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Government to reverse oil and gas exploration ban

Removing the ban on petroleum exploration beyond onshore Taranaki is part of a suite of proposed 
amendments to the Crown Minerals Act to deal with the energy security challenges posed by rapidly 
declining natural gas reserves, Resources Minister Shane Jones says.

“When the exploration ban was introduced by the previous government in 2018, it not only halted the 
exploration needed to identify new sources, but it also shrank investment in further development of 
our known gas fields which sustain our current levels of use,” Mr Jones says. “Without this investment, 
we are now in a situation where our annual natural gas production is expected to peak this year and 
undergo a sustained decline, meaning we have a security of supply issue barrelling towards us.”

Rebuilding investor confidence in New Zealand’s petroleum sector will require more than removing the 
ban. The Coalition Government is proposing further changes, agreed by Cabinet, to re-establish New 
Zealand as an attractive and secure destination for international investment.

“Our petroleum and minerals sectors contributed $1.9 billion to GDP in 2020-21 and $236 million in 
Crown revenue in 2022-23. In 2023 mining employed around 6000 people, the majority of which are 
based in regional communities,” Mr Jones says. 

The Crown Minerals Amendment Bill will be introduced to Parliament in the second half of 2024.

To read further, please click here.

Total gross earnings up 8.6 percent in year to March 2024

Total gross earnings for the March 2024 year rose by 8.6 percent ($13.8 billion) compared with the 
previous year, according to Stats NZ.

The total gross earnings for the March 2024 year reached $174 billion, up from $160 billion in the year 
prior.
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At the regional level, all regions saw an increase in total gross earnings when compared with the 
previous year. The regions with the largest movements by percentage change in the year ended March 
2024 were Marlborough, up 10 percent ($165 million); Otago, up 10 percent ($709 million); Northland, up 
8.9 percent ($408 million); and Waikato, up 8.9 percent ($1.3 billion).

Auckland region had the largest increase in earnings over the year to March 2024, up to $64.9 billion 
from $59.6 billion in the March 2023 year.

Filled jobs rose by 0.3 percent (7,346 jobs) between the December 2023 and March 2024 quarters. The 
industries with the largest increases in seasonally adjusted filled jobs over the quarter were health care 
and social assistance, education and training, and accommodation and food services.

“Filled jobs have increased by 2 percent when comparing the March 2024 quarter with the March 2023 
quarter. Although the pace has slowed, filled jobs continue to rise over time,” business employment 
insights manager Sue Chapman said.

To read further, please click here.

Agriculture to come out of the ETS

The Government will deliver on its election commitment to take agriculture out of the New Zealand 
Emissions Trading Scheme (NZ ETS) and will establish a new Pastoral Sector Group to constructively 
tackle biogenic methane, Coalition Government Agriculture and Climate Change Ministers say.

“The Government is committed to meeting our climate change obligations without shutting down Kiwi 
farms,” Agriculture Minister Todd McClay says.

“Later this month, we will amend the Climate Change Response Act 2002 (the CCRA) to ensure 
agriculture does not enter the NZ ETS.”

The amendment to the CCRA will remove agriculture, animal processors and fertiliser companies from 
the ETS before 1 January 2025. For these organisations, their emissions associated with non-farm 
activities will continue to be covered by the NZ ETS.

Cabinet has decided to formally disestablish He Waka Eke Noa. The Government has also committed 
$400 million over the next four years to accelerate the commercialisation of tools and technology to 
reduce on-farm emissions.

To read further, please click here.

Govt consulting on cutting red tape for exporters

A new export exemption proposal for food businesses demonstrates the coalition Government’s 
commitment to reducing regulatory barriers for industry and increasing the value of New Zealand 
exports, which gets New Zealand food to more markets, says Food Safety Minister Andrew Hoggard. 

The regulatory changes proposed would remove individual export exemption applications and 
assessment by the Ministry for Primary Industries (MPI). 

