
RĀRANGI  TAKE  (AGENDA)  
PASTORAL CARE/RSE MANAGER FORUM 

 5  DE CEM BER 2023 ,  HELD BY TEAMS 
 
 
 

Meeting opened with a Karakia at 10:02am 
 

1. Apologies  
 

a. Welcome (verbal Tanya) 
b. Intro Chair (Mike Chapman) and Vice Chair ( ), hand over (verbal Tanya) 

2. Administration  
a. Approval of the FINAL ToR (verbal Chair) Attached 

Moved:  
Seconded:  
Carried  

b. Update on Forum Membership (verbal Chair)  
c. Countries (Slides) Requested we leave these questions in one more month. 
d. ATR Timing (Slides) to help keep MBIE/MSD responsive. 

3. Top Three Forum Issues (Slides Attached) 

Worker Home Countries, ATR timelines and IEA (Chair) – see the slides 
Noted that Vanuatu was the largest sending country followed by three countries about the same 
number / percentage: Tonga, Samoa and Solomons. And the ATR processing times were generally good, 
but 4% of employers experienced a wait of over 6mths. 
 
Employer: Real concern that MSD fail to understand that a Joint Venture requires an ATR to be out in 5-7 
months prior to workers first arriving, but when we are the secondary employer in another region – the 
ATR might be submitted 10-11 mths out from when they land in the second region. The secondary MSD 
region doesn’t want to process it that far out and hold it up because it’s outside of their “6mth 
timeframe”. This has not been and is not workable. 
Tanya: really good point, we will bring this up with MSD and MBIE. 
Employer Forum Question: How do we get IEA online and made easier? 
Mike: we will share one online solution that PICME is currently offering (See below action points) 

 
Tenancy Agreement (Tanya) 

Tanya: The recent amendments made to the Residential Tenancies Act 1986 (RTA) have impacted 
various aspects of tenancy law. It is important to note that these changes apply to all employers, 
including those employers in the RSE Scheme. It's essential to understand how these changes will affect 
your business. There is an expectation that RSE Employers are supplying Tenancy Agreements to 
workers they offer accommodation to (including RSE workers) and complying with Healthy Homes and 
Tenancy Insurance requirements – the LI will have started asking for these, if yours hasn’t yet, they will.  
 
Most RSE Accommodation falls into the “Boarding House” criteria of Tenancy Services.  
Boarding House info here : https://www.tenancy.govt.nz/starting-a-tenancy/boarding-houses/  
Tenancy Agreement: https://www.tenancy.govt.nz/starting-a-tenancy/tenancy-agreements/ 
Full Healthy Homes Standards – https://www.tenancy.govt.nz/assets/forms-templates/compliance-
statement.pdf 
Insurance Statement:   https://www.tenancy.govt.nz/assets/Uploads/files/insurance-statement.pdf  
 
Employer: I have spent a LONG time creating a tenancy Agreement with the LI, and we got it to the 
point it was all done – but then tenancy services said they don’t want anyone to use anything but their 
online agreement builder! 
Tanya: An agreement serves two key purposes. To convey the correct legal requirements that met your 
obligations as a landlord (compliance), and to be understood by the tenant signing the agreement. If 
your form covers all the legal requirements and is easy to understand – crack on. NZEE have an 
agreement template with multi worker sign page, for members, that condenses 4 x 15pg documents 
into 3pgs of common language, created with help of Tenancy Services and LI. The four documents that 
are condensed in to three pages include: Tenancy Agreement, Insulation Statement, Healthy Homes 
Standards Compliance Statement, and Insurance Statement. It’s advised to keep your full Healthy 
Homes assessment on file for anyone who wants to read the full thing.  
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4. EXPERT CONTRIBUTOR - RSE Upskilling and Training Update (Jeremy Baker, Muka Tangata 
CEO) 

Jeremey Baker (JB): Muka Tangata is the Workforce Development Council (WDC) for the food and fibre 
sector. They engage with industry and education and training providers, offer skills leadership and 
advice, work on qualifications, standards, and quality assurance, and are exploring different ways of 
working to meet the needs of the food and fibre sector. They advise government on what programmes 
and qualifications Govt should support, and fund based on what is needed. 
 
They have just finished a full review of the Forestry and Seafood sectors, and are about to embark on 
two new ones: 

1. All entry level standards into food & fibre (we currently have 18 – too many) 
2. All Agri qualifications 

 
They are working on improved skill recognition and skill gaining, as RSE workers play a vital role in our 
sectors. It’s early days working out what to do, but it needs to be easy for employers, training providers, 
the sending countries, and the worker/learners themselves. 
 
RSE currently have access to 20hr of free training funded through MFAT, Vakameasina. That’s not a lot 
but it can be part of the solution. Vaka has gone through a review, and one of the outcomes recently 
announced was to trial/pilot formal recognition, and how to build that in. RPL (Recognition of Prior 
Learning) and how the many skills and experiences RSE workers have, can give them credit towards a 
qualification or credential. It was also mentioned that as part of the review that the next stage of 
funding is contestable via a tender process. 
 
RSE Funded Level 1 & 2 quals were removed when NZ went through the merging of the two main 
funding/training schemes into Te Pukenga, but Muka Tangata has asked for policy changes to open 
that back up for RSE. 
 
Timeframe is next year; it doesn’t take Muka Tangata long for them to create micro credentials They 
would like to work with employers and the pacific countries & workers, to find out what skills they 
want/need to take home. Changing the focus from quick one offs, to explore longer term qualifications, 
where training/learning is extended back home, and while in NZ. Here and Home loop. 
 
English literacy is a challenge, we will need wider funding for RSE, Govt can demonstrate the benefit of 
RSE back to the Pacific - PIC don’t simply loose workers for 6 mths, but their people can gain new skills 
which can be applied to benefit the PIC. MoE, TEC, MBIE will need to change the rules around work-
based training, and what qualifies for this to happen. 
 
Mike: how do you want to use this forum Jermey? 
JB: We are looking at a wide range of qualifications, we want to be clearer on what are the right skills 
(needed), and what are the right tools (training), make it practical and make it easy in the workplace. We 
will need the forum’s input to help create that. It’s about connecting all the dots. We don’t want to 
create something that goes nowhere. That is pointless. It needs to be right. Delivered properly. Learning 
pathways to continue learning/upskilling. 
 
END Guest Expert. 
 

5. Open Mic (open floor) 
No issues from the floor. Moved forum back to the last issue point  

Induction (Tanya) 
Tanya: I will share a List of Common Compliance Issues Attached – for addition to inductions. Induction 
is not a once and done. There is repeat messaging that need to be woven into team leader, toolbox 
meetings each week ongoing, to reinforce the key messages (ie. around the right to life and a safe 
working environment for all) and ones that are often tricky to grasp. 
 
Exit strategy was another point that was raised in the survey. Another word could be reintegration.  
There is a lot of work going on in the islands and with the big inter-agencies like the ILO (international 
Labour Organisation) & IOM (International Organisation of Migration) and the World Bank around 
reintegration. There will be ways you (employers) can help with input into this important work. We will 
keep you in the loop as this progresses. 
 

 

 



When workers have a clear picture of “why” they are participating in the scheme, employers can help 
reconnect them to their why, when they veer off track, or if they need support to motivate while away 
physically from family. Worker led, employer supported. 
 
Pre-departure Training. A lot of work going on to get this important content completed, we have 
stressed the important of sharing drafts with employers, so we can be consistent in the messaging for 
workers.  
 
Employer: I spent a lot of time in consultation on Pre-Departure material a wee while back, is that being 
used as the base for this new draft? 
Tanya: I believe so, Lafaele Lupo (TVOM) is leading this work, and he will send out the draft as soon as it’s 
in at a place to share. It’s equally important that we (employers) have a space to input ideas into that 
material, one of the crucial benefits of pre-departure is around expectation setting – so workers know 
where they are coming, what to do (job, regional info) and what not to do (laws, compliance). Employers 
need to know what is being taught, to get the chance to repeat messaging at their inductions.  
 
MFAT have announced extra funding for the Pacific. The Strengthening Pacific Labour Mobility 
programme (SPLM) is the primary way New Zealand supports Pacific labour sending countries to 
maximise the development benefits of labour mobility. The Toso Vaka o Manū (TVOM) team within the 
Ministry of Business, Innovation and Employment (MBIE) currently deliver SPLM. Over the next five 
years, New Zealand will commit $19.4 million of International Development Cooperation funding to the 
third phase of SPLM, almost doubling the current funding. Attached 
 

6. Action Points  
Forum members – when filling out the forum survey, please use a few more words to describe your 
issue, so we are best placed to address it in the forum.  
 
You don’t HAVE to fill the survey out if you don’t have any issues to raise. You can come to the forum 
meetings and just listen and participate. 
 
We will leave the sending country questions in the survey for the next forum, as some didn’t fill it out. 
 
Vakameasina will be invited to a forum meeting in 2024 once they have their programmes ready to go 
 
Attached to this meeting note:  

 FINAL Forum ToR 
 Forum Issues Slides 
 Online IEA solution from PICME – read here : 

https://issuu.com/hortnz/docs/the_orchardist_march_2022_pages/28 and more detail here : 
https://www.picmi.io/post/rse-workers-hired-through-picmi-without-leaving-their-island-homes  

 List of Common Compliance Issues 
 MFAT have announced extra funding for the Pacific 

 
7. Review future Forum Meeting Dates  

Forum Dates 2024, 10am via Teams 
Tue 30 Jan   Tue 6 Aug 
Tue 5 March Tue 3 Sept 
Tue 2 April  Tue 1 Oct 
Tue 7 May  Tue 5 Nov 
Tue 4 June Tue 3 Dec (final for 2024) 
Tue 2 July 

 
8. Karakia Whakamutunga closed the forum meeting at 11.03am  

 

 



TERMS OF REFERENCE 

PASTORAL CARE/RSE MANAGER FORUM 
 

1. Forum Purpose and Member Commitment  

1.1 The purpose of the Pastoral Care/RSE Manager Forum (“the Forum”) is: to foster 
collaboration; to promote the well-being of RSE workers; to ensure the sustainability of the RSE 
program through collective problem-solving and knowledge-sharing; to share information and 
best practices; to address both pastoral care and RSE management challenges; and to support 
RSE employers.  

1.2 By participating in this Forum, Forum members commit to working together for the 
betterment of all stakeholders involved in the RSE program. 

 

2. Forum Aims and Goals 

The aims and goals of the Forum are to: 

2.1. Cultivate a supportive and inclusive environment that encourages open dialogue, 
respecting diverse perspectives, and ensuring a safe space for RSE employers to openly discuss 
challenges. 

2.2. Facilitate collective problem-solving among RSE employers and workers participating in 
the RSE program. 

2.3. Share skills profiles in demand and other valuable information to improve the employment 
of RSE workers. 

2.4. Address challenges, concerns, and issues related to the pastoral care and overall well-being 
of RSE workers. 

2.5. Promote timely issue resolution to ensure the smooth operation and sustainability of the 
RSE program. 

2.6. Foster collaboration and knowledge-sharing to prevent issues from escalating and 
maintain the circular nature of the RSE program. 

2.7. Continuously evolve strategies and approaches in response to the evolving needs and 
challenges faced by RSE workers, ensuring the sustained relevance and efficacy of the 
program. 

 

3. Composition of the Forum 

3.1. The Forum shall consist of RSE Employers and RSE workers engaged in the RSE program. 

3.2. Participation, by invitation only, with prior agreement by the Forum, may include: 

a. Representatives from participating governments and relevant ministries or 
departments. 

b. Representatives from New Zealand governments and relevant ministries or 
departments. 

 

 



c. Representatives from relevant industry organizations. 

e. Representatives from worker support and pastoral care organisations  

f.  Any other relevant stakeholders agreed for inclusion, with prior agreement by the 
Forum. 

3.3. The Forum will be led by a chairperson who will be elected by the Forum. 

 

4. Meetings and Frequency 

4.1. The Forum will hold regular meetings as agreed by the Forum. 

4.2. Additional meetings may be scheduled by the chairperson as needed to address urgent 
issues or emerging challenges. 

4.3. Meetings may be conducted in person and/or virtually. 

 

5. Roles and Responsibilities 

5.1. Chairperson: 

a. Call for, set the agenda and preside over Forum meetings. 

b. Facilitate discussions and consensus decision-making. 

c. Represent the Forum to stakeholders. 

5.2. Forum Members: 

a. Actively participate in discussions and share relevant information and experiences. 

b. Collaborate in identifying challenges and proposing solutions. 

c. Promote a culture of transparency, respect, and information sharing within the Forum. 

 

6. Decision-Making 

6.1. Decisions of the Forum will be made through a consensus-based approach guided by the 
Chairperson.   

6.2 In the event that a consensus cannot be reached, decisions will be reached by a majority 
vote of Forum members present and attending the meeting virtually.  There are no proxies. 

 

7. Administration and Sharing Information 

7.1. New Zealand Ethical Employers (NZEE) act as the secretariat and NZEE will distribute the 
meeting agenda and papers, maintain records of meetings and action items on behalf of the 
Forum. 

7.2. Meeting minutes and updates intended for sharing with RSE program stakeholders are to 
be anonymised, ensuring the necessary safety and confidentiality required by Forum 
members. 

 

 



7.3. Forum membership information is shared within the Forum group for networking 
purposes and professional collaborations, ensuring mutual benefit and advancement within 
the RSE community. 

