with the original principles enunciated by its architect, Sir Owen Woodhouse, 
and that the scheme properly reflects the original social contract of 
comprehensive cover in exchange for losing the right to sue the unsafe 
employer. 

  
12.3 MAORI 
 
12.3.1 That E tū affirms and supports the economic and social struggle of the Maori 

people because the struggle of the Maori people is an integral part of the 
wider struggle for justice for the working people of New Zealand. 

  
12.4  SOCIAL JUSTICE 
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12.4.1 That E tū supports a social justice agenda: 
 
 Definition: 
 The collective responsibility by individuals combining in their communities to 

ensure that all people have equal opportunities and rights including: 
(a) The right to an income which ensures that the essential needs of life 

are met. 
(b) The right to essential quality of life needs such as health care, 

education, social welfare benefits and public transport. 
(c) The right to work and to be able to contribute to society. 
(d) The right and freedom to develop individually provided the rights of 

others are not infringed and the environment is not harmed. 
(e) The right to access to resources to participate in the community. 
(f) The right to participation in the decisions which affect us. 

 
 We jointly, through our collective activity, have a responsibility to uphold 

these ideals and to pursue these principles in union activity; to take the notion 
of social justice principles actively out into the communities, business, 
commercial and other environments to challenge the new right ideologies. 

 
 General Principles: 

(a) Wealth and income distribution are desirable social goals. 
(b) Full employment is our goal. 
(c) Such policy measures may include: 

(i) Narrowing the wages gap between the high and low paid and 
supporting the extension of the living wage; 

(ii) Redistributing through minimum family income transfers and 
progressive taxation; 

(iii) The introduction of wealth taxes, capital gains tax and other 
state collection methods; 

(iv) A realistic application of average wage indices to pensions and 
protection of income standards for the aged;  

(v) A uniform base to apply all social welfare benefits on a 
universality basis and the rejection of targeting; and 

(vi) Mandatory social impact reporting. 
  
12.5 BUDGETING AND EMPLOYEE ASSISTANCE SERVICES (EAP) 
 
12.5.1 That the union continue to work to ensure that EAP services are available in 

the workplace either under collective agreements or under workplace health 
and safety policies and that the union work to ensure budgeting services are 
accessible to working people including, where necessary, having time off 
work to enable workers to access them. 

  
 
SECTION 13: INTERNATIONAL 
 
13.1 PEACE AND DISARMAMENT 
 
13.1.1 That E tū actively supports all standing agreements made by governments 

opposing the use of nuclear weapons and opposes all kinds of nuclear 
weapons and nuclear testing. 
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13.1.5 That as a symbolic affirmation of our nuclear policy, [national executive] 
resolves that all union offices be declared nuclear free zones. 

  
13.1.6 That E tū supports the legislation banning nuclear armed and propelled 

warships from New Zealand ports. 
  
13.2 INTERNATIONAL TRADE UNION ORGANISATIONS 
 
13.2.1 GENERAL 
 
13.2.1.2 That E tū believes that the struggle between capital and labour is a global 

struggle and supports a policy of maintaining close contact and solidarity with 
trade unions throughout the world. 

  
13.2.2 INTERNATIONAL UNION AFFILIATIONS 
 
13.2.2.1 That E tū maintains its affiliation with the following Global Union Federations: 
 1. Uni-global 
 2. International Union of Food workers 
 3. IndustriALL. 
 4. International Transport Workers Federation 
 5. International Journalists Federation 
 6. FIM (musicians) 
                       7.         Building Workers International 
  
13.6              APEC 
 
13.6.1           That E tū opposes APEC on the grounds that its agenda of global privatisation 

undermines workers, in particular, the low paid through the lowering of their 
working conditions and wages and the removal of jobs. 

 
13.7              TRANS-PACIFIC PARTNERSHIP AGREEMENT 
 
13.7.1           That E tū is opposed to any trade and/or investment agreements, such as the 

TPPA, that allow private foreign corporations to sue the New Zealand 
Government over decisions or laws that are passed to benefit the interests of 
New Zealand working families. 

 
SECTION 14: POLITICAL PARTIES 
 
 
14.1 FORMAL RELATIONSHIPS 
 
14.1.1 That E tū will develop strong formal relationships with centre-left 

parliamentary political parties that are share and are willing to promote the 
interests of workers, their families and communities. 

 
14.1.2             That E tū will maintain its affiliation to the NZ Labour Party. 
 
14.1.3            That E tū will maintain a formal relationship with the Green Party through a re-

negotiated Memorandum of Understanding that takes into account the 
strategic issues of our members. 