The new proposed exemption pathway is to enable food exporters to own and manage the process for 
meeting importing country requirements. Exporters would need to meet any conditions specified in 
regulations, independently verified as part of their existing risk-based measures.

Currently, when foods for export are produced to meet different importing country requirements, food 
exporters must apply to MPI for an exemption under the Food Act 2014.

https://www.stats.govt.nz/news/total-gross-earnings-up-8-6-percent-in-year-to-march-2024/
https://www.beehive.govt.nz/release/agriculture-come-out-ets
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“This is costly and inefficient - for both exporters and MPI,” Mr Hoggard says. “The clear message from 
dairy sector representatives, who are currently the main users of the existing export exemption process, 
is that the process is limiting their ability to take advantage of export opportunities, innovate and 
compete in overseas markets.”

To read further, please click here.

Government focus on long-term food, fibre growth

Food and fibre export revenue is tipped to reach $54.6 billion this year and hit a record $66.6b in 2028 
as the Government focuses on getting better access to markets and cutting red tape, Agriculture 
Minister Todd McClay and Oceans and Fisheries Minister Shane Jones say.

Amid global inflation and lower demand, this year’s forecast result is a 5 per cent dip on last year’s 
record $57.4b. However, export revenue is expected to lift significantly over the coming four years, with 
sustained growth forecasting a record $66.6b in 2028.

“My visits to China, the Gulf regions, India, and South East Asia are already paying dividends, with 
negotiations kicking off on a Comprehensive Economic Partnership Agreement with the United Arab 
Emirates to open up new commercial opportunities for our exporters,” Mr McClay says.

Forecasts were released today in the latest Situation and Outlook for Primary Industries (SOPI) 
published by the Ministry for Primary Industries and available on the MPI website.

To read further, please click here.

Ministry for Regulation targets red tape for farmers and growers

Regulation Minister David Seymour, Environment Minister Penny Simmonds, and Food Safety Minister 
Andrew Hoggard have today announced a regulatory sector review on the approval process for new 
agricultural and horticultural products.   

“It can take nine years to get approval for products that have been approved by other OECD 
countries,” says Mr Seymour.   

“Farmers overseas are using innovative technologies that we don’t have access to that make animals 
emit less methane, make fruit and vegetable plants grow faster, and control pests and diseases with 
less environmental harm,” says Mr Seymour.

“New products need approval from the Environmental Protection Authority and New Zealand Food 
Safety. The review will look at the process and the overlap between regulators. It will not cover gene 
technology which will be done separately.”

To read further, please click here.

Natural gas production continues to decline

New Zealand’s natural gas production continues to decline according to the latest Energy Quarterly data 
released today by the Ministry of Business, Innovation and Employment (MBIE).

https://www.beehive.govt.nz/release/govt-consulting-cutting-red-tape-exporters
https://www.beehive.govt.nz/release/government-focus-long-term-food-fibre-growth
https://www.beehive.govt.nz/release/ministry-regulation-targets-red-tape-keep-farmers-and-growers-competitive
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“Natural gas net production for the quarter was 31.89 PJ, a 12% decrease on March 2023 and the lowest 
quarterly net production since March 1985,” says Ministry of Business, Innovation and Employment 
Markets Manager Mike Hayward.

“Reduced natural gas production had a direct impact on consumption with a 33% drop in non-energy 
use compared with March 2023 quarter, and a 31% decrease in energy use in the chemical sector,” says 
Mike Hayward.

The lower gas supply led to the need for coal-fired electricity generation to meet demand.

As the share of renewable energy generation decreased, greenhouse gas emissions from electricity 
generation increased to 861 kt CO2-e, a 21.5% increase compared with the March 2023 quarter.

New solar and wind electricity generation helped keep the share of renewable energy high at 85.7% for 
the past quarter.

To read further, please click here.

Funding Boost for Rural Support Trusts

The coalition Government is boosting funding for Rural Support Trusts by $250,000, to $767,000 a 
year, to provide more help to farmers and growers under pressure, Rural Communities Minister Mark 
Patterson announced today.

