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Foreword

The Government has a vision for a highly skilled, innovative and inclusive economy that
delivers good jobs, decent work conditions and fair wages, while supporting economic
growth and productivity. Achieving pay equity is a critical part of this.

In particular, as we rebuild after the economic downturn caused by the COVID-19 global
pandemic, we must ensure our economic recovery plan creates jobs and encourages
employment that pays fairly and equitably.

Pay equity is more than paying men and women the same for the same job. It's
fundamentally about fairness and valuing the work of all New Zealanders.

The amendments made to the Equal Pay Act in 2020 enable employees in female-dominated
occupations to have a clearer pathway to pay equity.

The law change gained the unanimous support of Parliament, and will be a game changerin
terms of making it easier for women to ensure they are paid fairly for the work they do.

The Equal Pay Amendment Act allows individual employees and unions raise a pay equity
claim directly with an employer, using a framework that is aligned with New Zealand’s
existing bargaining framework.

This approach removes barriers for workers and unions to raise a pay equity claim, and
ensures a collaborative process for workers, unions and businesses to get the best outcome
for their workforce.

The principle behind the Act is that work performed by women in female dominated
workforces should be paid the equivalent by men in male-dominated workforces where
similar skills, responsibilities and effort are required.

A modern and more effective system for addressing pay equity claims is just one step in a
long journey towards gender equality.

As the Minister for Women and the Minister for Workplace Relations and Safety, it gives us
great pleasure to introduce the Guide to Good Practice for Pay Equity. This guide will help
employers and employees navigate the pay equity process from the point of raising a claim
through to settlement, and will increase the understanding of pay equity.

Achieving pay equity for women benefits everyone — and the work does not end here.
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1.1 Purpose

This is an introduction to the Equal Pay Act 1972 (the Act), as amended by the Equal Pay
Amendment Act 2020. It is for any employers, employees, and unions who are involved
in pay equity claims and has information on raising and responding to claims.

This resource explains the claims process. More information on the work assessment,
bargaining and settlement phases of the process will be published on the Employment
New Zealand website.

The resource:

> provides background to the Act

> helps identify the processes for raising and responding to a pay equity claim or claims
> provides links to additional resources for pay equity.

If you are an employee or a union, you can use the resource to:

> get practical advice on the steps you need to follow to raise a claim
> consider what is required for a claim to be arguable

> getadvice on what remedies can be taken if there is a dispute.

If you are an employer, you can use the resource to find out what to do if you receive a claim
from an employee, or from a union with union members in your workplace.
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1.2 What is pay equity?

Pay equity means women and men are paid the same for work that is different, but of
equal value. Pay inequity is caused by systemic sex-based discrimination leading to the
undervaluation of work that is predominantly performed, or mostly done, by women.

What is pay equity?

EQUAL PAY PAY EQUITY PAY PARITY
Equal pay means women and Pay equity means women Pay parity means the same
men are paid the same for and men are paid the same pay for the same work
doing the same work. for work that is different, but across different employers,
of equal value. organisations and workplaces.

Employees or unions who consider work to be undervalued due to systemic sex-based
discrimination can raise a pay equity claim using the process set out in the Act.

There are three claim types in the Act:
> pay equity claims
> equal pay claims

> unlawful discrimination claims.

The Act provides a new process for pay equity claims, while leaving the processes for equal
pay claims and unlawful discrimination claims as intact as possible.

What does the Act do?

The Act sets out a process for employees, unions and employers to resolve pay inequity
issues where there has been systemic undervaluation of work due to sex-based
discrimination. This is when female-dominated jobs are paid less because the work is

done by women. It allows an employee or union to raise a pay equity claim directly with

an employer. The Act will ensure that people who consider they have a pay equity issue can
investigate the problem with employer(s) without having to make a claim in the court in the
first instance.

Addressing pay equity is important in working to close the gender pay gap, and to ensure
that the value of work is not impacted by sex-based discrimination.

The benefits of pay equity may go further than those directly benefiting from a pay equity
settlement. The flow-on effects of pay equity can positively impact people’s whanau and
wider community.
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It can be difficult to know whether you have a pay equity issue.

If you consider that your work may have been undervalued because of systemic sex-based
discrimination and that you have an arguable claim, you might consider raising a pay
equity claim.

2.1 What is an arguable claim?
A pay equity claim is to be arguable to go to the work assessment stage of the pay equity
process. A claim is arguable if:

> the claim covers work that is now or has been predominantly performed by female
employees who make up, or have made up, approximately 60 percent or more of the
workforce

> itis arguable that the work is currently undervalued or has historically been
undervalued'.

The work of an employee might be undervalued due to a number of factors, including?:
> the origins and history of the work

> any social, cultural or historical factors

> ifthe work is considered to be women’s work

> if the type of work requires employees to use skills or qualities that have been associated
with women and not needing payment.

Other issues that have led to undervaluing the work on the basis of sex can include:
> adominant source of funding

> alack of effective bargaining

> occupation segregation, where mainly women work in a particular occupation

> employers failing to properly assess the remuneration that employees should have
received for the nature of the work, the levels of responsibility, work conditions, and
degrees of effort

> any other feature of the relevant market, industry, sector or occupation.

Under the Act, work is not limited to an occupation within a single employer when deciding
whether a claim is arguable.

2.2 Raising a pay equity claim

An employee can raise and settle a claim with an employer on their own, but only unions can
raise and settle claims for groups of employees. Unions can raise pay equity claims for union
members covering employees who do the same or substantially similar work. Non-union
members doing the same or substantially similar work can then be covered by the union
claim after they're notified about it, unless they opt out.

A group of employees who are not unionised have the option to join a union or form a union
to raise a collective pay equity claim.

The Employment Relations Act 2000 (sections 13-16) sets out the requirements for forming
a union.

1  See sections 13F(1)(a) and (b) of the Act.
2 See section 13F(3) of the Act.
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Raising an individual claim

If you consider your claim is arguable, you must tell your employer in writing:
> that the pay equity claim is made under the Equal Pay Act 1972

> your name and address

> the date of the claim

> your occupation, position, and a brief description of the work you do

> information showing that it is arguable there is a pay equity issue because the work
you do is undervalued, as outlined in Section 2.1.

If you have someone to act on your behalf, you also need to give your employer your
representative’s name and contact address as part of your claim.

Individuals can’t raise a claim if they have already settled a pay equity claim or are covered
by a union-raised claim for the same or substantially similar work. If they opt out of the
union claim, they can choose to raise an individual claim.

The process for pay equity claims raised by individual employees

Raising a claim

An employee can raise a pay equity claim if they do work that is
(or was historically) female-dominated and there are factors that
indicate the work is currently or has historically been undervalued.

The employer m decide within 45 working days whether
they consider the claim is an arguable pay equity claim.

The employer agrees, and parties The employer does not agree, and the
proceed to bargaining. employee(s) challenge this decision.

Notification, examining the Resolving disputes
work, and bargaining The dispute resolution process is tiered,
and at any point parties can be referred
The employer must notify all their other back to the bargaining table.

employees who do the same or substantially
similar work as the claimant within 20 working
days.