 

8. Review and Amendments 

8.1. These Terms of Reference will be reviewed annually by the Forum. 

8.2. Amendments to be effective will be agreed by the Forum. 

 

Approved by the Forum on 05 December 2023 
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WWorker Agreements 

 

 



WWorker Agreement (IEA) Priority 
Topics  

• Individual Employment Agreements (IEA)

• Easier ways of getting contacts signed/online etc.

• Deductions 

• Work hours 

• Insurance 

• Keeping up to date with changes 

• Labour Inspectorate requirments

 

 



AAccommodation 

 

 



AAccommodation Priority Topics 
• New Accommodation Standards 

• Expectations of cleanliness 

• Food & time to cook healthy meals

• Tenancy agreements  

• Destruction of property  

• Different needs for each culture of worker

• LI audit standards being available in advance 

 

 



IInduction

 

 



IInduction Priority Topics 
• List of what could be included in an induction 

• Standardised induction templates

• Follow up induction 

• What should be covered in sending country 

• What should be covered in NZ 

• Exit strategy from the programme

• Ways or help to translate documents 

• How to keep everything as simple as possible 

 

 



 

 

 

 

 

4 May 2023 

NZEE Induction Compliance Reminders Guide 
 

These reminders need to go into EVERY induction. We are seeing a high number of new 
RSE, which is why this info is crucial to include each time, to capture new ears. And to 
remind old ears. 

Firstly, a reminder for you – bad behaviour from workers is not a reflection of bad 
pastoral care, and is not a reflection of you as an employer. You cannot be held 
accountable for the actions of your employees. But it is your role to set expectations of 
how to behave in NZ and remind them of appropriate behaviour while in your community. 
Bad behaviour is carried out by a handful of people, making bad choices, but it can 
reduce the social licence of the RSE the scheme to operate in your community, and casts 
a dark shadow on RSE workers, the Pacific Islands, employers & our industries. 

Please add these reminders to your inductions. They can also be added as reminders to 
morning briefings & team meetings throughout the season, a few at a time. 

If you don’t already, your local Community Constable and Prevention Team at the local 
police station are more than happy to join your Workers Inductions, where these and 
other messages of safety can be reinforced. If you need help identifying your local reps, 
please sing out. 

  

SCAMS 
1. RSE are being targeted, sometimes via Facebook Marketplace or a buy-sell-swap 

Facebook page. They may receive a message promising they have either won, or 
would be able to make, millions of dollars. They are then advised they have get a 
certificate signed by NZ Government to get the money, but the certificate costs 
money. Payment is requested for the certificate, in the form of App Store &  ITunes 
card, scratch the back and send the code. Only send money to your family through 
Western Union or a reliable bank and do not purchase App cards or iTunes cards 
as payment for a person. 

2. International scammers pretend to be Kiwi’s selling an item like a cell-phone or 
laptop computer on Facebook Marketplace or a buy-sell-swap Facebook 
page.  The Scammers get the victim to deposit the funds, then the goods never 
arrive and the seller’s identity is removed from the platform. 

  

  

 

 



 

DRUGS 
3. RSE should not be buying or selling drugs in NZ, it is illegal. Some young local drug 

suppliers are known to target RSE workers in the carparks of supermarkets on pay 
day, and on the weekends.  

4. RSE have historically been targeted by gangs and working girls knowing they have 
money. If they are approached by anyone regarding buying or selling drugs, say 
no, and walk away. 

5. From a Country Liaison:  
1. Using drugs is a direct violation to the Code of Conduct the workers signed 

between them and their Government. They will be banned from the RSE 
Program if caught. To be approved on RSE each worker needs to have 
approval from their Pastor, Village Chief and if in a relationship their 
Spouses support. This will reflect on the whole Village. 

6. From a High Commissioner:  
1. This is a very serious case – a crime. Therefore, it should not be 

condoned.  The High Commission and the sending Government confirmed 
that workers will be sent them home if found to be abusing drugs in NZ. 
 

RUBBISH / LITTERING 
7. A lot of locals and councils complain (ongoing) about the discarding of fried 

chicken bones & other rubbish near money transfer outlets. This is ongoing – 
please remind the guys as often as possible please not to do this. 

8. RSE should be respecting their communities by putting all rubbish in bins 
provided by local councils. Add a rubbish bag or two to your vans, as the street 
bins can quickly become full (flowing) on common days for money transfer. 
  

CYCLING 
9. Local police run road safety campaigns regularly aimed at improving compliance 

with the wearing of cycle helmets by cyclists. Patrolling police concentrate on 
cyclists who are not wearing a helmet and in most cases a cyclist not wearing a 
helmet will be issued with an infringement notice. The current fine is 
$55.00.  Police would far rather see cyclists complying with the law and protecting 
themselves from potential head-injury by wearing a helmet while riding.   

10. RSE are regularly seen whizzing around footpaths on their bicycles. Please add this 
to your comms to your workers, about how to keep safe (themselves and the 
public) while using their peddle bikes - Biking in our towns and cities brochure 
(nzta.govt.nz)  

  

SAFETY AT NIGHT 
11. Groups of RSE Workers are regularly seen roaming the streets very late at night 

and very early in the morning. This reminder is about keeping the RSE safe, and 
the communities in which they are living temporarily. And the social licence for 
the RSE Scheme to operate in our communities. It’s good to remind your staff of 
the benefits of getting good sleep so they are bringing their best selves to work 
each day and being productive members of the teams in which they work – which 

 

 



is the reason they choose to accept your job offer and travel here – to make money 
for their families and communities. Good sleep is crucial. 

  

ALCOHOL 
12. Excessive drinking can impair your judgment, making you vulnerable to 

committing an offence or becoming a victim of crime.  
13. Most towns and cities have liquor bans in designated public places such as the 

central business district or around sports stadiums. An alcohol ban means it's an 
offence to drink, carry or bring opened alcohol in those public places. This means 
you can only drink alcohol in a building, licensed premises or on your own 
property. Police enforce alcohol bans and will issue a fine for a breach of an alcohol 
ban. The maximum fine is $250. 

14. Please check your regional council website for the ban areas in your region, and 
make sure this is communicated to your RSE 

15. Licensed premises such as clubs and pubs must close at 4am. Supermarkets and 
bottle shops can only sell alcohol from 7am – 11pm. 
 

TRESSPASSING 
16. Motels and homes are private property and uninvited visitors are trespassing if 

they enter.  While some places may have had working girls at some stage, they 
book in clients by phone and will brief workers on a room number or address, and 
an appointment time – workers should not drop in. the risk to the workers is that 
they will knock on the wrong door and could receive an earful (or worse) from an 
upset guest/owner. 

17. Extensive camera systems operate at most of these address to keep the women 
safe – pictures of trespassers may be sent the Police for follow up. 

 
SOLICITING 

18. Solicitation is the act of offering or attempting to purchase goods and/or services. 
19. It is illegal to solicit people, especially young girls, in New Zealand. All RSE must 

follow the laws in NZ or they could be arrested and charged for those things, and 
possibly end their opportunity of coming back to NZ to work. 

 
LIMITED VISA 

20. The RSE visa granted to workers is classed as a Limited Visa. Under New Zealand 
immigration law a limited visa is a lot more restrictive than a normal temporary 
visa which means while working in New Zealand, RSE workers don’t have the legal 
right to be able to apply for visa of a different type or class, request a special 
direction or bring any appeal against their visa. There have been instances in the 
past where workers circumstances have changed after they arrive in NZ and they 
have then received incorrect immigration advice from friends or family.  RSE 
workers need to be aware that any no circumstance will they be able to: 

1. stay behind after they complete their work, and their limited visa has 
expired, to go on holiday, 

2. work for another employer who is not part of the RSE scheme, or 
3. stay in NZ based on a new relationship/marriage/pregnancy 

 

 

 



Should their circumstances change and they want to obtain a different or new visa 
that is not a Limited Visa, under NZ law they need to leave NZ and apply for the 
different visa from their home country 

 

WHO TO CALL (See our translated resource that can go up in all 
accommodations that covers Fire & Emergency and regional support services) 

 Call one-one-one (111) when you need an immediate emergency response from 
Police, Fire, or Ambulance 

 Call ten-five (105) to report things that don’t need urgent police assistance (theft, 
damage, or threatening behaviour) 

 Call star-triple-five (*555) to report road incidents which are urgent but not life 
threatening 

 Call 0800 555 111 to report a crime anonymously 
 

SUMMARY OF MAIN POINTS 
Please add these reminders to your inductions. They can also be added as reminders to 
morning briefings & team meetings throughout the season: 

1. don’t buy anything offered to them on the street 
2. be wary when they purchase anything off Facebook Marketplace or a buy-sell-

swap Facebook pages 
3. be wary of who they befriend and invite back to their accommodation, including 

gangs or working girls 
4. keep their wits about them when using the ATM and withdrawing money  
5. reminder to not wander around particularly at night, if they are out, to go out at 

least in pairs 
6. don’t buy or sell drugs 
7. don’t biff your food scraps or rubbish on the street 
8. always wear a bicycle helmet and don’t peddle on the footpaths, you will be fined 

if caught ($55) 
9. don’t go onto property that you haven’t been invited into, or have an appointment 

to be there 
10. do not drink alcohol in alcohol banned areas, you will be fined if caught (up to 

$250) 
11. do not solicit anyone for services 
12. conditions of their Limited visa require them to stay in INZ approved 

accommodation and work for RSE Accredited employers only 
13. if they get into a relationship, they will need to go home first and then apply for a 

different visa, they cannot change their Limited Visa while in NZ 
14. report anything suspicious such as people just lurking around the area - if they feel 

safe to do so, take photo/video with their phone 
15. contact 105 (non-emergency) if they have concerns about theft, damage, or 

threatening behaviour 
  

  

Remind your RSE that they can call their pastoral care manager or you, their employer (if 
that person is different), if they feel unsafe at any time. Encourage them to report 
anything suspicious to you, and then follow that up with a report to the police. 
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Strengthening Pacific Labour Mobility Programme 
 
 The Strengthening Pacific Labour Mobility programme (SPLM) is the primary way 

New Zealand supports Pacific labour sending countries to maximise the development 
benefits of labour mobility. The Toso Vaka o Manū (TVOM) team within the Ministry 
of Business, Innovation and Employment (MBIE) currently deliver SPLM. 
 

 Over the past 12 months, New Zealand has redesigned SPLM. Through this process 
it has been a priority to ensure Pacific and other stakeholders views were strongly 
reflected in the new design settings. Thank you for industry’s engagement in this. 

 
 Over the next five years, New Zealand will commit $19.4 million of International 

Development Cooperation funding to the third phase of SPLM, almost doubling the 
current funding.  

 
 The goal of the next phase is to increase social and economic well-being and resilience 

across the Pacific, through relevant, efficient and enhanced circular labour mobility 
participation. The next phase is focused primarily on maximising the benefits and 
mitigating the negative impacts of labour mobility participation. 

 
 The new design reflects that each Pacific country is at a different point in their labour 

mobility journey, and a ‘one-size fits all’ approach will not deliver the support required 
to maximise labour mobility participation. 

 
 This next phase will see more support being provided directly to labour sending 

governments, to enable Pacific partners to shape the outcomes they seek from 
participation in the RSE scheme. It will also help strengthen better systems and 
processes to enable more efficient management of RSE worker flows, in line with 
labour sending countries’ own priorities. 

   
 Labour sending units will receive assistance to enhance approaches to worker 

selection, recruitment and processing, support pre-departure preparations and 
reintegration, and provide greater assistance to families remaining at home.  

 
 We will also invest in more New Zealand-based Pacific liaison officers (relative to 

countries’ needs), and support Pacific partners to adopt the In-country Recruitment 
Database (IRD) designed by Australia, to realise efficiencies.  

  
 We expect the next phase to commence in early 2024. We will work with Pacific 

partners to determine more closely their respective needs. This will allow support to 
be better customised, in line with each country’s level of participation in the RSE 
scheme and labour mobility priorities. 

 
 The TVOM team within MBIE will continue to be the key point of contact for Pacific 

partners’ labour mobility and RSE enquiries. The Ministry of Foreign Affairs and Trade 
will take on a greater role in SPLM to ensure there is strong coordination in the 
programme’s delivery with the many players. 
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From: donotreplyrseinzcomms
Sent: Friday, 15 December 2023 12:08 PM
To: donotreplyrseinzcomms
Subject: December Newsletter to Industry 2023 [UNCLASSIFIED]
Attachments: December Newsletter to Industry 2023.pdf

Ahiahi m rie,

Welcome to the last newsletter for 2023, the December edition.

Have a merry Christmas and a joyous New Year.

Kia pai te r ,

Pacific Migration
Immigration New Zealand

Out of Scope

 

 



Joint ATR Applications
The RSE Unit has been receiving many joint applications for the same workers/periods 
separately which has become problematic. 

So, from 1 Jan 2024 we will be applying;
Immigration instruction WH1.10.1(e) which states that – where two or more RSEs have an 
arrangement to provide consecutive periods of employment to the same workers, they must 
submit their separate ATRs (covering each consecutive period) to INZ together. Where INZ 
approves those jointly submitted ATRs, INZ may grant a visa allowing work for each RSE (if 
requirements at WH1.10.1 (h) and (i) are met).

This means joint applications must be received same day otherwise they will be returned 
from lodgement as incomplete (from 1 Jan 2024).

This is the last Newsletter for 2023. Thank you everyone for all your work during this time. 
Here are some key reminders.