“Rural Support Trusts provide vital support to farmers and growers facing hard times including personal, 
financial, and weather-related challenges, and it’s been a tough start to 2024.

“This year we’ve already allocated an extra $170,000 for Rural Support Trusts covering regions affected 
by the prolonged dry conditions.”

The Rural Support Trust is a collective of 14 regional trusts which deliver free and confidential assistance 
to farmers and growers facing personal, financial, or climate-related challenges.

To read further, please click here.

Major health and safety consultation begins

A substantial consultation on work health and safety will begin today with a roadshow across the regions 
over the coming months, says Workplace Relations and Safety Minister Brooke van Velden. 

This the first step to deliver on the commitment to reforming health and safety law and regulations, set 
out in the ACT-National Coalition Agreement. 

“Our health and safety culture can be summed up by the sea of orange road cones that have taken over 
the country. From Santa parades to property development, you can’t get a lot done without having to set 
up a barricade of cones.

“Lawyers and company directors should not have to be kept up late at night anguishing over what ‘so far 
as is reasonably practicable’ means. 

“That’s why we’re holding this consultation and also why I am travelling across the country in the coming 
months to hear from businesses and workers who are impacted by the current rules and regulations. I 
want to listen to experiences with our work health and safety system, including what they think the role 
for government should be and where they think we’ve got the requirements right and wrong.”

https://www.mbie.govt.nz/about/news/natural-gas-production-continues-to-decline
https://www.beehive.govt.nz/release/funding-boost-rural-support-trusts
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EMPLOYMENT RELATIONS AUTHORITY: FIVE CASES 

Employer takes justified actions in investigation

Ms Kitto was employed by APL Kwikform Pty Limited (Kwikform) as a branch co-ordinator. She became 
concerned that her manager was not properly accounting for cash payments and raised the issue with 
Kwikform’s New Zealand general manager. She felt her manager later began to harass her, targeting her 
for whistleblowing on the cash payments. 

Ms Kitto went on paid leave with Kwikform’s approval and it engaged an outside investigator to conduct 
an investigation. Attempts were made during the investigation process to return Ms Kitto to work 
without success. She ultimately resigned before the investigation was concluded. After her resignation, 
she raised grievances alleging constructive dismissal and disadvantages throughout the events that 
occurred.

Ms Kitto’s first disadvantage claim was that Kwikform took too long to respond to her complaints. 
Kwikform’s reason was that senior staff members had pre-existing travel commitments and another staff 
member was unwell. Kwikform advised Ms Kitto of this at the time. In the end it engaged an investigator 
about 14 days after her complaints were made. The Employment Relations Authority (the Authority) did 
not consider this a disadvantage.

Kwikform allegedly did not adequately support Ms Kitto’s return to work. She had advised Kwikform that 
she would return to work on both 16 and 27 June 2022, but did not on both occasions. She said she did 
not wish to return to work, even though Kwikform was actively negotiating with her lawyer to do so at the 
time. Her contradictory actions and evidence caused this claim to be unsubstantiated.

Ms Kitto argued that she was disadvantaged in that the investigator gave her name as the whistleblower 
to her manager. The Authority did not find this to be the case. The manager disclosed to the investigator 
that two other managers told him that Ms Kitto was the whistleblower. The Authority found they did 
not say this in the first place. Moreover, the way Kwikform responded did not cause any change to her 
employment status nor warrant any criticism.

Ms Kitto also felt Kwikform should have directed a specific employee to speak to the investigator. The 
Authority found firstly that Ms Kitto raised this claim after she resigned, so she did not experience this 
disadvantage during the employment relationship. Secondly, the colleague fundamentally could not be 
compelled to engage with the investigator if he did not wish to. 

Finally, Ms Kitto claimed she should have been consulted about the final investigation report and 
Kwikform’s next steps, despite it being completed after she resigned. The Authority found that once she 
left, any recommendations or actions arising from the report would not affect her.