The employer and employee or union work
through the pay equity bargaining process. The parties reach an impasse
This involves an assessment of the work of the
claimant and suitable comparator occupations. Parties referred back to bargaining ation by the Employment Relations
If a pay equity issue is identified, parties will ority or Court of issues under dispute
then bargain to determine a settlement that
does not differentiate on the basis of sex.

Once the Employment Relations Authority

The parties reach an agreement. makes a fixing determination, parties cannot
be referred back to bargaining.

A pay equity outcome includes a settlement with remuneration, any terms and conditions of employment and a pay equity review process.

Alternatively, the outcome may be an agreement or determination that pay inequity does not exist.

n
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If your claim is arguable, you and your employer will enter into the assessment process.
Employers and employees need to work together and act in good faith to progress the work
assessment. Part of this process will include jointly assessing the claimant's work and the
work that has been identified as being potentially comparable.

Comparable work may involve work that is done by male comparators that is:

> the same or substantially similar to the work related to the claim

> different to the work related to the claim, but involving the same or substantially similar
skills, experience, responsibilities, working conditions, or effort.

Comparable work can also involve any other female or male comparators that parties
consider useful and relevant.

There will be more information on work assessment and finding comparable work that will
be available on the Employment New Zealand website.

If the work assessment has been completed and a pay equity issue has been found, you will
need to enter into bargaining with your employer.

New employees

If a union has raised a claim in your workplace which has already been settled, your employer
must offer the benefit of the settlement to all new employees doing the same or
substantially similar work who start after the settlement date. If the employee accepts the
offer, the new employee can't raise their own pay equity claim.

If a claim raised by an individual employee has been settled in your workplace, a new
employee can raise their own claim with that employer even if they have accepted the
settlement offer.

Existing employees

If a union-raised claim is settled in your workplace, the settlement offer must be extended
to employees who were not covered by the union claim. Employers can extend the
settlement offer of an individual claim. This applies to any employees who do the same or
substantially similar work.

You can’t raise your own claim if you have already accepted a settlement offer from your
employer.

Who might not be able to raise a pay equity claim?

You will not be able to raise a claim as an individual if you have:

> raised or settled a pay equity claim for the same or substantially similar work

> already accepted a pay equity settlement offer for the same or substantially similar work

> accepted a settlement for a claim raised by a union, including if you start a new job
where a union-raised claim has been settled.

Where you have already accepted a pay equity settlement, you also won't be able to make
a complaint under the Human Rights Act 1993 or pursue a personal grievance under the
Employment Relations Act 20003 for the pay equity issue.

Unions raising a claim

Unions can represent and lead employees through the pay equity claims process, and bring
together the views, analysis and experiences of employees when negotiating and settling

3 New employees are not barred from raising a claim if they accept the offer of an individual settlement.

12
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pay equity claims. They do this by advocating, communicating and engaging with
the employer.

A union can make a pay equity claim on behalf of members and which covers non-union
members who are doing the same or substantially similar work. Non-union members can
choose to opt out of a union-raised claim.

If a union considers a claim is arguable, the union must tell an employer in writing:
> that the pay equity claim is made under the Equal Pay Act 1972

> the union name and an address, or for each of the unions if more than one are
acting jointly

> the date of the claim

> abrief description of the work performed by the employees to be covered by the
union claim.

Where a claim is being raised with multiple employers, unions must also include a notice to
each employer. The notice must state that each employer has an obligation to enter into a
multi-employer pay equity process agreement with the other employers involved in the claim.

For a multi-employer claim, unions must also give a brief explanation of how the work done
by the employees covered by the claim is considered to be the same or substantially similar.
2.3 What does it mean for employees when a union raises a claim?

If a union raises a pay equity claim that covers your area of work, you will be automatically
The process for pay equity claims raised by unions

Raising a claim

A union can raise a pay equity claim on behalf of its members who do work that is (or was historically)
female dominated and there are factors that indicate the work is currently or has historically been
undervalued. The union can represent member employees who perform the same or substantially similar
work across employers.

The employer must decide within 45 working days whether
they consider the claim is an arguable pay equity claim.

The employer agree! The employer(s) do(es) not agree, and the
and parties proceed to bal employee(s) challenge this decision

Notification, work assessment, bargaining and
endorsement of settlement agreement

Resolving disputes

If a worker opts out, they can The dispute resolution process is tiered,

choose to raise their own The employer(s) must notify all employees and at any point parties can be referred
individual claim. Alternatively who do the work described in the claim within 20 working back to the bargaining table
they will be offered the final days. Union claims cover all employees who have not made
union settlement, however their own claim. Non-union employees can opt out of the

M
they will have no input or union-led claim up until the endorsement vote. The parties —

vote in the process. reach an impasse

Facilitation
The union(s) and employer(s) work through the pay (can be used in certain situations)
equity bargaining process. This involves an assessment of the
work of the claimant and suitable comparator occupations.
If a pay equity issue is identified, parties will then bargain to Parties referred
determine a settlement that does not differentiate on the backto
basis of sex. bargaining

Determination by the Employment
Relations Authority or Court of issues
under dispute

A majority vote against
the settlement. Parties
return to bargaining.

Fixing
The parties reach an agreement. Once the Employment Relations Authority

Employees represented by the union, and those who have

makes a fixing determination, parties cannot
not opted out, are notified and vote on whether to be referred back to bargaining.

approve the proposed settlement.

A majority vote to endorse the proposed settlement

A pay equity outcome includes a settlement with remuneration, any terms and conditions of employment and a pay equity review process.
Alternatively, the outcome may be an agreement or determination that pay inequity does not exist.
A settlement would apply to all employees represented by the union. The settlement will also be offered to employees who opted out of union bargaining or are not members of the union
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covered by the claim once your employer notifies you, unless you opt out.

You can be covered by a union-raised pay equity claim when one of the following situations
applies:

SITUATION 1:

A union raises a claim on behalf of all members doing your kind of
work and you’re a member of that union.

If you are a member of a union that raises a claim, you will automatically be part of the claim
if you do the work that is the same as or substantially similar to the work set out in the
claim. You will be covered from the date the claim is raised.

An employee who is a member of a union may not opt out of a claim raised by that union
while remaining a member of the union.

However, they may wish to contact their union representative to discuss options available.

SITUATION 2:

A union raises a claim on behalf of its members doing the same or
substantially similar work and you are not a member of that union.

Even if you are not a member of the union raising a pay equity claim, you might still be
covered by the claim unless you have opted out. If you are covered by a claim like this you
are known as an affected employee.

Affected employees

When a union has raised a pay equity claim for their members to cover all employees who
perform the same or substantively similar work who work for the employer or group of
employers, all other employees of the same employer(s) who do the same or substantively
similar work are covered by the claim. They will be covered once they are notified by their
employer that the claim is arguable unless they opt out. Go to Section 2.4 to find out more
about opting out of a claim.

See Appendix 1 for more information on the details that must be included in an
employer’s notice to affected employees.

14
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Some employees will not be automatically covered by a union claim. This could apply if
they have:

> chosen to pursue their pay equity claim under another Act*

> already raised or settled a pay equity claim for the same or substantially similar work as
the union-raised claim

> accepted an offer of a pay equity settlement for the same or substantially similar work
covered by the union-raised claim.