The use of VFS
A friendly reminder to our RSE employers and their agents using VFS. All email 
correspondence is to be sent to this email address only RSE SouthPacifxx@xxxxxxxxx.xxx   

Emails sent to personal email IDs in VFS will not receive a response. Please use the RSE inbox 
for applications only to ensure there in no delay in lodgement. 

Accommodation Documents
Any accommodation you use for your RSE workers needs to have the self-audit form updated 
every 12 months. If you are using shared accommodation (used by other RSE employers) you 
still need to complete the self-audit forms and provide current (new) photos of the property 
along with evidence of healthy homes compliance and any other regulatory requirements. 

Remember when sending us photos, we are using these to determine if the property has 
sufficient facilities and storage for the number of workers who will be residing there and that 
it is clean and well maintained.

Credit card details must NOT be emailed
A reminder that for any ATR or onshore visa applications emailed to Immigration NZ must
comply with NZ banking regulations. Credit card details must NOT be included. An INZ 
Support Officer will contact you to take these details over the phone.
Specifically, for applications that you email to the RSE Unit, please ensure that: 

 

 



 

 



 

 



 

 



Subject: January 2024 RSE Newsletter
 
Warm Pacific Greetings,
 
Please see the first RSE Newsletter for 2024.
 
 
Vinaka vakalevu,
Pacific Migration
Immigration New Zealand
 
 

 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

Application number: 22512596   
Client number: 33094886  
 
19 December 2023 
 
 
Focus Contracting Ltd  
 Focus Contracting Ltd 
25 Iron Gate Bridge PA 
Hastings 4102 
New Zealand 
 
 
 
Kia ora Focus Contracting Ltd 
 
Application for a employer sponsor for: 
 
Applicant: Date of birth: 
Focus Contracting Ltd 19 December 2023 
 
Thank you for your application for an Agreement to Recruit (ATR), which was accepted for 
processing on 13/10/2023. 
 
We have completed an initial assessment of your application and need more information before we 
can proceed.  
 
Recruitment 
 

 Immigration instruction WH1.10.5 (a) (i -ii) states an ATR will be approved only where the 
appropriate regional work and income office(s) has been advised of the RSE vacancies; and 
INZ, in consultation with MSD is satisfied that there are no suitable New Zealand Citizen or 
residence class visa holder workers available to undertake the work. 

 
The Ministry of Social Development (MSD) has advised Immigration New Zealand (INZ) that there is 
insufficient evidence of active engagement to support the recruitment of between 29-171 offshore 
workers across 12 months of a year.  
 
In addition to this, MSD East Coast region currently have a total of 5937 job seekers including a total 
of 2953 in the Hastings, Flaxmere and Napier areas, MSD are therefore of the view that there are 
suitable New Zealanders available.  As a result, it appears you do not meet Immigration Instruction 
WH1.10.5 (a) (i) and as a result we have been unable to determine whether immigration instruction 
WH1.10.5 (a) (ii) has been met and your application could be declined. 
 
We have not made a decision on your application at this stage. We invite you to make comments or 
provide information in response to our concerns. 

We are bringing these issues to your attention as they may affect the outcome of your application.   

You may provide further information by 16/01/2024 

Any comments or further information must be provided to this email: 
Shamila.Taualofai@mbie.govt.nz   

 

 



 

All supporting documents must be original or certified copies of originals. Any documents not in 
English must be translated into English by a recognised and independent translation service. 

Providing English translations of supporting documents: 

https://www.immigration.govt.nz/new-zealand-visas/preparing-a-visa-application/english-
language/translating-supporting-documents-into-english  

If you do not send any comments or additional information 

If you do not send any comments or information by the date requested, we will make a decision on 
your application based on the information you have already given us. We are unlikely to approve 
your application based on this information. 

False or misleading information 

Please make sure the information you provide is accurate. Providing false or misleading information 
or withholding information may affect your eligibility for a visa now and in the future. 

If your circumstances change 

You must tell us about any changes to your circumstances that may affect your application for a visa, 
including changes to:  

 the personal or family circumstances of any person included in your application 
 your address or contact details (including your postal address, email address, and 

telephone number) 
 your business or employment 
 your course of study if you are applying for a student visa. 

If you do not tell us about changes to your circumstances, we may decline to grant you a visa or you 
may become liable for deportation. You must hold a valid visa at all times while you are in New 
Zealand. 

Contact us 

If you have any questions, you can: 
 email me at Shamila.Taualofai@mbie.govt.nz  
 call our Immigration Contact Centre on 0508 55 88 55 or 09 914 4100, or for those outside of 

New Zealand +64 9 914 4100, or 
 visit our website www.immigration.govt.nz  

You will need to tell us your application and client numbers (see the top of this letter). Please be 
ready to quote them when you phone. 

 

 

 

Nga mihi,  
Shamila Taualofai 
Senior Immigration Officer 
Immigration New Zealand 

 

 

 

 

 

 



 

WH1.10.5 Determining an application for an ATR 

a) An ATR will be approved only where: 
i.the appropriate regional Work and Income office(s) has been advised of 

the RSEs vacancies; and 
ii.INZ, in consultation with MSD, is satisfied that there are no suitable New 

Zealand citizen or residence class visa holder workers available to 
undertake the work; and 

iii.there are sufficient places remaining within the annual limit 
(see WH1.1.15), for the grant of visas under these instructions; and 

iv.INZ is satisfied that the requirements set out in WH1.10.1 and WH1.10.10 
and WH1.10.35 are met. 

b) Where INZ is not satisfied that the number of workers requested in the ATR is 
appropriate for the work required, or this number of people exceeds the forecast 
labour shortage for the region and period requested, INZ may approve the 
recruitment of a lesser number of workers, or for a lesser period of work than 
requested. 

c) INZ will take into consideration the needs of the horticulture industry and 
viticulture industry as a whole when determining an ATR application and the number 
of workers that may be approved, to ensure that no particular region, crop or season 
is disadvantaged. 

d) Any supporting documentation to verify a regional labour shortage will be 
considered. 

e) INZ will decline an application where the employer or any relevant third party (see 
WH1.10.1(d) and (e)) has a history of non-compliance with immigration or 
employment law, including if they fail to meet the requirements set out 
at W2.10.15 or are currently included on a list of non-compliant employers 
maintained by the Labour Inspectorate (see Appendix 10). 

f) INZ may decline an application where the employer has breached the obligations 
of any undertaking made to INZ, other than of a minor nature, in relation to: 

i.RSE limited visa holders stranded in New Zealand as a result of the COVID-
19 pandemic to enable them to benefit from a special direction of the 
Minister of Immigration granting limited visas to a class of persons; or 

ii.the RSE approved class of worker border exception category (see items (e) 
and (f) of H5.30.20(c)); or 

iii.RSE limited visa holders to enable them to benefit from a special direction 
of the Minister of Immigration granting limited visas to a class of persons. 

EEffective 01/10/2023 

 

 



From:
To:
Subject:
Date:
Attachments:

Karen Swann
Tanya Pouwhare
RE: Focus Contracting Ltd - ATR application - 22512596 [ RELEASE-EXTERNAL] Tuesday, 23 
January 2024 2:56:00 PM
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Yes thanks Tanya – we are doing some final checks with the consults for this application –
hopefully we can get back to you tomorrow!

From: Tanya Pouwhare <tanya@nzee.nz> 
Sent: Tuesday, 23 January 2024 2:52 pm
To: Karen Swann <xxxxx.xxxxx@xxxx.xxxx.nz>
Subject: Re: Focus Contracting Ltd - ATR application - 22512596 [ RELEASE-EXTERNAL]

Hi Karen

Just checking you received my below email, and to see if there was anything else that you 
required in order to proceed with the decision making process? 

Thank you so much, we really appreciate your time on this. 

Tanya 

Sent from iPhone

Tanya Pouwhare
CEO
New Zealand Ethical Employers (NZEE)
Mobile : 021 249 1919

From: Tanya Pouwhare <tanya@nzee.nz>
Sent: Tuesday, January 23, 2024 10:25:05 AM
To: Karen Swann <xxxxx.xxxxx@xxxx.xxxx.nz>
Subject: Re: Focus Contracting Ltd - ATR application - 22512596 [ RELEASE-EXTERNAL]

Hi Karen,

Thanks for your email - I hope you had a great anniversary day yesterday. 

Yes, the list is a little misleading in that they don’t give any context to why the contractors no 
longer have a CAV. While they state it could be for a legitimate reason, (and not audit failure) it's 
doesn't evoke positive thoughts!

In the case of Focus Contracting Ltd, they started the CAV process, however the final audit





 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



PPastoral Care/RSE Manager Forum 
Survey Findings 

 

 



 

 



PPriority Topics

Compliance 
• drugs, alcohol, fighting and damage to property

Health Care 
• Nutrition guidance, country support, sharing common illness

Individual Employment Agreement (IEA)

• Travel costs, accountability, processes, systems, complaints processes

 

 



PPriority Topic : Compliance
NZ Visa conditions, what happens if you get in trouble with the police

How to stay safe in your community

Welcome back To NZ – community racism, NZ laws

Driving in NZ/Drugs and Alcohol remain an ongoing issue

We have ongoing issues with drink driving. Any advice welcome. 

How to best manage the kava issue – I respect their culture, but it's getting out of hand big time.

House rules, drug and alcohol policy – what do others do?

Where is the line in terms of allowing the group to live freely vs alcohol that brings fighting and 

constant damage to the accommodation, other staff are scared

Lack of consideration and accountability when things get broken

Tips on how to manage compliance, monitor issues, without causing more problems within the 

team due to people 'telling on each other’?

 

 



PPriority Topic : Health Care
What translator services do others use so they can understand what is being said/asked. 

Common health issues - what is happening, so we can all learn

Insurance doesn’t cover some health care, pressure felt by employers to cover all costs 

Help with Nutrition Guidance

Hospital Access (timeliness of appointments)

Injury Prevention Messaging (in language) importance to rest when sick or injured. 

Some of the team said it is a 'sign of weakness’ to tell the boss they’re sick or unwell. 

We've told them hiding illnesses can be dangerous and we want to help if they are sick. 

Kiribati unit visited and explained in their own language – was very helpful – is this in their 

pre-departure training? Its ok to ask for help when they need it.

We faced difficulties getting INZ approval for an employee fit for light-duty work. The 

process lacks flexibility, we suggest evaluating cases individually with supporting medical 

documentation. Last year, ACC coverage ceased for a similarly cleared employee.

 

 



PPriority Topic : IEA
Travel Costs - What can be charged and what can not? Should the driver be paid extra, do 

I need to put that in the IEA? I want to know how to improve, if need be.

Accountability and deadlines for all involved (RSE Unit, LI, MSD - ATR Processing)

PLEASE digitise INZ applications!!!!!!!! 

Clarify RSE Instructions for accommodation and pastoral care 

Address interpretation variations across govt departments (RSE, LI, MSD) and industry

Changing ATR conditions. The old VoC process was good and easy. Current LENGTHY and 

COSTLY process feels like red tape for the sake of it?

How do other companies ensure RSE feel free to speak up (without fear of losing their 

job). We have a staff representative committee that meets monthly and an elected RSE 

rep sits on that committee.

 

 



MEET ING NOTES  
PASTORAL CARE/RSE MANAGER FORUM 
TUESDAY 30 JANUARY ,  HELD BY TEAMS,  START 10AM  

 
1. Apologies  

-   
-  
-   

(Attendees 51) 
2. Administration  

a. Forum Update (verbal Chair)  
b. Current ATR Timing (Slide – Chair) 

 
Employer: MSD in BoP & HB it takes them months to come to a decision on joint ATRs. It holds us up. 
Mike: We do raise this a lot with MSD, we can bring up with Brett later morning. 
 

3. Top Three Forum Issues (Slides) 
 

a. Compliance (mostly to do with drugs, alcohol, fighting and damage to property) 
 

Employer (slide): NZ Visa conditions, what happens if you get in trouble with the police 
 
Mike: Police often say “send them home” but the visa is still valid, INZ say its employment matter. 
However, if it’s a fight at a club afterhours, it is not an employment matter, as it’s after hours. We are 
recommending that INZ talk to the police and then cancel the visa if it is appropriate.  
 
Employer: Some of our RSE got into trouble, police were good, helped us go through the court 
procedures also. 
 
Employer: What happened to the NZ Police RSE video they released at a RSE conference about 8 years 
ago.  Is this being updated  
 

ACTION POINT Tanya: We will investigate this and report back. 
 
Employer: Fines also must be sent through to RSE unit, and not taken from account even if we have a 
signed letter from RSE  
 
Tanya: Correct, any new deduction that is additional to what was approved at ATR stage, must be sent 
through to the RSE Unit before the deduction is taken from wages. 
 
We are working with INZ, Police, and Compliance to create a brochure of key NZ laws for RSE to be 
aware of, this resource will be made available for all. 
 
Employer: our pacific representative came in and said that they had zero tolerance. Team leaders told us 
they don’t have kava or alcohol at a death ceremony. Their team know that there is no kava for the 
7mths they are in NZ.  
 

Employer (slide): How to best manage the kava issue – I respect their culture, but it's getting 
out of hand big time. 

 
Tanya: this is such an important issue, employers want to do the right thing, but simply saying “it’s a 
cultural thing you have to allow it” doesn’t consider the complexity of what employers and other staff in 
accommodation facilities must deal with on a regular basis. I suggest that we ask HortNZ to include a 
discussion on this at the next RSE Conference. Create space for an open respectful discussion so 
different pacific nations, workers or team leaders, employers, and police can discuss it.  
 