The Authority was asked to consider whether the cumulative disadvantage claims lead to a constructive 
dismissal. At the time of her resignation, nothing about Kwikform’s actions indicated a serious breach of 
duty or that Kwikform was not intending to honour the ongoing employment relationship. Rather, as Ms 
Kitto herself stated in her in-person evidence, she did not wish to return to work. The Authority found 
that there was no breach of duty by Kwikform, or any conduct that was sufficiently serious to make Ms 
Kitto’s resignation reasonably foreseeable. Her claim of constructive dismissal did not succeed.

The Government is seeking feedback on people’s experiences with the health and safety system. This 
includes views on the strictness or ambiguity of health and safety requirements, the overlap with 
other legislation, the actions that businesses undertake, consequences for non-compliance, and  the 
threshold at which work-related risks need to be managed.

To read further, please click here.

https://www.beehive.govt.nz/release/major-health-and-safety-consultation-begins
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Two penalty claims were also dismissed. The first was that Kwikform had not engaged in mediation until 
the Authority directed them to. This was found to be a reasonable action. Second was that Kwikform 
should have shared correspondence between the investigator and their legal counsel. The Authority 
noted that such correspondence had legal privilege. No remedies were ordered and costs were 
reserved.

Kitto v APL Kwikform Pty Limited [[2024] NZERA 75; 09/02/24; C English]

Redundancy found to be not genuine

Ms King was the sole director and shareholder of Queenstown Local Laundry Services Limited 
(Queenstown Laundry). She was also friends with Ms Chandler who she employed as a laundry 
supervisor and delivery driver until 21 March 2022. Following the decrease of business from COVID-19, 
Ms King unilaterally reduced Ms Chandler’s hourly rate. This caused a rift in their relationship and 
ultimately, Ms Chandler was constructively dismissed. Ms Chandler raised a personal grievance at the 
Employment Relations Authority (the Authority) for unjustified dismissal. She claimed lost wages, wage 
arrears and compensation for hurt and humiliation.

Ms Chandler disputed the unilateral change in her employment agreement and the parties went to 
mediation. This concluded with continuing animosity between the parties. Both had different opinions 
about what was discussed. Ms Chandler felt that Ms King had agreed to stop pressuring her to work 
on Saturdays, that a KiwiSaver issue had been rectified and that there would be a shorter notice period 
if Ms Chandler were to resign. In contrast, Ms King claimed that Ms Chandler signalled an intention 
to resign in the near future. Ms King also discussed the reduction in work available due to a lack of 
overseas visitors.

On 28 September 2021, Ms King tried to end Ms Chandler’s employment by texting, “In light of last 
weeks meeting. Shall we make it two weeks’ notice from today”. Ms Chandler wrote, “No I will let you 
know when”. Ms King quickly responded, “That won’t work sorry, I can’t afford to keep you on. I will 
write out a formal letter then,” and then, “You made it clear you did not want to work for me. So, that 
actually works out well”.

Ms Chandler went on leave for a work-related injury and upon her return, Ms King made another 
dismissal threat. Ms Chandler was then diagnosed with vertigo and went on sick leave. Ms King took the 
view that Ms Chandler was stringing out her sick leave, indicated that her actions were not in good faith 
and that she would not be paying her anymore sick leave. Ms Chandler did not return to work and was 
paid two weeks’ notice.

Ms King claimed she made Ms Chandler redundant, but the Authority found this was not genuine. 
She did not have a genuine need to make Ms Chandler redundant. The correspondence discussing 
their disputes pointed to a mixed ulterior motive: the personal relationship between Ms King and Ms 
Chandler had significantly deteriorated and Ms King could not wait until Ms Chandler found alternative 
employment. Queenstown Laundry did not enact a fair process prior to the dismissal.

Ms Chandler was unjustifiably dismissed and entitled to thirteen weeks’ lost wages of $13,325, wage 
arrears of $25,000 and compensation of $20,000. The Authority let Queenstown Laundry pay this in 
instalments due to poor finances. Costs were reserved.