SITUATION 3:

You join a workplace where there is a current pay equity claim

If you start a new job and find that your work is covered by a union-raised pay equity claim,
you will be notified and automatically included in the claim unless you opt out.

Within 20 working days of you starting your new job, your employer must give you:

> anotice about the claim (see Appendix 1)

> information on what this means for you

> details on how you can opt out.

2.4 How to opt out of a union claim
If you're not a union member and are covered by a claim, you can choose to stay part of the
pay equity claim or opt out.

To opt out of a union claim, you must tell your employer in writing that you’'re opting out of
the claim. If you opt out within 20 working days of receiving notice of the claim, you only
need to tell your employer. After this date, you must tell both your employer and the union
that you're opting out.

If you choose to opt out of the claim, you can do this any time before the date:

>  employees will vote on a proposed settlement

> the union applies for the Employment Relations Authority (ERA) for determination.

If you don't opt out within 20 working days of receiving the notice of the claim, your
employer must share your contact information with the union for representation purposes,
but you can still opt out of the union claim after this time.

If you're @ member of the union raising this claim, and want to opt out, speak to your union.

4  Employees can take only one of the following steps:
> a pay equity claim under this Act
> a complaint under the Human Rights Act 1993
> a personal grievance under the Employment Relations Act 2000.
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3.1 When could employers receive pay equity claims?

Pay equity claims may be raised with an employer when:

1. Anindividual employee raises a pay equity claim with their employer

2. Asingle union raises a pay equity claim with a single employer for their members to
cover employees who do the same or substantially similar work

3. Multiple unions raise claims with one employer for their members to cover employees
who do the same or substantially similar work.

This could take place for example in large workplaces where there is more than one union
that represents members who do the same or substantially similar work.

Claims raised by more than one union for their members to cover employees who do
the same or substantially similar work for the same employer must be consolidated,

or joined together, before the claim is settled. This means an employer will engage with
a single claims process instead of multiple separate union claims.

You must give notice to each union within five working days of the claim being raised
that they must consolidate.

4. A single union raises claims for members to cover employees who do the same or
substantially similar work across multiple employers.

5. Multiple unions raise claims with multiple employers for their members to cover
employees who do the same or substantially similar work. Any union claims related to
the same work with one or more employers must be consolidated, or joined together.
Unions must have at least one member working for each employer and doing the same
or substantially similar work covered by the claim.

Each employer who is part of a multi-employer pay equity claim raised by one or more
unions must enter into a multi-employer pay equity process agreement with the other
employers involved in the claim. Any employer can apply to the Employment Relations
Authority (ERA) for direction if they can’t agree on a process agreement. For more
information, go to Section 3.4.

3.2 How to respond to a pay equity claim

If a pay equity claim is raised with an employer, employers need to know how to respond.
Within five working days of receiving the claim, you must:
> acknowledge you have received the claim by giving a notice to the claimant

> give a notice to every union who has members with the employer that do the same or
substantially similar work covered by the claim.

These notices to unions must be:

> written in plain language

> attached to a copy of the pay equity claim.

If a claim is raised by an individual employee, the attached copy of the claim cannot include

the employee’s name, contact details, or other information that identifies the employee to
the union without their permission.
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You have up to 45 working days between receiving the claim and communicating in writing
to the claimants whether you agree the claim is arguable. When you have made a decision if
a claim is arguable or not, you must tell the claimant in writing.

If you decide a claim is not arguable, you must give reasons for not accepting the claim.
More reasons can be requested by the claimant. You must also tell the claimant that the
decision can be referred to mediation, the ERA for facilitation if all the parties agree, or to
the ERA for a determination if both of these processes are unsuccessful.

Timeframes to respond to a claim

Employers can extend the timeframe to decide if a claim is arguable, if they have reasonable
grounds. In this case, you must notify the employee that you are extending the timeframe,
set out the new date, and your reasons for extending the timeframe.

You cannot extend the timeframe by more than:
> 20 working days for claims raised with a single employer

> 80 working days for union claims raised with multiple employers, unless all parties agree
to a longer extension.

When you have made a decision if a claim is arguable or not, you must tell the claimantin
writing.

What happens if an employer doesn’t respond to a claim by the required date?

If you do not give the employee notice that a claim is arguable within 45 working days or by
an agreed extension date, you're deemed to have accepted that the pay equity claim is
arguable. This means you must continue to the next stage of the pay equity process.

3.3 How do employers decide if a pay equity claim is arguable?

A pay equity claim will set out why the employee or union considers their claim is arguable.
A claimis arguable if:

> itrelates to work that is now or in the past was done mostly by female employees who
made up approximately 60 percent or more of the workforce

> itis arguable that the work is currently undervalued or has historically been undervalued.

Low threshold

The pay equity process sets a low threshold to raise a claim. The Act states that there is

a low threshold to raising a claim’. An employer must take a light touch approach when
making a decision about whether a claim is arguable. If you decide a pay equity claim is
arguable, it does not mean you agree that there is a pay equity issue or that there will be

a pay equity settlement. An employer agreeing that a claim is arguable only means they will
move to the next stage of the pay equity claim process.

Data that employers might consider to decide if a claim is arguable

To assess whether you think a pay equity claim is arguable, you could consider the
percentage of women who do the work set out in the claim, and information that shows
the work may have been undervalued because of factors listed in Section 2.1.

19
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You may find it useful to consider occupational data from within your organisation,
an employer or industry organisation, or more general labour market data from Statistics
New Zealand.

3.4 Multi-employer pay equity claims

A multi-employer pay equity claim is raised by one or more unions for union members
covering employees who perform the same or substantially similar work. In this case, the
group of employers must make a joint decision about whether the pay equity claim

is arguable.

Multi-employer process agreements

In a pay equity claim raised by a union with more than one employer, the employers involved
must enter into a single multi-employer pay equity process agreement. Multi-employer
process agreements apply to claims raised by one or more unions with two or more
employers for union members and covers employees performing work that is the same or
substantially similar.

Each employer who receives a multi-employer claim from a union must enter into a process
agreement with the other employers to decide whether the claim is arguable and for the
bargaining process.

The agreement must set out:
> whether there will be one or more representatives for employers and who they are
> how decisions for the claim will be made.

If the employers in @ multi-employer claim decide the claim is arguable, or are deemed to
have accepted it as arguable, they must individually give notice to affected employees in
their workplace and enter a bargaining process together.

Any employer can apply to the ERA for direction if they can’t agree on a multi-employer
process agreement.

Opting out of a multi-employer pay equity claim if you're an employer

You can opt out of a multi-employer pay equity claim if you:

> have genuine reasons based on reasonable grounds

> let all others parties involved in the claim know about your decision.

If you opt out, the pay equity claim for your employees will need to be progressed as a
separate claim.

20
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3.5 What happens after an employer agrees a claim is arguable?

Once an employer agrees that a pay equity claim is arguable, the next step is to work out
which employees are affected. You need to examine the workforce to find the employees
who do the same or substantially similar work covered by the claim, and notify them that
a pay equity claim has been raised for their work. Affected employees who are notified are
covered by a union claim, unless they opt out. Affected employees who are notified of an
individual claim are not covered by the claim, but they may choose to raise their own pay
equity claim.