 
14.2 LABOUR PARTY CONFERENCE 
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14.2.1 VOTING 
 
14.2.1.1 When E tū delegates to Labour Party conferences do not receive specific 

instructions on how to vote by the union, the majority decision thereon by the 
union delegation is binding on all our delegates. 

  
14.5 E tū REPRESENTATIVES ON LECs 
 
14.5.1  That the union maximises its efforts to ensure that as many E tū reps on 

Labour party LECs are elected or endorsed by delegate forums. 
 
 
SECTION 15: ENVIRONMENT/CLIMATE CHANGE 
 
15.1 Statement of Principle: 
 We recognise that the formation of the E tū represents the bringing together 

of the many different critical industry sectors of the new union. 
 
 Accordingly, we reaffirm our commitment to the responsible use of New 

Zealand resources, with due care for the effects upon the environment. 
 
 Mining: 
 E tū reaffirms our policy on mining, recognising the significant sector of 

membership interests in mining and metals-based manufacturing in E tū. 
 
 Packaging: 
 Conference notes its concerns at the inadequate labelling and warnings to 

consumers and the community on packaging and advertising of harmful 
substances. 

 
 Conference recognises that many packaging items can be both dangerous to 

the individual and a serious source of pollution to the community as a whole. 
 
 Delegates call on the government to continue to promote the responsible use 

of plastics and packaging of goods, including recycling and safe community 
storage. 

 
 General: 
 E tū delegates endorse the need to prosecute companies who indulge in 

malpractice stemming from   activities which have adverse effects upon the 
work environment and the NZ environment. We call on E tū delegates and 
members to participate in exposing undesirable practices in the interests of 
our environment. 

 
 E tū endorse and support the requirements for products being produced 

under strict quality controls so as to conserve resources and we condemn the 
practice of inbuilt obsolescence. 

 
 
15.2  CLIMATE CHANGE 
 
  1. That the E tū support programmes and policies to reduce carbon 

emissions overall. 
  2. That in view of the decision of the government to introduce an 

emissions training scheme, E tū seek to work with relevant 
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businesses and industries and the NZCTU to ensure that the 
development of the ETS incentives economy-wide reductions in 
emissions without compromising heavy industry and other industry in 
which E tū members are employed, but without minimising the 
contribution that those industries must make to emissions reduction. 

  3.  That the E tū work closely with the CMFEU Mining Division on climate 
change issues  

 
4.  That the union prioritises climate change as a major area of work of 

the union alongside industrial relations, manufacturing skills/training 
and health and safety. 

   
15.3. QUALITY AND ENVIRONMENT STANDARDS ON IMPORTED GOODS 
 
15.3.1 That the need for quality and environment standard labelling on imported 

goods be investigated further and reported back to the next conference. 
 
15.4               GENETICALLY ENGINEERED FOOD 
 
15.4.1            That E tū actively oppose genetic engineering in food and crop production. 
 
16.  INDUSTRY DEVELOPMENT 
 
16.1 General Policy Statement 
 
16.1.2 That E tū policy on matters relating to economic reconstruction and 

manufacturing development is summarised in the following points:  
  1. Improvement in levels of employment. 
  2. The maintenance and improvement of real incomes. 
  3. A fair distribution of the income wealth throughout the community. 
  4. The importance of the manufacturing sector to the economy. 
  5. The desirability of setting up tripartite industry councils to coordinate 

the planning process across industry. 
  6. The desirability of providing assistance at industry level to support 

each industry's targets. 
  
16.1.3 The union recognises the need for development of secondary and tertiary 

industry to promote economic growth, improve standards of living, create jobs 
and place the economy on a sound, more sustainable basis.  It accepts the 
need for a reform of government assistance, which has clearly not been 
effective in achieving these goals in recent times.  However, it sees the 
following elements as necessary for a reform of this area of policy: 
- investment policy must result in resources going into productive 

investment that creates jobs and decent incomes (not simply boosting 
profits) and not into speculation; 

- it clearly involves a planned approach to establish and, if necessary, take 
action to counter social costs of policy changes, impact on jobs, regions, 
the environment etc; 

- the policy should tie assistance into results and not simply into 
theoretically-based promises about the benefits of efficiency; and 

- it will involve an active government role in actual decision-making, 
targeted support and direct investment if necessary.  In some cases - 
e.g. the housing industry - government action is crucial. 

 
Ends



 

 

 