Chandler v Queenstown Local Laundry Services Limited [[2024] NZERA 83; 14/02/24; D G Beck]
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Casual employee found to be permanent and unjustifiably dismissed

Ms James began working for Tauranga Birthing Centre Limited (the Birthing Centre) on 21 July 2021 as a 
midwife. During one of her shifts, she was asked by a colleague to assist with a difficult birth. Afterwards, 
the mother made a complaint against Ms James alleging she carried out two medical procedures 
without her consent. On 4 November 2021, the Birthing Centre invited Ms James to a meeting to discuss 
the complaint. Ms James was upset by the accusation and felt her job was in jeopardy. She left the 
meeting believing her employment had been terminated. On the other hand, her manager thought she 
had resigned. 

Ms James applied to the Employment Relations Authority (the Authority) arguing she had been 
unjustifiably dismissed. She sought lost remuneration and compensation for hurt and humiliation. The 
Birthing Centre argued that Ms James had resigned on her own accord instead of being dismissed. 
It also alleged that Ms James was a casual employee and so it was under no obligation to offer her 
continuous work. It also argued that regardless, Ms James contributed to the situation she found herself 
in, and so should not have been entitled to remedies.

First, the Authority had to determine whether Ms James was a casual employee. The Birthing Centre 
argued it offered Ms James a casual position as stated in the letter of offer and Schedule A of the 
agreement, which dealt with employment status. However, in the Schedule A document, the options 
under employment status for permanent full time, permanent part time, fixed term, and casual had all 
been struck out. It also found that her agreement had no other provisions specifying that it was casual 
employment, or that Ms James would only be engaged on an as-required basis. It contained provisions 
that were fundamentally inconsistent with what a casual agreement would have included. Annual 
holidays were not paid on a pay as you go basis. There was a probationary period clause, a notice 
period of 4 weeks and redundancy and confidentiality provisions. Even though the Birthing Centre 
argued that it was a mistake for Ms James to have been given the contract she had, and asked the 
Authority to read into it provisions that would have made it a casual agreement, the Authority declined to 
do so. It ultimately decided that she was a permanent employee. 

Second, the Authority had to determine whether Ms James had been unjustifiably dismissed. It looked 
at what followed from the 4 November 2021 meeting. At that meeting, Ms James spoke with Ms Deas, 
her manager. She said she was led to believe that her employment had been terminated. Following the 
meeting, she received an email from the Birthing Centre saying she had been suspended. The email 
contained no explanation as to what that meant.

The Birthing Centre then ceased contact with Ms James until she received her final pay. The Birthing 
Centre claimed that at the meeting, Ms Deas was led to believe that Ms James had decided to resign. 
However, she never used the word “resignation” either during the meeting or in response to the follow 
up email. Further, the Birthing Centre could not explain why it did not seek clarification on whether Ms 
James had resigned. It could have asked directly or messaged Ms James later but did neither. The 
Authority concluded it was at the Birthing Centre’s initiative to end her employment, meaning she had 
been unjustifiably dismissed.

The Authority decided Ms James was entitled to $12,944.60 in lost remuneration, representing the 
remainder of the rostered shifts she would have worked had she not been dismissed. She was also 
awarded $17,000 as compensation for hurt and humiliation. Costs were reserved. 

James v Tauranga Birthing Centre Limited [[2024] NZERA 101; 23/02/24; C English]

Employee not given written extension of fixed term agreement

Ms Saleem was employed as an intern pharmacist by Musselburgh Pharmacy (2021) Ltd (MPL) from 
April 2021 on a fixed term arrangement to cover the period until she sat the Pre-Registration Assessment 
Board assessment (the Assessment), which would enable her to practice as a registered pharmacist. 
Ms Saleem said as part of an extension to her fixed term, MPL unconditionally offered her a position, 
commencing once she passed the Assessment. MPL ultimately terminated her employment claiming 
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that her employment agreement expired four weeks after she had re-sat the Assessment. Ms Saleem 
raised a personal grievance for unjustified dismissal.