In a notice, you must provide information about the steps that affected employees may take
to raise their own pay equity claim. See Appendix 1 for more information on the details that
must be included in a notice to employees.

You must notify other employees performing the same or substantially similar work no later
than 20 working days after your decision on whether the claim is arguable. You may extend
the timeframe up to a further 25 working days if you have reasonable grounds.

After arguability has been agreed, the parties should enter into a bargaining agreement in
good faith. The agreement sets out a process to conduct effective and efficient bargaining.
This should happen as soon as possible at the start of pay equity bargaining.

What happens if an employer decides the claim is NOT arguable?

If you decide a claim is not arguable, you must tell the claimant in writing, set out the
reasons for your decision, and explain the steps claimants can take to challenge the
decision. The employee or union making the claim can decide whether to challenge the
decision, and how they will do this.

3.6 Notices to employees affected by a pay equity claim

Notice for claims raised by an individual employee

If an employer decides a claim raised by an individual is arguable, the employer must give
notice to each of the affected employees. This doesn’t apply if there is already a claim in
progress regarding this work.

Notice to the affected employees must include:

> A statement that a pay equity claim has been raised for work that is the same as or
substantially similar to their work

> Details of the steps the employee can take to raise their own pay equity claim
> A statement that:

— If the employer settles the claim, the employer may offer the settlement offer to
them

— Ifthe employee accepts this settlement offer, they will not be able to raise their
own claim

— Ifthe employee declines the offer, they can still raise their own claim

> The date the notice has been given.

21



Pay Equity — Guide to Good Practice

Notice must be in writing, in plain language, be given as soon as possible, and not later than
20 working days after the date the employer decides the claim is arguable. The employer can
request to extend their time limit by giving notice to the claimant that they need more time

to notify the affected employees, if they have reasonable grounds to do this.

A notice extending the time limit must not extend the time more than 25 working days
and must:

> Be given as soon as they can and not later than 20 working days after the date they
decide it's arguable

> Specify the date employees will be notified
> Set out the reasons for requiring the extension.

Notice for claims raised by one or more unions

If an employer decides a claim raised by one or more unions on behalf of one or more of the
employees, employed by them, is arguable, the employer must give notice to each of the
affected employees employed by them. This doesn’t apply if another union raises another
claim with the same employer or for the same or substantially similar work, where unions
must consolidate their claims.

Notice to the affected employees must include:

> A statement that a pay equity claim has been raised by one or more unions for work that
is the same as or substantially similar to their work
> A statement that the employee is covered by the claim even if they aren’t a union
member, unless:
— Before receiving the notice, the employee had already raised or settled a pay equity
claim with the employer or accepted an offer of benefit for this work

— They can't raise a pay equity claim because they have resolved an issue before for
unlawful discrimination or equal pay

— The employee opts out in writing

> A statement that if the employee doesn’t opt out of the claim within 20 working days
after the date of notice, the employer will give the employee’s name and contact details
to the unions

>  The end date that the employee must give notice to opt out to prevent their name and
details being given to the unions

> Advice about opting out, including:

- How to opt out if the employee is not a member of the union or unions raising the
claim

- An employee who is a member of a union may not opt out of a claim raised by that
union while remaining a member of the union. However, they may wish to contact
their union representative to discuss options available.

> A statement that employees who aren’t union members are not required to pay fees to
be covered by the claim or to have offer of settlement benefit paid to them. Unions can
ask these employees for voluntary contributions
> An explanation of the consequences of being covered by the claim if it is settled,
including that:
— The settlement will apply to the employee and may result in change to their terms
and conditions of employment to ensure pay equity is reached. The existing terms
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and conditions of employment may not be reduced by pay equity settlement or
determination

- The employee can't raise their own pay equity claim for this work in the future
> A statement that if the employee has raised a claim with their employer and it has not
been settled, the employee may:
— Withdraw the claim by giving employer written notice
— Join the union-raised claim by giving notice in writing to the union
> A statement that if the employee wants to raise their own pay equity claim, they must
opt out of the union-raised claim before:
— Filling an application with the ERA for a determination
— The final date of voting on a proposed settlement
> A statement that if an employee opts out of a union-raised claim, they must be offered
the settlement offer and:
— Ifthey accept it, they can’t raise their own claim
— If they decline, they can raise their own claim
> An explanation of steps an affected employee may take to raise their own pay
equity claim
> Arecommendation that the employee seeks legal advice.

The notice also needs to:
> State the date it is given
> Bein writing and plain language

> Begiven as soon as possible and not later than 20 working days after employer decides
claimis arguable.

The employer can request to extend their time limit by giving notice to the claimant that
they need more time to notify the affected employees, if they have reasonable grounds to
do this.

A notice extending the time limit must not extend the time more than 25 working days
and must:

> Begiven as soon as they can and not later than 20 working days after the date they
decide it's arguable

> Specify the date employees will be notified
> Set out the reasons for requiring the extension.
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4.1 What is pay equity bargaining?

Pay equity barganing involves a joint process which can be used to address a pay equity
issue. After a pay equity claim is raised and determined to be arguable, parties will be
obliged to enter the bargaining process, involving the assessment of work, remuneration
and terms and conditions, and negotiating a settlement which addresses any pay inequity.

Bargaining Process Arrangement (BPA)

Parties to a claim must use their best endeavours to enter into an arrangement, as soon as
possible after the start of pay equity bargaining, that sets out a process for conducting the
bargaining in an effective and efficient manner. It is recommended that parties enter into a
bargaining process arrangement at the outset of the claims process which sets out:

> the principles for how the parties will work together in the process
> the gender-neutral tool to be used

> how the parties will resolve disputes

> communication with stakeholders

> whether there will be one or more representatives for the employers and who they
will be

> the union representatives, or employee representative, for the bargaining
> how joint decisions relating to the claim will be made.

Multi-employer pay equity agreements are covered in Section 3.4.

Agreeing a Pay Equity Bargaining Process Agreement (sometimes called a Terms
of Reference)

Parties must try to agree a bargaining process as soon as possible. This agreement should
be in writing and set out a process for bargaining that is efficient and effective.

Best practice bargaining should ensure that the interests of both parties are heard, and a
consensus is reached.

There are resources to help with establishing a bargaining process. The template below was
developed for the State sector but can be adapted.

Settling disputes during bargaining
The agreement between the parties can set out how they will deal with disputes.

Parties are encouraged to resolve any problems together during the assessment,
bargaining, and settlement processes. The process of working through a pay equity claim
should be a joint one, where parties work together to gather information, assess and
analyse work and agree on a pay equity settlement to address pay inequity. Tools and
resources are available that have been developed by unions and government that may help
navigate the process and support problem solving. These include:

> Pay equity work assessment process guide

> Pay Equity Bargaining Process Agreement (Terms of Reference)
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If employers and claimants have a dispute, MBIE’s dispute resolution services can help.
Parties can use mediation, where an impartial person helps them to resolve disputes. The
Act allows parties to seek facilitation and determination from the Employment Relations
Authority where matters can not be resolved.