Employer (slide): Where is the line in terms of allowing the group to live freely vs alcohol 
that brings fighting and constant damage to the accommodation, other staff are scared 

 
Employer: We have zero tolerance for alcohol. Our leader does not allow Kava or alcohol. 
 
Employer: The BOP Ni-Van community group support the zero-tolerance view. 

s 9(2)(a)
s 9(2)(a)
s 9(2)(a)

 

 



 
 Employer (slide): Tips on how to manage compliance, monitor issues, without causing more 

problems within the team due to people 'telling on each other’? 
 
Tanya – there are many ways to create safe spaces for workers to bring up issues. One good way is 
talking with your workers and asking who they identify as their safe people, it could be their team 
leader, their supervisor, it could be the manager, or sport coach, or church minister. Consider 
undertaking regular independent anonymous workers surveys (AskYourTeam). Consider adding 
additional “comments and complaints box” to high traffic areas, and low traffic areas – outside the office, 
somewhere in the accommodation facility. There are many tools to use, no one way is the right way. 
Regularly reminding workers that they won’t get in trouble if they speak up, and then following through 
if a worker if bullied because they have done. Your role is to create a safe working environment for your 
employees. There are also some good training organisations that run workshops on dealing with 
difficult employment issues that might help you with tips too (see suggestions of some training coming 
up below) 
 
Employer: we have a staff representative committee that meets monthly and an elected RSE rep sits on 
that committee 
 

b. Health Care (translations, nutrition guidance, common illness, injury prevention) 
 

 Employer (slide): What translator services do others use so they can understand what is 
being said/asked.  

 
Mike: Translation services have always been an issue, with the Govt reviews they are looking at making 
sure things can get translated. 
 

 Employer (slide): Injury Prevention Messaging (in language) importance to rest when sick or 
injured 

 Employer (slide): Help with Nutrition Guidance 
 Employer (slide): Common health issues - what is happening, so we can all learn 
 Employer (slide): Some of the team said it is a 'sign of weakness’ to tell the boss they’re sick 

or unwell. We've told them hiding illnesses can be dangerous and we want to help if they 
are sick. Kiribati unit visited and explained in their own language – was very helpful – is this 
in their pre-departure training? Its ok to ask for help when they need it 

 
Tanya: we have asked for the timing of the Health Tool kit and requested that they include something in 
the new pre-departure training content, that it is ok to ask for help when they need it. 
 
Employer: Orbit Insurance has issued a health guide that is translated into most of the Pacific Island 
Languages 
https://orbitprotect.com/insurance-products/seasonal-worker-insurance/download-health-guide/  
 
 

 Employer (slide): We faced difficulties getting INZ approval for an employee fit for light-duty 
work. The process lacks flexibility, we suggest evaluating cases individually with supporting 
medical documentation. Last year, ACC coverage ceased for a similarly cleared employee. 

 
ACTION POINT Tanya: we are aware of this issue, and we will take to INZ – asking for flexibility and 
individual case evaluation, and report back. 

 
c. IEA (travel costs, accountability, processes, systems, complaints processes) 

 
 Employer (Slide): Travel Costs - What can be charged and what cannot? Should the driver be 

paid extra, do I need to put that in the IEA? I want to know how to improve if need be. 
 
Mike: we have a clause in the IEA template that NZEE has put together with the LI and RSE, we will 
include it in the notes. (see below) Paying a driver extra is an employer/employee discussion and if you 
did you would need to add it to the IEA. 
 

ACTION POINT Tanya: we will also check with the LI, and report back. 
 

 
 

 

 



Employer: My understanding from NZTA is that drivers need P class licences if you are paying for them 
to drive. 
 
Employer: The online content isn't very clear, so I called NZTA last year and that was my advice from the 
call centre.  
 
Employer: There is an exemption in NZTA policy, I can find it share if it’s helpful 
 

ACTION POINT Mike: Yes, please let us know info you have, we will also investigate. And report back. 
 

 Employer (slide): Accountability and deadlines for all involved (RSE Unit, LI, MSD - ATR 
Processing) 

 PLEASE digitise INZ applications!!!!!!!!  
 
Tanya: NZEE submitted on giving all stakeholders (MSD, LI, RSE Unit, Employers, LSU, VFS, BVO) KPIs to 
keep everyone accountable. Employers have many hoops to jump through, yet applications can fall 
through the cracks, or applications go into the ether and employers have no visibility. Accountability is 
also crucial, employers are dealing with costly movements of flights, and workers staying in main 
centres longer than they need to. 
 

ACTION POINT Tanya: we will bring this to INZ, and report back. 
 

 Employer (slide): Clarify RSE Instructions for accommodation and pastoral care  
 Employer (slide): Address interpretation variations across govt departments (RSE, LI, MSD) 

and industry 
 Changing ATR conditions. The old VoC process was good and easy. Current LENGTHY and 

COSTLY process feels like red tape for the sake of it? 
 
Mike: A lot of this to be addressed within the RSE Policy Review. 
 

4. EXPERT – MSD Update (Brett Cameron, MSD Leadership Team) 
 
Thank you for the opportunity to speak to you today. 
 
My name is Brett Cameron, and I am work in National Office in the employment area.  I have been 
involved with seasonal work for several years and was part of the team (that included Mike Chapman) 
that set up the RSE scheme in 2007. 
 
Apologies from my manager, Rose Bhan.  She wanted to be on this meeting and present, however she 
has been called away to do some urgent work. 
 
Today I will provide you with a summary on the MSD products that can be used to support New 
Zealanders into seasonal work. 
 
As a result of the recent change of Government, we also have a new minister – Louise Upston. 
 
We are still awaiting to receive the employment priorities of the new government and identify how they 
may impact seasonal work. 
 
MSD Seasonal Work Products 
The two main employment products that MSD uses to support New Zealanders into seasonal work are: 

 New Zealand seasonal work scheme (NZSWS) 
 Seasonal Work Assistance payment. 

 
NZSWS 

 has been around for a while, but for a few years is usage was minimal 
 major enhancements to the scheme in October 2020 by the then Minister for Social 

Development and Employment.  
 The revisions to the scheme were made in part due to restrictions around Covid and employers 

not being able to get their normal supply of overseas labour.   
 provides a range of support to people at risk of long-term benefit receipt to take up seasonal 

work, for a minimum of 6 weeks for 30 hours or more in the horticulture and viticulture 
industries.  

 

 



 A person doesn’t need to be receiving a benefit to qualify.  It is only for the horticulture and 
viticulture sectors. 

 Roles covered are: Picking, planting, packing, pruning, plant maintenance/thinning, harvesting.  
Roles outside of these are considered Essential Skills and not eligible for NZSWS, e.g. Winery 
Cellar Hands. 

 
Under the NZSWS scheme MSD clients can receive support for: 

 Travel to a seasonal region and return travel home 
 Daily transport costs 
 Accommodation support 
 Clothing and work gear costs 
 Training costs 
 Incentive payment 
 Pastoral care 

 
Travel  

 MSD pays for the travel to move job seekers to a seasonal region and then to return them home 
at the end of the work 

 Daily transport costs are available for all job seekers, not just those travelling from another region. 
 Some of our regions have, in partnership with employers, have organised vans and busses to get 

workers to their employment.  Transport costs can be used for this. 
 
Accommodation payment (if participant has accommodation costs in the home region)  

 If a jobseeker has accommodation costs in their home region that they need to continue to pay, 
then MSD can pay up to $200 a week for up to 26 weeks or to the value of $5,200 in a 52 week 
period, to the jobseeker to help them meet these costs. 

 
Clothing and Work Gear costs 

 MSD will pay for any clothing or work gear that the jobseekers needs to undertake seasonal 
work. 

 Any tools or equipment however needs to be paid for by the employer. 
 
Training costs  

 If there is training required for the role then MSD will assist with this 
 Training may include things like a forklift driving course or a Health Safety Certificate etc. 
 Training is considered on a case by case basis. 

 
Incentive payment (if the work is longer than 6 weeks)  

 The NZSWS incentive is a payment of $1000 to encourage New Zealanders to temporarily 
relocate to take up short-term seasonal employment through the NZSWS.  

 The payment is made in two instalments with $500 paid to the person halfway through the 
employment period and an additional $500 paid at the end of the employment period. 

 The payment is not available for local jobseekers or students. 
 
Pastoral Care 

 MSD can also assist if pastoral care is required. 
 To date this this has only had limited usage. 

 
Seasonal Work Assistance Payment 
Seasonal Work Assistance provides financial support to people who were on benefit in the last 6 months 
if their work has been rained off. 
 
The maximum someone can get is $2,312 in a 26 weeks period. 
 
In October 2020 when we made changes to NZSWS we also simplified the process for SWA and made it 
easier for people to apply for SWA.  
 
It is only for Horticulture and Viticulture work. 
 
Other MSD Assistance 
Puāwaitanga  

 toll-free phone and online counselling service that offers up to 12 months of support for people to 
improve their emotional well-being through virtual sessions via a free mobile app or by phone. 

 

 



Te Heke Mai  
 a coaching programme that provides wrap-around support to people who are looking for work, 

in training or starting new jobs via a free mobile and friendly real-life coaches. 
Here Toitū (responding early)  

 a service delivered by a dedicated support team that comprises Kaimanaaki (health navigators), 
health practitioners and a dedicated MSD Case Manager.  

 A ‘Responding Early’ component aimed at 'employed whānau' managing a health condition or 
disability who are at risk of losing their employment and coming on to a benefit has been added 
to the Here Toitū model for MidCentral region. The objective is to support people so they can 
retain their jobs. 

Whītiki Tauā  
 a free, voluntary virtual mentoring service run by Whakarongorau Aotearoa in partnership with 

MSD. 
 The service provides a consistent, reliable, and safe person (mentor) for people to kōrero with, ask 

questions, and get advice from. 
 Mentees can talk to their mentor about anything they want, such as challenges they’re having 

with work, their relationships, whānau, or life in general. 
 
In 2018 MSD developed some “Good Employer” guidelines to identify what MSD considered to be good 
engagement from a RSE employer to recruiting New Zealanders.  The guidelines were signed off by a 
National Seasonal Labour group that was in place at the time. 
 
MSD is currently in the process of updating the guidelines.  They will be a common-sense approach on 
what MSD considers to be a good RSE employer and what elements that covers. 
 
As soon as the guidelines are ready, we will share them. 
 
The guidelines will be based on some key principles: 

 A genuine commitment from RSE employers to employ New Zealand workers. 
 A genuine commitment from MSD and RSE employers to work together on workforce planning 

and solutions that are evidenced through actions taken. 
 Regular communication throughout the year from RSE employers to discuss labour supply 

needs and where suitable New Zealand workers are available, that they are employed. 
 Willingness and evidence to place suitable New Zealanders into employment, including 

permanent roles. 
 Good faith that focuses on solutions for recruiting New Zealanders. 

 
A key element for MSD is that employers undertake regular engagement with MSD. 
 

Employer: we work a lot with corrections and recent releases, they are not eligible for SWAF 
payments as immediately are released into employment, this disadvantages them. Is this something 
that could be addressed? 

 
Employer: check with your different audit requirements, we've got one supplier that doesn't accept 
these individuals at all to be on their property. 

 
BC: I will take that to our policy people, one of the things on scope is reviewing the seasonal workers 
programs, this is a great question and I’ll get some feedback for you. 
 
Employers should be liaising with their local MSD office as much as they can, we are keen to work in 
partnership with you, to work together to get some great outcomes. 
 

Employer: When we put in joint ATRs partners are from different regions. We are in 
Marlborough, we have a great relationship with MSD – but our HB & BoP partners are different, 
why does it take so long for one MSD region to process ATR’s? 

 
BC: we introduced our MSD Labour Plan last year, each MSD region will be streamlining their processes, 
we understand there is some inconsistencies.  There is no simple answer, if you have issues let Tanay or 
Mike know, and they will help you get through the hold ups. Let us know about any major concerns, and 
we will work with you to progress it for you. 
 
Another person who you might want to invite to the forum is Karen Swann (RSE UNIT). She can discuss 
Joint ATRs with you very well. 
 

 

 



Employer: We had a recommendation from an MSD representative that we could attach a copy 
of our MSD labour plan to the ATR instead of replicating this information on the ATR application.   

 
BC: after you fill out 25pgs, MSD only received about 2 pgs – this has been raised in the policy review, 
there is inconsistencies in information sharing. We are working to get this streamlined.  
 
We understand that INZ are looking at taking the Policy Review to the Immigration Minister in the first 
quarter of this year, previous Govt had noted the recommendations INZ policy made, but we are unsure 
where the new govt is at with the review. 
 
We are looking at making things easier and more streamlined. 
 

Employer: Can the new MSD guidelines please be very clear and not open to a different 
interpretation, as is the case currently within different regions. Employers also need the option to 
escalate higher if required please. Also, if an ATR is declined it needs to be within RSE 
Instructions and not a felt belief within your department. There needs to be clear accountability. 

 
BC: We don’t decline, we only support or not support. The final decision of every ATR is made with the 
RSE Unit. Very few ATR aren’t supported by MSD. I agree we need to make things simpler and 
streamlined. If you have issues escalate to Tanya and Mike and we will progress it for you. MSD can’t go 
directly to the employer; we must deal with RSE Unit too. 
 