MPL verbally extended Ms Saleem’s employment on 19 June 2021 so she could re-sit the Assessment. 
The terms of the extension were not formalised in writing. During the extended period of employment, 
Ms Saleem was involved in a car accident which restricted her ability to work. She said MPL had not 
supported her during this time.

Ms Saleem’s fixed term agreement was due to end on the earlier of 25 June 2021, or 4 weeks after 
Ms Saleem received her results for the Assessment. The reason for Ms Saleem’s employment ending 
on either of those dates was that MPL would no longer have work for an intern pharmacist. The 
Employment Relations Authority (the Authority) found that MPL had offered Ms Saleem a permanent 
pharmacist role after Ms Saleem successfully completed the Assessment.

The law on fixed term employment agreements requires that the agreement state in writing the way 
in which employment would end, and the reasons for it ending in that way. A fixed term employment 
agreement is not immediately invalidated by the fact that it is not in writing. However, if it is not in 
writing, and the employee objects to their employment ending under the fixed term agreement, then the 
employer cannot say the agreement ended their employment. In this case, Ms Saleem objected to her 
employment ending and because the fixed term agreement was not in writing, MPL could not say the 
employment had ended.

The Authority found MPL did not have a substantive reason to dismiss Ms Saleem and had failed to 
carry out a fair process in coming to its decision. Ms Saleem was sent away from the pharmacy and told 
that there was no ongoing employment, without consultation and by seeking to rely on an invalid fixed 
term agreement. The Authority found that MPL unjustifiably dismissed Ms Saleem.

Ms Saleem also claimed MPL inflicted unjustified disadvantage by failing to support her return to work 
after the car accident. The Authority found no evidence to support this. The Authority ordered MPL to 
pay $12,000 as compensation for hurt and humiliation. It did not make orders for lost wages as Ms 
Saleem could not demonstrate a loss of earnings, between receiving ACC payments and obtaining a 
new job. Costs were reserved. 

Saleem v Musselburgh Pharmacy (2021) Ltd [[2024] NZERA 99; 23/02/24; P Van Keulen]

Employee believes Employer was trying to trick them

Manuka Health New Zealand Limited (Manuka Health) employed Mr Kostic as a beekeeper on a working 
visa from 27 July 2019. He resigned on 27 November 2019 believing that Manuka Health failed to 
investigate his allegations of workplace bullying. He claimed this caused him unjustified disadvantage. 
He also made a claim for unjustified constructive dismissal. Finally, he argued that Manuka Health’s 
failure to keep him safe from workplace bullying prevented him from taking reasonable steps to raise 
concerns about health and safety, which breached the Employment Relations Act and its obligations 
of good faith. Mr Kostic sought compensatory damages and reimbursement for the costs of his 
representation.

Mr Kostic and Manuka Health had some issues in the commencement of their employment relationship. 
Manuka Health had also been consulting with the rest of its staff on a new individual employment 
agreement (IEA) which contained a probationary period clause for new employees, even though 
the focus of its changes was an updated renumeration metric. On 11 September 2019, Mr Kostic’s 
representative engaged Manuka Health on issues another represented employee had with the IEA. 
Amongst this, HR manager Ms Denz had the general manager check that Mr Kostic understood the 
IEA. Ms Denz wrote in her email that she did “not want another issue with [Mr Kostic]”. The Employment 
Relations Authority (the Authority) felt Manuka Health was alert to the need to communicate clearly with 
Mr Kostic, and that it knew he was anxious to ensure his employment was correct.

On 13 September, Mr Blignaut, the regional manager, presented Mr Kostic with a proposed new IEA 
with his signature on it. He told Mr Kostic to take the proposed IEA away and that he could get advice 
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but said, “Trust me, don’t worry about this”. Mr Kostic contacted his immigration adviser who noted the 
probationary period in it was not consistent with the conditions of his work visa. Mr Kostic was alarmed 
that the proposed IEA appeared to be significantly different from his current IEA, that this difference had 
not been pointed out to him and that Mr Blignaut had had said to “trust [him]”. 