Mediation services for bargaining

The Employment Mediation Service is available at any point in the bargaining process. It may
provide assistance to;

> set up the bargaining process

> work through an interest based problem solving process

> help set a timetable for bargaining

> provide assistance if parties reach a point during bargaining where they are unable to
move forward on their own.

The service will provide an independent mediator who will facilitate discussions between the
parties. Mediators will provide a variety of approaches to ensure the process is appropriate
for the parties involved.

Mediators can be booked through Employment Mediation Services.

What does a mediator do?

Mediators are impartial and can help with bargaining by helping parties to:

> understand each other’s point of view

> understand their own and the other party’s interests

> explore options to resolve the issues

> find a resolution both parties can agree with

> Agree the next steps to progress the matter, including ensuring agreements are recorded

in writing

Where the parties are unable to resolve issues at mediation, they can refer their dispute to
the Employment Relations Authority (ERA) for facilitation, or they can seek an ERA
determination, if certain criteria are met.

Bringing a claim to the Employment Relations Authority

The parties to a claim can apply to the ERA to get facilitation . In some cases, both parties
need to agree to facilitation. Agreement is needed when:

> thereis disagreement about whether a claim is arguable
> there is disagreement as to whether exceptional circumstances exist to re-raise a claim.

If one party doesn’t agree to facilitation, then the other party can seek a determination.

Using a facilitator

Facilitation is where the ERA assigns a member to help with an issue relating to a claim and
may decide to issue non-binding recommendations to the claimant and the employer/s.
The Authority may make its recommendations public. Facilitation takes place in private.
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Facilitation can only be used where:

> aparty has failed to comply with the duty of good faith (serious and sustained failure
and the failure has undermined the progress of the claim), and/or

> sufficient efforts (including mediation) have failed to resolve an issue relating to the
claim.

Asking the Employment Relations Authority to make a decision

If parties can’t agree during any part of the process, the ERA can make a decision, or
determination on any matter that relates to the pay equity claim, including whether the
work the claim relates to is undervalued.

This is the last step in the dispute resolution process.

The Authority may only accept an application for a determination that fixes remuneration if
the parties have first tried to resolve their issues through mediation or by any other process
recommended by the Authority. The Authority must also be satisfied that:

> all other reasonable alternatives for settling the pay equity claim have been exhausted; or

> areasonable period has elapsed within which the parties have used their best
endeavours to identify and use reasonable alternatives to settle the pay equity
settlement.

Union must notify employees before applying for determination to fix remuneration.

A union that proposes to apply to the Authority for a determination that would fix
remuneration must first notify each employee that is covered by the union’s pay equity
claim.

The notice must be given in a reasonable time before the date on which the union proposes
to file the application, and must specify this proposed date. The notice must also advise the
employee that the final date on which they may opt out of the claim is the day before the
date on which the union proposes to file the application, as well as of the consequences of
the Authority making a determination fixing remuneration.

Sharing and requesting information about a claim

Information from past pay equity claims can be useful when working through the pay equity
process for a new claim. There is a pay equity data repository that has information from past
claims. It is recommended parties contribute data from their claim to this repository to help

with future claims.

The data repository collects information including, but not limited to:

> job/position descriptions

> collective employment agreements

> anonymised remuneration data

> summary job/position profiles

> scoring and evaluative documents which also provide rationale for decisions

> settlement agreements

It is important that any data shared for the repository is anonymised and any privacy issues
for employees and comparators have been addressed.”

5 The Ministry of Business, Innovation and Employment hosts a central claims data and information repository to
which parties can contribute data and information or access it to help expedite the claims process and reduce
comparator burden.
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Requesting information about a claim

Parties can request information about the claim from each other. This could be any
information that is important for investigating, supporting or substantiating a claim.

Requests for information must be in writing and clearly state what is being requested. The
request must also give a reasonable timeframe for providing the information.

If a claimant or employer is responding to a request, the requested information must be
provided within the stated timeframe. The information should be given to the claimant or
employer who requested it. If it is confidential, it can be given, by agreement of the parties,
to an independent reviewer instead.
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5.1 Assessing if work is undervalued

Work assessment for pay equity is a joint process between parties. Work assessment can be
made up of employee interviews and other research. Any assessment method must be:

> agreed between the parties

> gender-neutral

> fit for purpose

A pay equity work assessment looks beyond the job description to examine the skills,
responsibility, conditions and effort inherent to any task. It should consider the work itself
rather than the person in the role.

Any tools used for assessment should be gender-neutral and have their own complementary
questionnaire and include examination of skills that could be unrecognised or undervalued.

Te Orowaru is the first gender neutral work assessment tool to recognise te ao Maori skills,
and also the first to recognise broader cultural skills in a holistic and comprehensive way. It
was developed by a working group of union and agency pay equity practitioners, and an
independent cultural review working group. The working group, led by the Gender Pay
Taskforce at Te Kawa Mataaho drew on the experience of all pay equity practitioners across
the system to create a modern, fit for purpose, culturally robust tool aligned with the
amended Equal Pay Act 1972.

> The Te Orowaru work assessment factor plans includes

Te Orowaru Factor Plan

Te Orowaru Factor Plan is designed to describe and compare work. It uses factor-
based assessment and parties allocate appropriate factor levels depending on the
requirements of the work. This process builds a detailed understanding of the work,
and how claimant and comparator work compare.

Te Orowaru Factor Scoring Booklet

Factor scoring is an optional process parties may agree to use to test initial work
assessment conclusions. This involves overlaying the factor levels with the points
system to help the parties get clarity on the degree of comparability between
claimant and comparator work.

Te Orowaru Questionnaire
The questionnaire guides the conversation between the interviewer and the interviewee
to ensure that useful information is gathered to inform the pay equity process.

Te Orowaru Uiui

This is te reo Maori translation of the questionnaire.

Te Orowaru Glossary

This glossary supports the use of Te Orowaru Questionnaire and Te Orowaru Factor Plan
and will ensure everyone is clear about the language being used and what it means.

Te Orowaru FAQ

> Other gender-neutral tools in use in New Zealand are the:

Equitable Job Evaluation Tool (EJE)
Pay Equity Aromatawai Mahi (PEAM)

If the parties do not agree on the gender-neutrality of the tool, the outcomes could be
challenged.
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Parties involved in a pay equity claim must find out if the employee’s work is undervalued on
the basis of sex by assessing:

> The nature of claimant’s and comparator’s work, including
— the skills required
— theresponsibilities imposed
— the conditions of work
— the degree of effort required to perform the work
— the level of experience required to perform the work
— any other relevant work features

> Terms and conditions of employment, other than remuneration, of the employees who
perform the work and those of employees who perform comparable work

> Remuneration paid to claimants and comparators
> Any other factors prescribed by regulations.®

The parties assessing work must consider matters objectively and without assumptions
based on sex. They must recognise the importance of skills, responsibilities, effort and
conditions that are or have been commonly overlooked or undervalued in female-dominated
work.” Parties must also consider factors relating to current or historic undervaluation of
this work.

5.2 Identifying comparable work

It can be helpful to use agreed criteria when choosing potential comparators. A potential
comparator is:

> work performed by male comparators that is the same or similar work to which the claim
relates

> work performed by male comparators that is different to which the claim relates but
which operates at the same or substantially similar level of skills, responsibility, effort or
working conditions

> any other useful or relevant potential comparator agreed by the parties including
female-dominated work that has a settled pay equity claim.