Employer: Can’t MSD contact the RSE employer if they don’t support an application? There is 
expectation we keep in contact to maintain the relationship, so shouldn’t it go both ways? 

 
 BC: Agreed. The privacy issue needs to be resolved at the review. It is frustrating. As soon as things 
change, we will keep you in the loop.  
 
Thank you so much for giving me the opportunity to join the Forum today, we are very delighted with 
the Workforce Framework NZEE created, it’s very sensible and some good guidelines, and delighted 
that Tanya will be speaking at Berlin about worker protections.  
 
MSD has a range of products and services that we can assist you as employers.  This includes seasonal 
work.  MSD is keen to work in partnership with you on solutions to meet your current and future labour 
supply needs. 
 
For more information on what we can offer, please contact someone from one of our regions. Or send 
any queries to Tanya and Mike and they will forward them on to me. 
 

5. Open Floor Discussion (taken from the survey form) 
a. Trade Unions – what’s happening with the Fair Pay legislation? 

 
Mike: Govt killed it, it was one of their election promises, and they did it. The legislation gave unions the 
ability to deal with a few employers to get a deal done that would impact all employers in that same 
sector. Now unions must negotiate with individual employers to set agreements again. 
 
There wasn’t enough time to discuss the below topics – we will make room for these next month. 
  

b. Is there available First Aid/Fire training in Bislama/Samoan for RSE staff? Are there specific 
organisations providing such training for RSE participants? 

c. Interested in what people are doing with PPE. Especially boots vs gumboots. 
d. Has anyone put their workers through NZ driver licencing? 
e. Can RSE complete on job NCEA courses e.g. Horticulture Level 1, 2 and 3? If not, why not? 
f. Who wants to collaborate on some first aid and team leadership training? Sufficient 

participant number might allow trainers to schedule sessions on Saturdays. 
g. Ideas to incorporate more recreational activities when living/working in remote areas. 
h. We want to co-ordinate with other local RSE to be included/involved with cultural and 

recreational activities,  
i. How do I support my workers to keep their homes clean – we do thorough weekly clean, 

but they’re a pigsty every week – flies everywhere, I find it stressful and upsetting. 
j. Have been approached by the money-sending company Freedom to get our guys using 

their App to send money home to Vanuatu. It sounds great, has anyone else used it yet? 
k. how can we better utilise liaison officers, we’d like more visits and from the high comms – 
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6. Future Forum Meeting Dates  
Forum Dates reminder of 2024, 10am via Teams 
Tue 5 March  
Tue 2 April   
Tue 7 May   
Tue 4 June  
Tue 2 July 
Tue 6 Aug 
Tue 3 Sept 
Tue 1 Oct 
Tue 5 Nov 
Tue 3 Dec (final for 2024) 

 
 
Meeting end: 11.03 am 
 
 
 
  

 

 



Additional Notes 
 
IEA clause regarding travel time  
 

1. TRAVELLING TIME 

1.1. Travelling time will be paid to and from the first work location and the last work 
location to the employee’s home or employer provided accommodation in the event 
the travelling time taken is greater than 30 minutes each way at the Minimum Hourly 
Wage Rate stated in clause 4. 

1.2. During the workday travelling between work locations (i.e. moving orchards or 
vineyards) will be paid at the Minimum Hourly Wage Rate stated in clause 4. 

Note 9 in the NZEE IEA Employer Guide  

9. Travel Time: where travel time for work is significant, this travel time must be paid for by 
the employer at no less than the employees’ applicable hourly rate. The reason for this is 
that for RSE workers do not have freedom of choice, and for RSE and all other workers 
their movement is for the benefit of the employer, as such it is deemed to be work. 
Employment Relations Authority states “any time spent for the benefit of the employer 
such as getting labour into a position and place to carry out tasks necessary for the 
company’s business is work and must be paid for” (2018-NZERA-Auckland-402) Provide 
payment when travel to and from the first and last location of work each day is greater 
than 30 mins each way. Also travel during the workday from and to different sites is to be 
paid for.  

 
 
 
 
Chapman Employment Relations – some suggested training courses coming up to support you  
 

Successful Management of Employee Performance (Webinar) 

Online Webinar Via Email Weblink, New Zealand 
We know managing performance can at times be challenging, baffling and……frustrating. Successfully 
managing performance requires a combination of skills, knowledge, and practical tools to maximise 
both individual and team performance.  
Get Tickets $190.00 8 tickets left 
 

March 19 @ 1:00 pm - 2:30 pm 

The Disciplinary Process (Webinar) 

Online Webinar Via Email Weblink, New Zealand 
This 1.5 hour webinar follows on from the Management of Employee Performance Webinar. In this 
session you will learn practical skills about the disciplinary process and your obligations. You can… 
Get Tickets $190.00 9 tickets left 
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TERMS OF REFERENCE 

PASTORAL CARE/RSE MANAGER FORUM 
 

1. Forum Purpose and Member Commitment  

1.1 The purpose of the Pastoral Care/RSE Manager Forum (“the Forum”) is: to foster 
collaboration; to promote the well-being of RSE workers; to ensure the sustainability of the RSE 
program through collective problem-solving and knowledge-sharing; to share information and 
best practices; to address both pastoral care and RSE management challenges; and to support 
RSE employers.  

1.2 By participating in this Forum, Forum members commit to working together for the 
betterment of all stakeholders involved in the RSE program. 

 

2. Forum Aims and Goals 

The aims and goals of the Forum are to: 

2.1. Cultivate a supportive and inclusive environment that encourages open dialogue, 
respecting diverse perspectives, and ensuring a safe space for RSE employers to openly discuss 
challenges. 

2.2. Facilitate collective problem-solving among RSE employers and workers participating in 
the RSE program. 

2.3. Share skills profiles in demand and other valuable information to improve the employment 
of RSE workers. 

2.4. Address challenges, concerns, and issues related to the pastoral care and overall well-being 
of RSE workers. 

2.5. Promote timely issue resolution to ensure the smooth operation and sustainability of the 
RSE program. 

2.6. Foster collaboration and knowledge-sharing to prevent issues from escalating and 
maintain the circular nature of the RSE program. 

2.7. Continuously evolve strategies and approaches in response to the evolving needs and 
challenges faced by RSE workers, ensuring the sustained relevance and efficacy of the 
program. 

 

3. Composition of the Forum 

3.1. The Forum shall consist of RSE Employers and RSE workers engaged in the RSE program. 

3.2. Participation, by invitation only, with prior agreement by the Forum, may include: 

a. Representatives from participating governments and relevant ministries or 
departments. 

b. Representatives from New Zealand governments and relevant ministries or 
departments. 

 

 



c. Representatives from relevant industry organizations. 

e. Representatives from worker support and pastoral care organisations  

f.  Any other relevant stakeholders agreed for inclusion, with prior agreement by the 
Forum. 

3.3. The Forum will be led by a chairperson who will be elected by the Forum. 

 

4. Meetings and Frequency 

4.1. The Forum will hold regular meetings as agreed by the Forum. 

4.2. Additional meetings may be scheduled by the chairperson as needed to address urgent 
issues or emerging challenges. 

4.3. Meetings may be conducted in person and/or virtually. 

 

5. Roles and Responsibilities 

5.1. Chairperson: 

a. Call for, set the agenda and preside over Forum meetings. 

b. Facilitate discussions and consensus decision-making. 

c. Represent the Forum to stakeholders. 

5.2. Forum Members: 

a. Actively participate in discussions and share relevant information and experiences. 

b. Collaborate in identifying challenges and proposing solutions. 

c. Promote a culture of transparency, respect, and information sharing within the Forum. 

 

6. Decision-Making 

6.1. Decisions of the Forum will be made through a consensus-based approach guided by the 
Chairperson.   

6.2 In the event that a consensus cannot be reached, decisions will be reached by a majority 
vote of Forum members present and attending the meeting virtually.  There are no proxies. 

 

7. Administration and Sharing Information 

7.1. New Zealand Ethical Employers (NZEE) act as the secretariat and NZEE will distribute the 
meeting agenda and papers, maintain records of meetings and action items on behalf of the 
Forum. 

7.2. Meeting minutes and updates intended for sharing with RSE program stakeholders are to 
be anonymised, ensuring the necessary safety and confidentiality required by Forum 
members. 

 

 



7.3. Forum membership information is shared within the Forum group for networking 
purposes and professional collaborations, ensuring mutual benefit and advancement within 
the RSE community. 

 

8. Review and Amendments 

8.1. These Terms of Reference will be reviewed annually by the Forum. 

8.2. Amendments to be effective will be agreed by the Forum. 

 

Approved by the Forum on 05 December 2023 
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PPriority Topics

Compliance 
• drugs, alcohol, fighting and damage to property

Health Care 
• Nutrition guidance, country support, sharing common illness

Individual Employment Agreement (IEA)

• Travel costs, accountability, processes, systems, complaints processes

 

 



PPriority Topic : Compliance
NZ Visa conditions, what happens if you get in trouble with the police

How to stay safe in your community

Welcome back To NZ – community racism, NZ laws

Driving in NZ/Drugs and Alcohol remain an ongoing issue

We have ongoing issues with drink driving. Any advice welcome. 

How to best manage the kava issue – I respect their culture, but it's getting out of hand big time.

House rules, drug and alcohol policy – what do others do?

Where is the line in terms of allowing the group to live freely vs alcohol that brings fighting and 

constant damage to the accommodation, other staff are scared

Lack of consideration and accountability when things get broken

Tips on how to manage compliance, monitor issues, without causing more problems within the 

team due to people 'telling on each other’?

 

 



PPriority Topic : Health Care
What translator services do others use so they can understand what is being said/asked. 

Common health issues - what is happening, so we can all learn

Insurance doesn’t cover some health care, pressure felt by employers to cover all costs 

Help with Nutrition Guidance

Hospital Access (timeliness of appointments)

Injury Prevention Messaging (in language) importance to rest when sick or injured. 

Some of the team said it is a 'sign of weakness’ to tell the boss they’re sick or unwell. 

We've told them hiding illnesses can be dangerous and we want to help if they are sick. 

Kiribati unit visited and explained in their own language – was very helpful – is this in their 

pre-departure training? Its ok to ask for help when they need it.

We faced difficulties getting INZ approval for an employee fit for light-duty work. The 

process lacks flexibility, we suggest evaluating cases individually with supporting medical 

documentation. Last year, ACC coverage ceased for a similarly cleared employee.

 

 



PPriority Topic : IEA
Travel Costs - What can be charged and what can not? Should the driver be paid extra, do 

I need to put that in the IEA? I want to know how to improve, if need be.

Accountability and deadlines for all involved (RSE Unit, LI, MSD - ATR Processing)

PLEASE digitise INZ applications!!!!!!!! 

Clarify RSE Instructions for accommodation and pastoral care 

Address interpretation variations across govt departments (RSE, LI, MSD) and industry

Changing ATR conditions. The old VoC process was good and easy. Current LENGTHY and 

COSTLY process feels like red tape for the sake of it?

How do other companies ensure RSE feel free to speak up (without fear of losing their 

job). We have a staff representative committee that meets monthly and an elected RSE 

rep sits on that committee.

 

 



MEET ING NOTES  
PASTORAL CARE/RSE MANAGER FORUM 
TUESDAY 30 JANUARY ,  HELD BY TEAMS,  START 10AM  

 
1. Apologies  

 

(Attendees 51) 
2. Administration  

a. Forum Update (verbal Chair)  
b. Current ATR Timing (Slide – Chair) 

 
Employer: MSD in BoP & HB it takes them months to come to a decision on joint ATRs. It holds us up. 
Mike: We do raise this a lot with MSD, we can bring up with Brett later morning. 
 

3. Top Three Forum Issues (Slides) 
 

a. Compliance (mostly to do with drugs, alcohol, fighting and damage to property) 
 

Employer (slide): NZ Visa conditions, what happens if you get in trouble with the police 
 
Mike: Police often say “send them home” but the visa is still valid, INZ say its employment matter. 
However, if it’s a fight at a club afterhours, it is not an employment matter, as it’s after hours. We are 
recommending that INZ talk to the police and then cancel the visa if it is appropriate.  
 
Employer: Some of our RSE got into trouble, police were good, helped us go through the court 
procedures also. 
 
Employer: What happened to the NZ Police RSE video they released at a RSE conference about 8 years 
ago.  Is this being updated  
 

ACTION POINT Tanya: We will investigate this and report back. 
 
Employer: Fines also must be sent through to RSE unit, and not taken from account even if we have a 
signed letter from RSE  
 
Tanya: Correct, any new deduction that is additional to what was approved at ATR stage, must be sent 
through to the RSE Unit before the deduction is taken from wages. 
 
We are working with INZ, Police, and Compliance to create a brochure of key NZ laws for RSE to be 
aware of, this resource will be made available for all. 
 
Employer: our pacific representative came in and said that they had zero tolerance. Team leaders told us 
they don’t have kava or alcohol at a death ceremony. Their team know that there is no kava for the 
7mths they are in NZ.  
 

Employer (slide): How to best manage the kava issue – I respect their culture, but it's getting 
out of hand big time. 

 
Tanya: this is such an important issue, employers want to do the right thing, but simply saying “it’s a 
cultural thing you have to allow it” doesn’t consider the complexity of what employers and other staff in 
accommodation facilities must deal with on a regular basis. I suggest that we ask HortNZ to include a 
discussion on this at the next RSE Conference. Create space for an open respectful discussion so 
different pacific nations, workers or team leaders, employers, and police can discuss it.  
 