Mr Kostic discussed this concern with Manuka Honey. His representative also raised it as a specific 
issue on 21 September 2019. The letter sought an apology from Mr Blignaut for claiming there was “no 
trick” in it. On 24 September 2019, Ms Denz sent a proposed variation which walked back the new 
renumeration system. She told the representative to contact her if he had any questions but did not 
receive a reply. Mr Kostic resigned after this. He said he did not like how other co-workers undergoing 
disputes were being treated and felt Manuka Honey’s actions placed his visa status under threat.

Mr Kostic raised a personal grievance on 21 September concerning the proposed IEA and Manuka 
Honey’s communications on it. He felt the matter was handled so poorly, and communications were so 
misleading, that it undermined his confidence that his employer would treat him fairly and reasonably. 
He said it related to the bullying he and other employees had experienced at Manuka Honey.

The Authority found the inclusion of the probationary period in the proposed IEA was a mistake rather 
than a trick to undermine a migrant worker’s visa conditions. As soon as the mistake was drawn to 
Manuka Honey’s attention, it took reasonable steps to address the issue by proposing a variation. It 
found subsequent discussions focused on the mistake. As a result, Mr Kostic did not raise his bullying 
concerns in such a way that Manuka Honey could investigate them. The Authority did not find he 
experienced unjustified disadvantage or breach of good faith.

Mr Kostic sent his personal grievance for unjustified constructive dismissal on 16 June 2020, which was 
90 days after his final day meaning he did not raise it in time. Finally, the Authority found Manuka Honey 
had not prevented Mr Kostic from raising health and safety concerns, because he did not raise any 
concerns in the first place. Costs were reserved.

Kostic v Manuka Health New Zealand Limited [[2024] NZERA 110; 26 February 2024; M Urlich] 

LEGISLATION 
 
 Note: Bills go through several stages before becoming an Act of Parliament: Introduction; First Reading; 
Referral to Select Committee; Select Committee Report, Consideration of Report; Committee Stage; 
Second Reading; Third Reading; and Royal Assent.

Bills open for submissions to select committee: four Bills 

Resource Management (Freshwater and Other Matters) Amendment Bill (30 June 2024)

Residential Tenancies Amendment Bill (3 July 2024)

Oranga Tamariki (Repeal Of Section 7AA) Amendment Bill (3 July 2024)

Regulatory Systems (Primary Industries) Amendment Bill (8 July 2024)

Overviews of bills-and advice on how to make a select committee submission-are available at:  
https://www.parliament.nz/en/pb/sc/make-a-submission/

https://www.parliament.nz/en/pb/sc/make-a-submission/document/54SCPRIP_SCF_25161950-A4FC-47B4-ADA3-08DC7AB031FE/resource-management-freshwater-and-other-matters-amendment
https://www.parliament.nz/en/pb/sc/make-a-submission/document/54SCSSC_SCF_8E66DA7E-7337-4C58-1394-08DC75512299/residential-tenancies-amendment-bill
https://www.parliament.nz/en/pb/sc/make-a-submission/document/54SCSSC_SCF_A5E624C3-C18E-47ED-9EE5-08DC72E77469/oranga-tamariki-repeal-of-section-7aa-amendment-bill
https://www.parliament.nz/en/pb/sc/make-a-submission/document/54SCPRIP_SCF_B67A1511-3571-4BA8-96CA-08DB71EF2382/regulatory-systems-primary-industries-amendment-bill
https://www.parliament.nz/en/pb/sc/make-a-submission/
https://www.parliament.nz/en/pb/sc/make-a-submission/
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The purpose of the Employer Bulletin is to provide and  
to promote best practice in employment relations.  
 
If you would like to provide feedback about the Employer Bulletin,  
contact: comms@businesscentral.org.nz  
or for further information, call the AdviceLine on 0800 800 362

ADVICELINE 

AdviceLine is your link to first-rate employment relations 
advice. Business Central understands the difficulties 
employers can have with managing employees, so 
supports you with dedicated employer advisors. 