Once a range of potential comparators are chosen by the parties their work is assessed to
generate understanding of the work they undertake. This will help parties understand how
comparable the levels of skill, responsibility, effort and conditions are, and begin to identify
any sex-based undervaluation of the work.

There could be one or more suitable comparators. A comparator cannot be chosen if their
work has been undervalued and continues to be so.

6 Regulations under section 19 of the Act.
7 These are likely to include “soft” skills — skills like responsibility for the well-being of others, cultural knowledge and
sensitivity.
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6.1 What is a pay equity settlement?

A pay equity settlement is when a pay equity issue is found, the claim progresses to the
final stage and parties agree on how to correct the pay equity issue. There are other
requirements needed in a settlement under the Act.

Employers cannot reduce any existing terms and conditions for employees in settling a pay
equity claim.

The Pay Equity Settlement Agreement Template (publicservice.govt.nz) is for parties to use
when they have concluded pay equity bargaining. Its purpose is to record the Settlement
Agreement reached.

Review process

A pay equity claim settlement must have a review process to ensure pay equity is
maintained. The frequency of those reviews must be either:

> aligned with any applicable collective bargaining rounds, or
> if no collective bargaining round applies, at least every 3 years.

As part of the review process, parties may agree to strategies in order to maintain pay
equity. Some examples include;

> aplan for workforce development or recruitment for skill gaps over the next few years
> agender pay action plan with unions to ensure pay equity is maintained over time.

Back pay

The claimant can seek back pay as part of their pay equity bargaining and this can be agreed
between parties. The Authority may award back pay when making a determination to fix
remuneration. The Authority is able to exercise discretion in awarding back pay and can look
at the individual circumstances of a claim to decide whether or how much back pay may be
appropriate. There is a maximum potential award for back pay which generally increases
over time subject to a six-year limitation period.

Back pay for pay equity

Within the first 5 years of the
Before Nov 6, 2020 (before the legislation coming into force
Amendment Act commenced) (between Nov 6, 2020
and Nov 8, 2025)

After the 5-year anniversary of the
legislation coming into force
(after Nov 6, 2025)

The Authority may award back pay
up to a maximum of the lesser of:
* 6years
The Authority may award back pay
from the date of determination
back to the date of the
5-year anniversary

¢ The period of time from: The Authority may award back pay
- the date the claim was first from the date of determination back
raised with the employer under to the date of the claim was raised
the old legislation to
the date of the determination
setting back pay
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6.2 Requirements of a pay equity claim settlement

There are a number of requirements that a pay equity settlement must comply with such as:
> beinwriting

> state that this is a pay equity settlement for the purposes of the Equal Pay Act

> include the name of the employer and claimant

> for a union-raised pay equity claim, include a description of the work to which the
settlement relates

> for a pay equity settlement with an individual employee, include the employee’s
occupation and position

> state the remuneration (and the other terms and conditions, if any) agreed to

> outline the process for reviewing the settlement agreement including the frequency of
these reviews

> include a summary of the method used to assess the claim and a description of any
comparators used.

When the claimant is a union, the union must have a mandate to settle the claim. To obtain
a mandate, the union must establish a process for proposed settlement employees (known
as affected employees) to approve or decline the settlement with a vote. The union must
give notice of the process to:

> the proposed settlement employees
> the employer or employees who are parties to the claim.

6.3 Settling a claim through the Employment Relations Authority or
the Employment Court

A pay equity claim can also be settled when the Authority or court:

> issues a determination that fixes remuneration and specifies a review process if parties
have not already agreed to one.

> determines that remuneration no longer differentiates between male and female
employees in a way that complies with the pay equity obligation set out in section
2AAC(b) of the Act.

6.4 Settlements involving more than one employer or union

Multi-employer settlements must be recorded in a single settlement signed by each union
and each employer involved.

Multi-union settlements with one employer must be recorded in a single settlement signed
by the employer and each union.
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6.5 What employers need to do at settlement

There are some things that an employer will need to do following the settlement of a claim.
This includes:

> checking how employment agreements will be affected by the settlement agreement

> offering the terms of a union settlement to any relevant existing employees

> offering the terms of a union settlement to any relevant new employees.

Effect of settlement on employment agreements

The employment agreement, whether individual or collective, of employees that are covered
by a pay equity claim settlement is deemed to be varied in accordance with the pay equity
claim settlement. (other than for those employees who have opted-out of the claim).

The variation will require the employer to pay the employee the remuneration and any terms
and conditions of employment contained in the settlement, if it exceeds the amount
specified in their employment agreement before the deemed variation.

The variation will also import any terms and conditions that may be specified in the
settlement that are more favourable to the employee than the employee’s existing terms
and conditions (but cannot import any less favourable terms and conditions).

The employer and employee can also agree to remuneration and terms or conditions of
employment in an employment agreement that is more favourable to the employee than
those in the settlement. For existing employees who are covered by the pay equity claim
these changes start on the effective date of the settlement. For other employees accepting
the offer, the changes start on the day they accept the offer.

If a pay equity claim settlement has terms or conditions that exclude, limit, or reduce an
employee’s entitlements in their employment agreement, it will not apply to the employee.

Offering the terms of the settlement to other employees - Existing employees

An employer who settles a union-raised claim must offer the terms of the settlement to
each of their employees who, on the date of settlement:

> are employed to do the same or substantially similar work as in the claim
> are not covered by the claim

> are not barred from making a claim because they’ve already settled a pay equity claim
with the employer or made a claim for unlawful discrimination relating to the same work
to which the union pay equity claim relates

> have not already settled a claim for this work or accepted a settlement offer from their
employer for the work covered by the union claim.

After a union-raised claim is settled, the terms of the settlement must be offered to
affected employees (those covered by the claim) as soon as possible.

Employers involved in a pay equity claim with an individual employee should offer the
terms of the settlement to one or more other employees who, on date of settlement:

> are employed to do the same or substantially similar work as in the claim
> are not covered by the claim
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> are not barred from making a claim because they’ve already settled a pay equity claim
with the employer or made a claim for unlawful discrimination relating to the same work
to which the union pay equity claim relates

> have not already settled a claim for this work or accepted a settlement offer from their
employer for the work covered by the union claim.

Offering the terms of the settlement to other employees - New employees

Employers who settle a union-raised claim must offer the settlement to each new employee
employed to do the same or substantially similar work after the settlement date. They must
receive the offer at the same time as the employment offer. If the employee accepts the
benefit of the union settlement they will be barred from raising a pay equity claim in relation
to the work that is subject to the settled claim.

Employers who settle a claim with an individual employee should offer the same
remuneration and other terms and conditions in the settlement to a new employee.

If a new employee accepts the benefit of the individually bargained settlement they will not
be barred from raising a future pay equity claim in relation to the same or substantially
similar work.

A copy of the settlement must be provided to the Ministry of Business, Innovation
and Employment

If a pay equity claim is settled, each employer involved must make sure a copy of the
settlement agreement, or the ERA determination, is delivered to the Chief Executive of the
Ministry for Business, Innovation and Employment (MBIE).