Employer (slide): Where is the line in terms of allowing the group to live freely vs alcohol 
that brings fighting and constant damage to the accommodation, other staff are scared 

 
Employer: We have zero tolerance for alcohol. Our leader does not allow Kava or alcohol. 
 
Employer: The BOP Ni-Van community group support the zero-tolerance view. 
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 Employer (slide): Tips on how to manage compliance, monitor issues, without causing more 

problems within the team due to people 'telling on each other’? 
 
Tanya – there are many ways to create safe spaces for workers to bring up issues. One good way is 
talking with your workers and asking who they identify as their safe people, it could be their team 
leader, their supervisor, it could be the manager, or sport coach, or church minister. Consider 
undertaking regular independent anonymous workers surveys (AskYourTeam). Consider adding 
additional “comments and complaints box” to high traffic areas, and low traffic areas – outside the office, 
somewhere in the accommodation facility. There are many tools to use, no one way is the right way. 
Regularly reminding workers that they won’t get in trouble if they speak up, and then following through 
if a worker if bullied because they have done. Your role is to create a safe working environment for your 
employees. There are also some good training organisations that run workshops on dealing with 
difficult employment issues that might help you with tips too (see suggestions of some training coming 
up below) 
 
Employer: we have a staff representative committee that meets monthly and an elected RSE rep sits on 
that committee 
 

b. Health Care (translations, nutrition guidance, common illness, injury prevention) 
 

 Employer (slide): What translator services do others use so they can understand what is 
being said/asked.  

 
Mike: Translation services have always been an issue, with the Govt reviews they are looking at making 
sure things can get translated. 
 

 Employer (slide): Injury Prevention Messaging (in language) importance to rest when sick or 
injured 

 Employer (slide): Help with Nutrition Guidance 
 Employer (slide): Common health issues - what is happening, so we can all learn 
 Employer (slide): Some of the team said it is a 'sign of weakness’ to tell the boss they’re sick 

or unwell. We've told them hiding illnesses can be dangerous and we want to help if they 
are sick. Kiribati unit visited and explained in their own language – was very helpful – is this 
in their pre-departure training? Its ok to ask for help when they need it 

 
Tanya: we have asked for the timing of the Health Tool kit and requested that they include something in 
the new pre-departure training content, that it is ok to ask for help when they need it. 
 
Employer: Orbit Insurance has issued a health guide that is translated into most of the Pacific Island 
Languages 
https://orbitprotect.com/insurance-products/seasonal-worker-insurance/download-health-guide/  
 
 

 Employer (slide): We faced difficulties getting INZ approval for an employee fit for light-duty 
work. The process lacks flexibility, we suggest evaluating cases individually with supporting 
medical documentation. Last year, ACC coverage ceased for a similarly cleared employee. 

 
ACTION POINT Tanya: we are aware of this issue, and we will take to INZ – asking for flexibility and 
individual case evaluation, and report back. 

 
c. IEA (travel costs, accountability, processes, systems, complaints processes) 

 
 Employer (Slide): Travel Costs - What can be charged and what cannot? Should the driver be 

paid extra, do I need to put that in the IEA? I want to know how to improve if need be. 
 
Mike: we have a clause in the IEA template that NZEE has put together with the LI and RSE, we will 
include it in the notes. (see below) Paying a driver extra is an employer/employee discussion and if you 
did you would need to add it to the IEA. 
 

ACTION POINT Tanya: we will also check with the LI, and report back. 
 

 
 

 

 



Employer: My understanding from NZTA is that drivers need P class licences if you are paying for them 
to drive. 
 
Employer: The online content isn't very clear, so I called NZTA last year and that was my advice from the 
call centre.  
 
Employer: There is an exemption in NZTA policy, I can find it share if it’s helpful 
 

ACTION POINT Mike: Yes, please let us know info you have, we will also investigate. And report back. 
 

 Employer (slide): Accountability and deadlines for all involved (RSE Unit, LI, MSD - ATR 
Processing) 

 PLEASE digitise INZ applications!!!!!!!!  
 
Tanya: NZEE submitted on giving all stakeholders (MSD, LI, RSE Unit, Employers, LSU, VFS, BVO) KPIs to 
keep everyone accountable. Employers have many hoops to jump through, yet applications can fall 
through the cracks, or applications go into the ether and employers have no visibility. Accountability is 
also crucial, employers are dealing with costly movements of flights, and workers staying in main 
centres longer than they need to. 
 

ACTION POINT Tanya: we will bring this to INZ, and report back. 
 

 Employer (slide): Clarify RSE Instructions for accommodation and pastoral care  
 Employer (slide): Address interpretation variations across govt departments (RSE, LI, MSD) 

and industry 
 Changing ATR conditions. The old VoC process was good and easy. Current LENGTHY and 

COSTLY process feels like red tape for the sake of it? 
 
Mike: A lot of this to be addressed within the RSE Policy Review. 
 

4. EXPERT – MSD Update (Brett Cameron, MSD Leadership Team) 
 
Thank you for the opportunity to speak to you today. 
 
My name is Brett Cameron, and I am work in National Office in the employment area.  I have been 
involved with seasonal work for several years and was part of the team (that included Mike Chapman) 
that set up the RSE scheme in 2007. 
 
Apologies from my manager, Rose Bhan.  She wanted to be on this meeting and present, however she 
has been called away to do some urgent work. 
 
Today I will provide you with a summary on the MSD products that can be used to support New 
Zealanders into seasonal work. 
 
As a result of the recent change of Government, we also have a new minister – Louise Upston. 
 
We are still awaiting to receive the employment priorities of the new government and identify how they 
may impact seasonal work. 
 
MSD Seasonal Work Products 
The two main employment products that MSD uses to support New Zealanders into seasonal work are: 

 New Zealand seasonal work scheme (NZSWS) 
 Seasonal Work Assistance payment. 

 
NZSWS 

 has been around for a while, but for a few years is usage was minimal 
 major enhancements to the scheme in October 2020 by the then Minister for Social 

Development and Employment.  
 The revisions to the scheme were made in part due to restrictions around Covid and employers 

not being able to get their normal supply of overseas labour.   
 provides a range of support to people at risk of long-term benefit receipt to take up seasonal 

work, for a minimum of 6 weeks for 30 hours or more in the horticulture and viticulture 
industries.  

 

 



 A person doesn’t need to be receiving a benefit to qualify.  It is only for the horticulture and 
viticulture sectors. 

 Roles covered are: Picking, planting, packing, pruning, plant maintenance/thinning, harvesting.  
Roles outside of these are considered Essential Skills and not eligible for NZSWS, e.g. Winery 
Cellar Hands. 

 
Under the NZSWS scheme MSD clients can receive support for: 

 Travel to a seasonal region and return travel home 
 Daily transport costs 
 Accommodation support 
 Clothing and work gear costs 
 Training costs 
 Incentive payment 
 Pastoral care 

 
Travel  

 MSD pays for the travel to move job seekers to a seasonal region and then to return them home 
at the end of the work 

 Daily transport costs are available for all job seekers, not just those travelling from another region. 
 Some of our regions have, in partnership with employers, have organised vans and busses to get 

workers to their employment.  Transport costs can be used for this. 
 
Accommodation payment (if participant has accommodation costs in the home region)  

 If a jobseeker has accommodation costs in their home region that they need to continue to pay, 
then MSD can pay up to $200 a week for up to 26 weeks or to the value of $5,200 in a 52 week 
period, to the jobseeker to help them meet these costs. 

 
Clothing and Work Gear costs 

 MSD will pay for any clothing or work gear that the jobseekers needs to undertake seasonal 
work. 

 Any tools or equipment however needs to be paid for by the employer. 
 
Training costs  

 If there is training required for the role then MSD will assist with this 
 Training may include things like a forklift driving course or a Health Safety Certificate etc. 
 Training is considered on a case by case basis. 

 
Incentive payment (if the work is longer than 6 weeks)  

 The NZSWS incentive is a payment of $1000 to encourage New Zealanders to temporarily 
relocate to take up short-term seasonal employment through the NZSWS.  

 The payment is made in two instalments with $500 paid to the person halfway through the 
employment period and an additional $500 paid at the end of the employment period. 

 The payment is not available for local jobseekers or students. 
 
Pastoral Care 

 MSD can also assist if pastoral care is required. 
 To date this this has only had limited usage. 

 
Seasonal Work Assistance Payment 
Seasonal Work Assistance provides financial support to people who were on benefit in the last 6 months 
if their work has been rained off. 
 
The maximum someone can get is $2,312 in a 26 weeks period. 
 
In October 2020 when we made changes to NZSWS we also simplified the process for SWA and made it 
easier for people to apply for SWA.  
 
It is only for Horticulture and Viticulture work. 
 
Other MSD Assistance 
Puāwaitanga  

 toll-free phone and online counselling service that offers up to 12 months of support for people to 
improve their emotional well-being through virtual sessions via a free mobile app or by phone. 

 

 



Te Heke Mai  
 a coaching programme that provides wrap-around support to people who are looking for work, 

in training or starting new jobs via a free mobile and friendly real-life coaches. 
Here Toitū (responding early)  

 a service delivered by a dedicated support team that comprises Kaimanaaki (health navigators), 
health practitioners and a dedicated MSD Case Manager.  

 A ‘Responding Early’ component aimed at 'employed whānau' managing a health condition or 
disability who are at risk of losing their employment and coming on to a benefit has been added 
to the Here Toitū model for MidCentral region. The objective is to support people so they can 
retain their jobs. 

Whītiki Tauā  
 a free, voluntary virtual mentoring service run by Whakarongorau Aotearoa in partnership with 

MSD. 
 The service provides a consistent, reliable, and safe person (mentor) for people to kōrero with, ask 

questions, and get advice from. 
 Mentees can talk to their mentor about anything they want, such as challenges they’re having 

with work, their relationships, whānau, or life in general. 
 
In 2018 MSD developed some “Good Employer” guidelines to identify what MSD considered to be good 
engagement from a RSE employer to recruiting New Zealanders.  The guidelines were signed off by a 
National Seasonal Labour group that was in place at the time. 
 
MSD is currently in the process of updating the guidelines.  They will be a common-sense approach on 
what MSD considers to be a good RSE employer and what elements that covers. 
 
As soon as the guidelines are ready, we will share them. 
 
The guidelines will be based on some key principles: 

 A genuine commitment from RSE employers to employ New Zealand workers. 
 A genuine commitment from MSD and RSE employers to work together on workforce planning 

and solutions that are evidenced through actions taken. 
 Regular communication throughout the year from RSE employers to discuss labour supply 

needs and where suitable New Zealand workers are available, that they are employed. 
 Willingness and evidence to place suitable New Zealanders into employment, including 

permanent roles. 
 Good faith that focuses on solutions for recruiting New Zealanders. 

 
A key element for MSD is that employers undertake regular engagement with MSD. 
 

Employer: we work a lot with corrections and recent releases, they are not eligible for SWAF 
payments as immediately are released into employment, this disadvantages them. Is this something 
that could be addressed? 

 
Employer: check with your different audit requirements, we've got one supplier that doesn't accept 
these individuals at all to be on their property. 

 
BC: I will take that to our policy people, one of the things on scope is reviewing the seasonal workers 
programs, this is a great question and I’ll get some feedback for you. 
 
Employers should be liaising with their local MSD office as much as they can, we are keen to work in 
partnership with you, to work together to get some great outcomes. 
 

Employer: When we put in joint ATRs partners are from different regions. We are in 
Marlborough, we have a great relationship with MSD – but our HB & BoP partners are different, 
why does it take so long for one MSD region to process ATR’s? 

 
BC: we introduced our MSD Labour Plan last year, each MSD region will be streamlining their processes, 
we understand there is some inconsistencies.  There is no simple answer, if you have issues let Tanay or 
Mike know, and they will help you get through the hold ups. Let us know about any major concerns, and 
we will work with you to progress it for you. 
 
Another person who you might want to invite to the forum is Karen Swann (RSE UNIT). She can discuss 
Joint ATRs with you very well. 
 

 

 



Employer: We had a recommendation from an MSD representative that we could attach a copy 
of our MSD labour plan to the ATR instead of replicating this information on the ATR application.   

 
BC: after you fill out 25pgs, MSD only received about 2 pgs – this has been raised in the policy review, 
there is inconsistencies in information sharing. We are working to get this streamlined.  
 
We understand that INZ are looking at taking the Policy Review to the Immigration Minister in the first 
quarter of this year, previous Govt had noted the recommendations INZ policy made, but we are unsure 
where the new govt is at with the review. 
 
We are looking at making things easier and more streamlined. 
 

Employer: Can the new MSD guidelines please be very clear and not open to a different 
interpretation, as is the case currently within different regions. Employers also need the option to 
escalate higher if required please. Also, if an ATR is declined it needs to be within RSE 
Instructions and not a felt belief within your department. There needs to be clear accountability. 

 
BC: We don’t decline, we only support or not support. The final decision of every ATR is made with the 
RSE Unit. Very few ATR aren’t supported by MSD. I agree we need to make things simpler and 
streamlined. If you have issues escalate to Tanya and Mike and we will progress it for you. MSD can’t go 
directly to the employer; we must deal with RSE Unit too. 
 

Employer: Can’t MSD contact the RSE employer if they don’t support an application? There is 
expectation we keep in contact to maintain the relationship, so shouldn’t it go both ways? 

 
 BC: Agreed. The privacy issue needs to be resolved at the review. It is frustrating. As soon as things 
change, we will keep you in the loop.  
 