ENTERPRISE SERVICES 

0800 800 362 
advice@businesscentral.org.nz  
www.businesscentral.org.nz

TRAINING SERVICES 

Our training team provide you with practical training solutions 
across various employment topics to help upskill your staff, 
giving your business a competitive edge.

OCCUPATIONAL HEALTH AND SAFETY 
CONSULTANTS

Health and Safety and the well-being of your employees should 
be of paramount importance to any employer. To help you 
along the way, we have a friendly and knowledgeable Health 
and Safety Consultant.

EMPLOYMENT RELATIONS CONSULTANTS 

Employment Relations can be a difficult area to navigate. 
When you need close guidance on employment matters, 
you can rely upon our seasoned ER Consultants to be 
there to help.

LEGAL

When employees test the waters with a personal grievance, 
Business Central Legal are here to help. We offer 
representation in all employment law matters.

mailto:comms%40businesscentral.org.nz?subject=Bulletin%20Feedback
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ENTERPRISE SERVICES 

0800 800 362 
advice@businesscentral.org.nz  
businesscentral.org.nz

ADVICELINE

AdviceLine is your link to first-rate employment relations advice. Business Central understands the 
difficulties employers can have with managing employees, so supports you with dedicated employer 
advisors. 

This service is 100% inclusive of your membership. There is no time limit to your call, and the team is 
available 8am–8pm Monday to Thursday and 8am–6pm Friday.

Our Employer Advisors are well trained and comprise a mixture of legal and business backgrounds. 
They understand your issues and can help advise you on legal requirements and best practices. They 
are backed up by a large resource base they can call on to support with you with written resources, 
guides, and templates. 

TRAINING SERVICES

Our training team provide you with practical training solutions across various employment topics to 
help upskill your staff, giving your business a competitive edge.

Whether it be best practice processes under the Employment Relations Act and the Health and 
Safety at Work Act, leadership training or personal development, the Business Central training 
team are dedicated to facilitating your business’s professional learning.

For more information about Business Central’s public and customised in-house courses, or to 
register for a course, contact the team today.

For regular training updates in your area, subscribe to our Training Update newsletter.

04 470 9930, training@businesscentral.org.nz, businesscentral.org.nz

OCCUPATIONAL HEALTH AND SAFETY CONSULTANTS

Health and Safety and the well-being of your employees should be of paramount importance to 
any employer. To help you along the way, we have a friendly and knowledgeable Health and Safety 
Consultant.

Adrienne has extensive experience with helping companies navigate Health and Safety requirements. 
She understands companies need to see sound return on investment for their well-being initiatives. 
Adrienne offers full support with compliance issues such as induction training and hazard identification 
and management. Additionally she can help with preparation for ACC ‘Workplace Safety Management 
Practices’. 
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EMPLOYMENT RELATIONS CONSULTANTS 

Employment Relations can be a difficult area to navigate. When you need close guidance on 
employment matters, you can rely upon our seasoned ER Consultants to be there to help.

Having someone equipped to help you do the work can take the stress out of a tricky situation. 

Our Consultants have a wide range of experience and are prepared to help. Whether you need to update 
your agreements or policies, or embark on performance management, they have the experience to make 
a difference. There are so many areas they can help; it may be union issues and managing a difficult 
relationship or it could be confirming a restructuring selection matrix. 

LEGAL 

When employees test the waters with a personal grievance, Business Central Legal are here to help. We 
offer representation in all employment law matters.

Business Central Legal provides you best return on investment for legal advice on employment law 
matters. Our team of lawyers are only available to members, and can help solve your tricky issues. 

While you may think of lawyers as representing people in court, this is far from everything they do. 
Employers take advantage of the value of the Business Central Legal team to help in drafting documents 
such as tailored employment agreements and offers of employment. Additionally they can help with key 
guidance on difficult issues as restructuring processes and rock solid performance management plans.