Employers need to include any documents referred to in the settlement, unless the
information is publicly available.

The information given to the Chief Executive can only be used for statistical or analytical
purposes.

Relationship between pay equity claims and collective bargaining

Entering a collective agreement does not settle or cancel an unsettled pay equity claim for
an employer. Collective bargaining between an employer and a union representing
employees must continue when there is an unsettled claim or an unfinished review of a
settlement. These are not genuine reasons for failing to conclude collective bargaining.
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There are terms and concepts used in this guide that are important in understanding the
issue of pay equity and the claims process.

Affected employee

An affected employee does work that is the same as, or substantially similar to, the work
done by another employee of the same employer, if a pay equity claim has been raised with
the employer for that work (by an employee or by one or more unions).

Arguable

Arguable describes the basic threshold to enable a claim to move through to the
assessment phase of the process.

A claim is arguable if:

> the claim relates to work that is now or in the past was predominantly performed by
female employees who made up approximately 60 percent or more of the workforce

> itis arguable that the work is currently undervalued or has historically been
undervalued.®

In deciding whether it is arguable that work has been or is now undervalued, any of the
following factors can be considered?:

> the origins or history of the work, including how wages have been set

> whether the work is socially or culturally undervalued because it is associated
with women

> whether the work uses skills or qualities that have been associated with women with
the view that this kind of work should be unpaid

> whether there is sex-based undervaluation of the work, as a result of factors such as
a dominant source of funding or a lack of effective bargaining

> occupational segregation or occupational segmentation

> parties failing to properly assess the pay that workers should have received for the
nature of the work, the levels of responsibility, work conditions, and degrees of effort

> any other feature of the relevant market, industry, sector or occupation.
Any other relevant factors can also be considered.

Back Pay

Back pay refers to remuneration for past work. Parties are able to come to any agreement
regarding back pay during bargaining. The Authority also has the ability to award back pay
when making a determination to fix remuneration.

Bargaining (see also Pay Equity Bargaining)

Negotiating the terms and conditions of an agreement or settlement.

Claim process

Raising a pay equity claim and going through the process of a claim, such as deciding if a
claimis arguable, assessing work, and if there is a pay equity issue, bargaining, and settling
a claim.

8 See sections 13F(1)(a) and (b) of the Act
9 See Section 13F(3) of the Act for further examples of factors
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Claimant
A claimant could be:
> anindividual employee (or their representative)

> aunion on behalf of its members for a claim covering employees who do same or
substantively similar work

> multiple unions, on behalf of their members, for a claim covering employees in relation
to the same work or substantively similar work.

Collective bargaining

Collective bargaining is the process to create or renew a collective employment agreement
between at least one registered union and at least one employer, with both parties acting in
good faith.

Comparable work / Comparator

Comparable work is work that has been identified as suitable to assess against the work of
the claimant.

Appropriate comparators may have any of the following features, and can be work done:
> mostly by men, and is the same as, or substantially similar to, the claimant’s work

> mostly by men, and is different to the claimant’s work, but involves the same or
substantially similar levels of: skills and experience, responsibilities, working conditions,
or degrees of effort

> by any other comparators that the parties or the Employment Relations Authority (ERA)
or court considers useful and relevant, including comparators who do work that has
previously been the subject of a pay equity claim settlement.

Consolidation

In pay equity, consolidation is joining together more than one union-raised pay equity claim

(either with one or more employers) into one claim.

Data Repository

An electronic “warehouse” holding data about comparators used in previous pay equity

settlements.

Determination

A decision of the Employment Relations Authority.

Employment agreement / Collective employment agreement / Individual employment

agreement

An employment agreement is a contract on terms and conditions of employment between
an employer and employee, including remuneration. The agreement outlines what
employees are expected to do and what they are entitled to. It also outlines the process to
follow if there are disputes.

Collective employment agreements cover at least two employees who are union members,
and are between at least one employer and at least one registered union. These agreements
can cover many different employment arrangements, and outline employer obligations.

43



Pay Equity — Guide to Good Practice

Equal pay
The Act states that equal pay “means a rate of remuneration for work in which there is no

element of differentiation between male employees and female employees based on the sex
of the employees”.

Facilitation in the Employment Relations Authority

The process for trying to resolve a dispute with the help of an Employment Relations
Authority member acting as facilitator.

Gender

As defined socially and culturally, gender identifies differences in females and males. Gender
assigns different roles, responsibilities, expectations, abilities and behaviours to each group.

Understandings and expressions of gender change over time and across different cultural
contexts.

Gender-neutral

A system, process or approach that does not preference any gender and actively removes
gender bias.

Gender pay gap
The gender pay gap shows the overall difference between women and men'’s pay.

Factors that contribute to the gender pay gap are':

> the work women do: while there are some exceptions in New Zealand today, women are
more likely to be found in a narrow range of occupations and at the bottom or middle of
an organisation

> thevalue put on women'’s work: the skills and knowledge that employees contribute
in female-dominated occupations may not be recognised or valued appropriately in
comparison to other work

> work arrangements and caring responsibilities: more women combine primary care
giving with full- or part-time work, which tends to be more readily available in lower paid
occupations and positions. This can limit employees’ access to better paying occupations
and positions.

In 2020, the overall gender pay gap in New Zealand was 9.5 percent. This means menin
New Zealand earned on average 12 percent more per hour than women. The gender pay gap
is not consistent across ethnic groups in New Zealand, for example Maori and Pasifika
women have lower rates of pay compared to New Zealand European women and men.

Good faith

Good faith means that the parties in an employment relationship should behave in an open
and respectful way and work constructively together. Parties should not directly or indirectly
do anything to mislead or deceive each other™.

10 employment.govt.nz/hours-and-wages/pay/pay-equity/gender-pay-gap
11 The concept of “good faith” in outlined in Section 4 of the Employment Relations Act 2000 and Section 13C
of the Act.
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Labour market

A labour market is the place where employees and employers interact with each other,
where payment for work depends on the supply and demand of labour. In the labour market,
employers compete to hire the best employees, while employees compete for the most
satisfying work.

Mediation

The process of trying to resolve a dispute with the help of an Employment Services
mediator. A mediator is an independent person who tries to help parties to come to their
own agreement or solution.

Opt out

Opting out of a claim means an employee chooses not to be part of a union pay equity claim
that they would otherwise be covered for.

Employers can opt out of a multi-employer pay equity claim if they have genuine reasons
based on reasonable grounds. If an employer opts out of a multi-employer claim, the pay
equity claim for their employees will need to be progressed as a separate claim.

Pay equity

Pay equity is the same pay for different work of equal value. Pay equity means that work
predominantly performed by females is not subject to systemic sex-based discrimination.

Pay Equity Bargaining

The pay equity bargaining process involves a joint assessment process to address a pay
equity issue. After a pay equity claim is raised and either the employer or the Authority
determines that the claim is arguable, parties will be obliged to enter the bargaining
process, involving the assessment of work, remuneration and terms and conditions, and
negotiating a settlement which addresses pay equity if a pay equity issue is identified.

Pay equity claim

In law, a pay equity claim is when an employee or a union argues that an employer has
breached Section 2AAC(b) of the Act.