Thank you so much for giving me the opportunity to join the Forum today, we are very delighted with 
the Workforce Framework NZEE created, it’s very sensible and some good guidelines, and delighted 
that Tanya will be speaking at Berlin about worker protections.  
 
MSD has a range of products and services that we can assist you as employers.  This includes seasonal 
work.  MSD is keen to work in partnership with you on solutions to meet your current and future labour 
supply needs. 
 
For more information on what we can offer, please contact someone from one of our regions. Or send 
any queries to Tanya and Mike and they will forward them on to me. 
 

5. Open Floor Discussion (taken from the survey form) 
a. Trade Unions – what’s happening with the Fair Pay legislation? 

 
Mike: Govt killed it, it was one of their election promises, and they did it. The legislation gave unions the 
ability to deal with a few employers to get a deal done that would impact all employers in that same 
sector. Now unions must negotiate with individual employers to set agreements again. 
 
There wasn’t enough time to discuss the below topics – we will make room for these next month. 
  

b. Is there available First Aid/Fire training in Bislama/Samoan for RSE staff? Are there specific 
organisations providing such training for RSE participants? 

c. Interested in what people are doing with PPE. Especially boots vs gumboots. 
d. Has anyone put their workers through NZ driver licencing? 
e. Can RSE complete on job NCEA courses e.g. Horticulture Level 1, 2 and 3? If not, why not? 
f. Who wants to collaborate on some first aid and team leadership training? Sufficient 

participant number might allow trainers to schedule sessions on Saturdays. 
g. Ideas to incorporate more recreational activities when living/working in remote areas. 
h. We want to co-ordinate with other local RSE to be included/involved with cultural and 

recreational activities,  
i. How do I support my workers to keep their homes clean – we do thorough weekly clean, 

but they’re a pigsty every week – flies everywhere, I find it stressful and upsetting. 
j. Have been approached by the money-sending company Freedom to get our guys using 

their App to send money home to Vanuatu. It sounds great, has anyone else used it yet? 
k. how can we better utilise liaison officers, we’d like more visits and from the high comms – 
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6. Future Forum Meeting Dates  
Forum Dates reminder of 2024, 10am via Teams 
Tue 5 March  
Tue 2 April   
Tue 7 May   
Tue 4 June  
Tue 2 July 
Tue 6 Aug 
Tue 3 Sept 
Tue 1 Oct 
Tue 5 Nov 
Tue 3 Dec (final for 2024) 

 
 
Meeting end: 11.03 am 
 
 
 
  

 

 



Additional Notes 
 
IEA clause regarding travel time  
 

1. TRAVELLING TIME 

1.1. Travelling time will be paid to and from the first work location and the last work 
location to the employee’s home or employer provided accommodation in the event 
the travelling time taken is greater than 30 minutes each way at the Minimum Hourly 
Wage Rate stated in clause 4. 

1.2. During the workday travelling between work locations (i.e. moving orchards or 
vineyards) will be paid at the Minimum Hourly Wage Rate stated in clause 4. 

Note 9 in the NZEE IEA Employer Guide  

9. Travel Time: where travel time for work is significant, this travel time must be paid for by 
the employer at no less than the employees’ applicable hourly rate. The reason for this is 
that for RSE workers do not have freedom of choice, and for RSE and all other workers 
their movement is for the benefit of the employer, as such it is deemed to be work. 
Employment Relations Authority states “any time spent for the benefit of the employer 
such as getting labour into a position and place to carry out tasks necessary for the 
company’s business is work and must be paid for” (2018-NZERA-Auckland-402) Provide 
payment when travel to and from the first and last location of work each day is greater 
than 30 mins each way. Also travel during the workday from and to different sites is to be 
paid for.  

 
 
 
 
Chapman Employment Relations – some suggested training courses coming up to support you  
 

Successful Management of Employee Performance (Webinar) 

Online Webinar Via Email Weblink, New Zealand 
We know managing performance can at times be challenging, baffling and……frustrating. Successfully 
managing performance requires a combination of skills, knowledge, and practical tools to maximise 
both individual and team performance.  
Get Tickets $190.00 8 tickets left 
 

March 19 @ 1:00 pm - 2:30 pm 

The Disciplinary Process (Webinar) 

Online Webinar Via Email Weblink, New Zealand 
This 1.5 hour webinar follows on from the Management of Employee Performance Webinar. In this 
session you will learn practical skills about the disciplinary process and your obligations. You can… 
Get Tickets $190.00 9 tickets left 
 

 

 



 

 



 

 



 

 



 

 



 

 



If you are requesting an update on your application, you will not receive a response from this inbox.
If we accept your escalation request, it does not mean we will also approve your application. It also does
not mean the time we need to assess your application will be shorter.
Once allocated, all applications are assessed using our normal processes and criteria.
Other inquiries
Please call our call centre on 09 914 4100 or 0508 55 88 55 for all other inquiries, including: 
• General information around visa requirements. 
• Status update requests for a current application; and 
• Requests for consideration of urgent circumstances for an application that is not covered under this
process.
Ng  Mihi

Escalations Team 
Immigration New Zealand

 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



Processed on: 25/10/2023 04:49 PM

Certificate of Insurance
Signed by a duly authorised representative of OrbitProtect Ltd, for and on behalf of Zurich New Zealand.
In New Zealand, Zurich’s general insurance products are underwritten by Zurich Australian Insurance Limited (ZAIL), trading as Zurich New Zealand. ZAIL has an insurer financial
strength rating of A+ from Standard & Poor’s (Australia) Pty Ltd.

Zoë Robinson
Head of International Visitors, nib New Zealand

Certificate No. Family Name Given Name Employer Gender Birth Date Origin Country Cover Start
Date

Cover End Date Plans

Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker

Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker

Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
Papamoa Horticulture Ltd 13/11/2023 05/08/2024 Seasonal Worker
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IMPORTANT NOTES: Immigration NZ and Employer
Policies end on the expiry date noted, but if the insured is still in New Zealand lawfully cover automatically extends until 4 PM on the 7th day, after the original expiry date. After this extension period cover ends even if the worker continues to be in New
Zealand and the premium continues to be deducted by the employer. Please contact us should additional cover be required, remembering that coverage can not be backdated.

If the cover start coincides with the end of a competitor's policy, then the start date noted on this document is the start date. Cover commencement flexibility conditions (early arrival cover) in the policy do not apply in this situation. Identification cards (swipe
cards) may be sent to employers in advance to the start date but they do not activate the cover until the start date.

Matters that arise under a competitor's policy during a season are not covered under this policy in any way. Page 2

 

 



 

 



 

 



 

 



that email for any purpose. Emails to/from RNZ may undergo email filtering and virus
scanning, including by third party contractors. However, RNZ does not guarantee that
any email or any attachment is secure, error-free or free of viruses or other unwanted
or unexpected inclusions. The views expressed in any non-business email are not
necessarily the views of RNZ. www.rnz.co.nz
Emails sent by Radio New Zealand Limited (RNZ) or any related entity, including any
attachments, may be confidential, protected by copyright and/or subject to privilege. If you
receive an email from RNZ in error, please inform the sender immediately, delete it from
your system and do not use, copy or disclose any of the information in that email for any
purpose. Emails to/from RNZ may undergo email filtering and virus scanning, including
by third party contractors. However, RNZ does not guarantee that any email or any
attachment is secure, error-free or free of viruses or other unwanted or unexpected
inclusions. The views expressed in any non-business email are not necessarily the views of
RNZ. www.rnz.co.nz

 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



Further information regarding your visa application status can be found on the link below; 

https://www.immigration.govt.nz/new-zealand-visas/preparing-a-visa-application/the-application-
process/checking-your-visa-application-status

NOTE: 
If you are requesting an update on your application, you will not receive a response from this inbox.
If we accept your escalation request, it does not mean we will also approve your application. It also does
not mean the time we need to assess your application will be shorter.
Once allocated, all applications are assessed using our normal processes and criteria.
Other inquiries
Please call our call centre on 09 914 4100 or 0508 55 88 55 for all other inquiries, including: 
• General information around visa requirements. 
• Status update requests for a current application; and 
• Requests for consideration of urgent circumstances for an application that is not covered under this
process.
Ng  Mihi

Escalations Team 
Immigration New Zealand
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This Health Toolkit has been prepared by the Hawke’s Bay District Health Board in association 
with Family Planning. 

Should you have any questions or feedback regarding this resource please contact: 

Jenny Cawston 
Population Screening Manager 
Hawke’s Bay District Health Board 
Napier Health Centre 
76 Wellesley Road 
Napier 
Ph: 834 1815 

jenny.cawston@hbdhb.govt.nz’ 

 

 



 

 



 

 



Contacts 
Health line 0800 611 116 
In situations where health advice is required please ring the Health line. 

Health line is a free service open 24 hours a day 7 days a week. Experienced nurses will be able to help you 
with your questions. 

Interpreter services are available. 
 

Interpreting service when visiting the doctor and hospital 
Workers should be supported to use interpreting services. 

The hospital has services available for interpreters from over 30 different countries. These interpreters are always 
on call and can be used at any time for any reason. Interpreting can take place in person or over the phone. 

 
Booking an interpreter 

Interpreting services can be booked by anyone including you. Ring the hospital on 06 8788109 and ask to be 
put through to Interpreting Services or to an interpreter for the language required. 

For a booked GP appointment: 
— Inform the receptionist that an interpreter will be required. 
— The receptionist can organise an interpreter to come to the appointment or be available over the phone 

through the hospital interpreting services. 

For an on the spot GP appointment: 
— Inform the receptionist that an interpreter will be required. 
— The receptionist can organise an interpreter to be available over the phone through the hospital. 

Paying for interpreting services 

The patient will be required to pay for the interpreter at the appointment; however they can then be 
reimbursed by their medical insurance. 

For more information including interpreter rates go to 
http://www.hawkesbay.health.nz/page/pageid/2145869744/Interpreting_Service 

Hospital - ~$300 and wait for 2 hours 
GP - ~ $45 and wait for 30 minutes. 

 

Health Promotion Resource Room 
This is housed on the ground floor of the Napier Health Centre on Wellesley Road. The room is open for the 
public’s use from 7.30-4.30 (closed for lunch from 12.30-1.30). 

Posters, stickers and pamphlets cover a huge range of topics from infectious diseases to hand washing. Sup- 
plies of condoms can also be arranged. All resources are free. 

For any queries contact Wendi Wolfen-Duvall at 06 834 1815 ext 4162 or 
email wendi.wolfen-duvall@hawkesbaydhb.govt.nz. 

 

Ministry of Health Resources 
Resources can also be viewed on the Ministry of Health website Healthed. The www.healthed.govt.nz 

 

Ministry for Primary Industry Sickness Policy Template 
All food businesses should have a sickness policy which they go by when one of their workers are ill. A copy of 
the policy should be provided to all workers. 

The Ministry for Primary Industry has produced a sickness policy template that can be adapted by any business 
to suit their needs. It contains clear information about exclusion periods from work when workers are sick. 

http://www.foodsafety.govt.nz/industry/sectors/food-service/documents.htm 
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Typhoid Fever 
Typhoid fever is caused by a bacterium called 
Salmonella typhi. The bacteria are spread through 
contaminated food and water. It is most common in 
countries with poor sanitation. Typhoid fever can be 
fatal if not treated quickly. 

 
Symptoms 
Symptoms can vary from no symptoms at all to very 
severe. 

Symptoms normally appear between 7 and 14 after 
infection. 

Fever 
Headache 
Rash 
Stomach pains 
Loss of appetite 
Diarrhoea or severe constipation 
Nausea 
Cough 

Many people who are infected with Salmonella typhi 
show no symptoms and can therefore spread the 
bacteria by handling food. 

 
How long is the person infectious for? 
The person will be infectious until the treatment has 
cleared the bacteria from their body. 

 
Exclusion from work 
The person must not work until clearance has been 
granted by the Medical Officer of Health. 

 
Treatment 
Antibiotics must be started immediately. It is 
important to take the full course. Drinking plenty 
of fluid is also crucial to prevent dehydration. 
Medications such as panadol may be helpful to 
reduce the temperature. 

Maintaining strict hygiene measures are vital. This 
includes hand washing and safe disposal of urine and 
faeces to avoid spread. 

The bacteria is known to pass on even after the 
person begins to feel better. They should be 
excluded from handling food until there is clearance 
by the Medical Officer of Health. 

 

 

Hepatitis A 
Hepatitis A is a virus which infects the liver and 
causes a form of hepatitis (inflammation of the 
liver). The virus is spread through the faeces 
of infected people and can travel through 
contaminated water and food. The risk of Hep A is 
low in New Zealand however some Pacific Island 
countries have high rates of the virus. People coming 
from these countries may therefore already be 
infected with the virus. 

 
Symptoms 
Flu-like symptoms 
Tiredness 
Feeling sick 
Muscle aches 
Headache 
Loss of appetite 
Abdominal discomfort 
Yellow skin/eyes (jaundice) 

 
How long is the person infectious for? 
From about 2 weeks before signs appear until 1 week 
after jaundice starts. The Public Health Unit will be 
involved and advise on actions required. 

 
Exclusion from work 
At least seven days after the onset of symptoms 
until the Medical Officer of Health has given 
clearance. 

 
Treatment 
The only treatment is to relieve symptoms. The body 
will clear the infection itself with time. The patient 
should avoid high fat foods and alcohol to give the 
liver a chance to repair itself. 