In essence, a pay equity claim states that an employee or group of employees are doing
work that is, or has been, undervalued due to systemic sex-based discrimination because it
is mostly performed by women.

Remuneration
The Equal Pay Act 1972 defines remuneration as:

Remuneration, in relation to any employee, means the salary or wages actually and
legally payable to that employee, and includes —
> time and piece wages and overtime and bonus and other special payments

> allowances, fees, commission, and every other emolument, whether in one sum
or several sums, and whether paid in money or not.
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Settlement

Settlement takes place when a pay equity issue is found, the claim progresses to the final
stage and parties agree on how to correct the pay equity issue. There are other
requirements needed in a settlement under the Act.

Women's work

Women's work is a phrase that is used to describe work that is mostly or only done by
women, or work that is thought should be done by women.

Labeling certain kinds of work as women'’s work can result in patterns of discrimination
that are hard to shift.

Work Assessment

A work assessment is a process to understand a job in depth. The first step is to define what
is being measured and ensure that overlooked, hidden or undervalued skills, responsibilities
and demands are uncovered and included in the assessment. Any assessment of work
should be free of assumptions based on gender. Interviewing employees is a key component
of assessing the work but multiple sources of information, such as health and safety data,
applicable registration or licensing information, and academic research can be drawn on to
ensure that all the skills, responsibilities and demands of an occupation are understood.

Work assessment / Job evaluation

To progress a pay equity claim, it is necessary to carry out an assessment of the work done
by the claimants and comparators.

A work assessment is a process to understand the work in depth. The first step is to define
what is being considered and ensure that any overlooked, hidden or undervalued skills,
responsibilities and demands are uncovered and included in the assessment. Any
assessment of work must be free of assumptions based on sex.

A job evaluation is a systematic analytical process to work out the value of the work
compared to others, using factors such as:

> skills and knowledge
> responsibility
> demands and effort

> general working conditions™.

12 See Section 13ZD of the Act for a full list of factors that need to be assessed in a work assessment.
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8.1 Relevant organisations

> Ministry of Business, Innovation and Employment (employment.govt.nz)

> Ministry for Women (women.govt.nz)

> Te Kawa Mataaho Public Service Commission (the then State Services Commission) —
(publicservice.govt.nz)

> New Zealand Council of Trade Unions (union.org.nz)

> Business New Zealand (businessnz.org.nz)

> Employment Relations Authority (era.govt.nz)

> MBIE Mediation Service
(employment.govt.nz/resolving-problems/steps-to-resolve/mediation)

> NZ Employers and Manufacturers Association (ema.co.nz)

> Champions for Change (championsforchange.nz)

> Global Women (globalwomen.org.nz)
> OECD (oecd.org/gender)
> Australian Workplace Gender Equality Agency (wgea.gov.au)

> Register of unions (companiesoffice.govt.nz/all-registers/registered-unions)

8.2 Resources on Pay equity

Further Publications

> This publication is the first of several publications by the Ministry of Business, Innovation
and Employment that are intended to provide support to parties to pay equity claims.

New Zealand government resources

>  What's My Gender Pay Gap?
Ministry for Women
https://women.govt.nz/gpg
Explore gender pay gaps in New Zealand, broken down by several different factors
including ethnicity, region, and age.

> Gender inequality and unpaid work

Ministry for Women
https://women.govt.nz/sites/public_files/Gendery20inequality920and%20unpaid%20
worko420.pdf

A literature review outlining the disproportionate burden of unpaid work that falls to
women, and what steps can be taken to address this.

> Parenthood and Labour Market Outcomes
Isabelle Sin, Kabir Dasgupta and Gail Pacheco for Ministry for Women
https://women.govt.nz/sites/public_files/Parenthood%,209%26%20Laboury20
Marketo,200utcomes.pdf
Considers the data on gender gaps in parenting and labour market participation, and the
“motherhood penalty”.
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Empirical Evidence of the Gender Pay Gap

Gail Pacheco, Chao Li and Bill Cochrane for Ministry for Women
https://women.govt.nz/sites/public_files/Empiricalos20evidence%200f9%20GPG%20
iN%20NZ9%20-%20Mar2017_0.pdf

Statistical analyses of gender pay gap data, which found that up to 80% of the gender
pay gap in New Zealand is “unexplained” by factors like differences in types of work and
education, family responsibilities and age.

The Gender Pay Gap and Pay Equity

Te Kawa Mataaho/Public Service Commission
https://www.publicservice.govt.nz/our-work/the-gender-pay-gap-and-pay-equity/

This site provides information on work in the public service to close gender pay gaps and
achieve pay equity, including guidance on measuring gender pay gaps, implementing
flexible working, removing gender bias from recruitment processes, and many more.

Care and Support Workers Pay Equity Settlement

Ministry of Health
https://www.health.govt.nz/new-zealand-health-system/pay-equity-settlements/
care-and-support-workers-pay-equity-settlement/summary-pay-equity-settlement

Teacher Aide Pay equity settlement

Ministry of Education
https://www.education.govt.nz/school/people-and-employment/pay-equity/teacher-
aide-pay-equity-claim/

Oranga Tamariki pay equity settlement
Oranga Tamariki
https://anzasw.nz/pay-equity/

New Zealand non-government resources

>

Taking Action: What you can do if you're discriminated against

Community Law
https://communitylaw.org.nz/community-law-manual/chapter-7-discrimination/taking-
action/

This guide explains your options if you consider you have been discriminated against and
want to complain to the Human Rights Commission.

Champions for Change NZ — What we do
Champions for Change
https://www.championsforchange.nz/what-we-do/

NZ Equal Pay History

Coalition for Equal Value Equal Pay

http://www.cevep.org.nz/history/index.html

Although not updated in recent years, this resource explains the history of the equal pay
movement in New Zealand.

Equal Pay

New Zealand Council of Trade Unions
https://www.union.org.nz/category/equal-pay/

An archive of resources prepared by the NZCTU on pay equity and equal pay.
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International resources

>

Equal Pay — An Introductory Guide

International Labor Organisation
ilo.org/wcmsps/groups/public/---dgreports/---dcomm/---publ/documents/publication/
wCms_216695.pdf\

This document is designed to help readers make sense of ILO Convention 100 (The Equal
Remuneration Convention).

Pay Equity and Legal Risk Management

Workplace Gender Equality Agency, Australia
https://www.wgea.gov.au/sites/default/files/documents/Legal-framework-and-pay-
equity.pdf

This document provides information for organisations looking to close their gender pay
gaps and ensure they are complying with relevant Australian legislation. Although the
legislation is not relevant to New Zealand, this document may still be of interest to
employers who want to proactively take steps to close any gender pay gaps in their
organisation.

Guide to gender pay equity

Workplace Gender Equality Agency, Australia
https://wWww.wgea.gov.au/topics/addressing-pay-equity/guide-to-gender-pay-equity

A useful overview of causes of gender pay gaps, and what organisations can do to close
gender pay gaps.

Eight ways to understand your organisation’s gender pay gap

Gender Pay Gap Service, United Kingdom
https://gender-pay-gap.service.gov.uk/guidance/eight-ways-to-understand-your-
organisations-gender-pay-gap/overview
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