 
Prevention 
People with Hep A must thoroughly wash their 
hands after using the toilet and also avoid handling 
food and having unprotected sex. 

There is an immunisation which can protect against 
Hep A when travelling to high risk countries. 
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When to see the doctor? 
People with the above symptoms should see the 
doctor immediately. 

 

 



Common Skin Infections 
In previous years skin infections have been an issue 
among RSE workers. 

When skin infections do occur they have the ability 
to become serious and result in hospitalisations 
and significant time off work. Initially skin infections 
can appear minor, and it can be tempting to delay 
medical attention; however this only increases the 
risk of the infection spreading and becoming more 
serious and difficult to treat. 

People must not work in the horticulture or food 
industry with uncovered sores. 

 
Preventing skin infections 
Skin infections spread easily between people; 
however this can be avoided with strict hygiene 
measures including: 
1. Regular hand washing 
2. Using individual towels, face cloths and bed 

linen. Not sharing these items and washing them 
regularly in a hot wash. 

3. Covering sores, changing the covers regularly and 
disposing of covers hygienically. 

 
Exclusion from work 
Food handlers with lesions on exposed skin (hands, 
face, neck or scalp) that are actively weeping or 
discharging must be excluded from work until the 
lesions have healed. 

An infection of the fingernail-bed or a boil on 
the face or other exposed skin, even if covered 
with suitable waterproof dressing, will usually be 
considered grounds for exclusion as a food handler. 

In contrast, infected lesions on non-exposed skin, 
eg: the back or legs, are not an impediment to 
food handling duties, however the importance of 
meticulous hand hygiene should be emphasised. 

Clean wounds must be totally covered with a 
distinctively-coloured waterproof dressing but there 
is no need to discontinue food handling. 

Boils 
Boils are caused by a staphylococcal infection of the 
hair follicles and are easily spread (both around the 
body and also to other individuals). 

 

Figure 1: Boils www.dermnet.org.nz 

Treatment of boils 
1. It is important that the boils are covered with a 

clean dressing until they are dry and healing. 
2. It may be necessary to see a doctor and have a 

course of antibiotics to treat the problem. 
 

Impetigo (also known as school sores) 
Impetigo is a highly contagious infection that may 
appear anywhere on normal skin or on an already 
broken area, such as a scratch or bite. It can be spread 
by direct contact with discharge from the skin. 

Symptoms 
Red, dry sores with a honey-brown crust 
Sores may contain pus 
There may be several 
They can be small or up to 10 or 20 cent coin size. 

 

Figure 2: Scabies www.dermnet.org.nz 

Treatment for Impetigo 
The necessary treatment is available only from a 
doctor. This involves antibiotic medicine, which must 
be taken regularly and continued to the end of the 
course. Bactroban ointment, which is put on the 
sores, may be prescribed as well. It is also important 
to see a doctor, as untreated sores can result in 
serious side effects, such as kidney damage. 

All sores should be covered and plasters changed daily. 

Exclusion from work 
Depending on site of lesions. If lesions are on 
exposed skin i.e. hands, face, scalp – exclude from 
work until healed. 
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Scabies 
Scabies continue to be a problem in the community. 
Scabies spread easily to other people. It is spread 
by close body contact e.g. holding hands, hugging, 
sharing clothes and bedding as well as sleeping 
together. 

 

Symptoms 
Itchy rash which is worse at bedtime or when the 
skin is warm or hot. 

 

  
Figure 3: Scabies www.dermnet.org.nz 

Treatment for scabies 
Scabies will not go away without treatment. 

Every person living in the house and all close contacts 
must be treated at the same time, even if they are not 
itching, until the infection is cleared from everyone in 
the house. 

The treatment involves a lotion, which is applied as 
following: 

1. Wash and dry the body thoroughly. 

2. The lotion should then be applied from the soles 
of the feet to the hairline. Careful attention should 
be paid to the creases in the skin, hands, feet, 
between fingers and toes, underarms and groin. 

3. The lotion is then left on for 8 -14 hours (it is best 
leaving it on over night). 

4. In the morning the cream can be washed off and 
clean clothes put on. 

5. All bedding and clothing must be washed in a 
hot wash at the same time. If a hot wash is not 
available, bedding and clothing should be taken to 
the drycleaners or bundled into plastic bags for 5-7 
days. This will kill the bugs. 

6. Some lotions require a second bout of treatment a 
week later. 

7. After treatment, itching may continue for up to 4 
weeks. If it does not subside after that then the 
patient should go back to the doctor as another 
course of treatment may be required. 

Exclusion from work 
Depending on site of lesions. If lesions are on 
exposed skin i.e. hands, face, scalp – exclude from 
work until healed. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 



 

 



Step Five 
Rotational rubbing of right thumb clasped in left 
palm and vice versa 

Step Six 
Rotational rubbing 
backwards and 
forwards with 
clasped fingers in left 
palm and vice versa 
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Food Safety 
Why is food safety important? 
Food can become contaminated by people who are unwell or who may be carrying bugs without showing 
symptoms. 

 
Preparing Food 
There are four simple rules to keep you safe – clean, cook, cover, chill. 

 
Clean 
— Always wash hands before handling any food and after touching raw meat 
— Keep kitchen surfaces clean by wiping benches and sweeping floors. 
— Use hot soapy water to wash knives and utensils and scrub chopping board between preparing raw and 

cooked food. 
— Keep the fridge clean. 
— Keep pets away from food and off benches. 

 
Cook 
— Defrost frozen foods thoroughly before cooking. 
— Minced meat and sausages should be cooked right through (meat should not be pink) and pork and 

poultry juices should run clear. 
— Never leave hot food to cool for more than two hours before putting in the fridge. 

 
Cover 
— Stored food should always be covered – even in the fridge or cupboard. 
— Keep raw meat and poultry covered in the bottom of the fridge and away from ready-to-eat food, fruit 

and vegetables to avoid meat juice drip. 
— When cooking outdoors, ensure all food remains covered and cool until ready to cook or eat. 

 
Chill 
— Ensure the fridge is between 2o and 4o Celsius. 
— Keep all perishable food in the fridge until ready to use. 
— When picnicking, keep food cool by using a frozen chilly pad. 
— Thaw frozen meat in the fridge not on the bench. 
— Marinate food in the fridge, not on the bench. 
— Never allow food to sit at room temperature for longer than two hours. 

 
Leftovers 
— Eat left overs within two days or throw them out. 
— If reheating leftover food, heat it thoroughly until it is steaming hot right through to the middle. 
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Spitting And Coughing 
Why are not spitting and covering coughs important? 
Spit contains bugs, which can be passed around and diseases can spread. During coughing spit is sprayed over 
a large distance. 

 
To avoid the spreading of bugs from spitting and coughing there are two key messages: 

 

Spitting in public places is not appropriate 
Spitting puts other people at risk of catching diseases. If there is a need to do this then a tissue should be used 
to spit in, the person should then dispose of the tissue appropriately and then clean their hands. 

 
The mouth must be covered when coughing 
It is really important to cover the mouth when coughing or sneezing to avoid the spread of bugs. The best 
way to do this is to use a tissue or the upper part of the sleeves rather than your hand. After coughing hands 
should always be washed thoroughly. 
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Smokefree
New Zealand will be Smokefree by 2025. http://smokefree.org.nz/smokefree-2025

In New Zealand a great deal of work is progressing to reduce the levels of smoking, 
and protect children and families. This includes many smoke free places, high 
cigarette prices and people talking supportively about not smoking.

We know this:
• helps those who smoke to become smokefree (quit)
• helps reduce the chance of relapse
• decrease the chance that people (especially children) will want to start smoking
• makes it easier to be safe
• helps protect children and adults from second hand smoke

It is important that RSE workers coming to Hawkes Bay understand the importance of non smoking signs such 
as these:

In Hawke’s Bay, schools, sports fields, playgrounds, the hospital, public buildings and workplaces are all 
smokefree. Smoking cannot occur in these areas. www.health.govt.nz/our-work/regulation-health.../
smokefree-law

Where can people go to get help to quit?

Nurses and doctors can also help with smoking cessation.

To understand how supporting smokefree lifestyles at the workplace can be great for staff and great for your 
business, visit the following webpage:

fourteen

For the four-step (free) guide and resources, check out the Quitline website, and select the page for 
employers (‘helping others quit’ tab)

http://www.quit.org.nz/95/helping-others-quit/employers

 

 



Safer Sex 
Why is safer sex important? 
Sexually transmissible infections (STIs) including 
genital warts (HPV a virus which can cause cervical 
cancer in women), gonorrhoea and chlamydia occur 
at high rates within the Hawke’s Bay population. 

It is important that RSE workers understand their 
responsibilities under New Zealand law surrounding 
sex and protect themselves from diseases and 
unwanted pregnancies. 

 
What is safer sex? 
— using condoms and water-based lubricants 

every time 
— respecting yourself and your partner 

 
What are sexually transmissible 
infections? 
STIs are infections which are passed on when having 
sex. They cause a range of problems including 
lesions around the genital region, infertility and can 
even predispose to cancer. 

Most of the time people do not know that they have 
an STI and sometimes it is difficult to tell just by 
looking 

 
Symptoms 
Pain during sex 
Sores around in the genital area 
Pain with urination 
Discharge 

 

Preventing STI spread 
— Using condoms is the best way to get protection 

from STIs. 
— It is important to have regular sexual health 

checks or to get a check up if there are 
symptoms. 

— Having sex with only one person at a time and 
limiting the number of sexual partners reduces 
the chance of getting an STI. 

 
Contraception 
Contraception will help to prevent pregnancy. It 
should be used every time. 
There are many forms of contraception. A doctor or 
nurse can discuss the range of options. 

 
 

Condoms 
Condoms are available from supermarkets, 
pharmacies and sexual health services. Condoms are 
also available on prescription from the doctor. We 
recommend having a place where people can readily 
access condoms within your premises. Visit the 
Health Promotion Recourse room for stockpiles (see 
Contacts section) 

 
Emergency Contraceptive Pill (ECP) 
The ECP can be taken up to 72 hours after 
unprotected sex to prevent pregnancy. This means 
when sex has occurred without using contraception 
or condoms, or when the condom breaks or slips off. 
The ECP is available from the doctor, sexual health 
service or a pharmacy. 

 
Sex and the Law 
In New Zealand it is illegal to: 
— have sex with anyone under 16 years of age 
— Have sexual contact with a person without the 

other person’s consent 
— Photograph or video any sexual activity without 

the other person’s consent 
— Have sex with someone if you know you have an 

STI, unless you take steps to protect them. 

Sex between people over 16 is legal when both 
people agree. A person cannot agree to sex if they 
are tricked, threatened, drugged or drunk. 

 
Useful Contacts 

— Sexual Health Services: 834 1815 ext 4240 or 027 
703 7391 

— Sexual Assault Services: 027 434 1052 
— Directions Youth Health Centre (for under 24 

years): 871 5307 
 

Family Planning Pamphlets: 
(order from www.familyplanning.org.nz ): 
Youth Pamphlets: STI’s, Contraception, ECP, 
Condoms, 
Testing – your guide to STI testing 

 
Family Planning Posters: Pacifica poster. “One 
time without a condom could turn your life upside 
down”; Tiakina tou whakapapa – positive sexual 
health 

 
Flyers: Sexual Health Services – Hawke’s Bay DHB; 
Directions Youth Health Centre 
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Eating Well In New Zealand
Why is it important?
An important aspect of maintaining good health and 
wellbeing is healthy eating. Working in Hawkes Bay 
orchards is often energy demanding. To stay healthy 
workers should aim to meet these demands with 
food that is sustaining while being low in sugar and 
fat.

Recommendations for RSE workers:
1. Eat home cooked foods instead of food which is 

already made ready to eat. It is cheaper and will 
save money.

2. Water and milk are the healthiest drinks. Water 
should always be available to workers.

3. Limit fast foods to once a week.

4. Eat a variety of foods including fruits and 
vegetables.

Employers should ensure that there is 
constant access to water while working 
in hot weather conditions to avoid 
dehydration.

Sources 
http://www.5aday.co.nz
www.healthed.govt.nz – 2007 Food For Health 
Pamphlet in Tongan, Samoan, Fijian, Tokelauan, and 
Cook Island Maori – see below

sixteen

 

 



 

 



 
 

Te Waipounamu Contacts: 
 
Lealiifanovalevale Erolia Eteuati-Rooney  
Regional Director-Pacific Health 
Te Waipounamu 
 

 
erolia.eteuati-rooney@tewhatuora.govt.nz 
 
 
Maria Pasene 
Regional Lead Pacific Health Team 
Te Waipounamu 
 

 
maria.pasene@tewhatuora.govt.nz 
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RĀRANGI  TAKE  (AGENDA)  
PASTORAL CARE/RSE MANAGER FORUM 

TUESDAY 05  MAR CH ,  10AM,  TO BE HELD BY TEAMS 

Opened with a Karakia  
 

1. Apologies  
a.  

 Tanya Pouwhare [NZEE} 
2. Administration  

a. Chair Welcome  
b. Current ATR Timing (Slides) 

  
Mike : If you are over a 3 month wait period - talk to your relationship manager to get onto it 
straight away.   
Mike : The survey that Tanya has been sending out is very useful – it highlights the topics that 
employers are wanting to raise and address 
 

3. Top Three Forum Issues (Slides) 
 

a.   Accommodation  (cleaning, food hygiene, health food choices) 
 
Mike: Everyone has talked to the new Govt. about lifting the rent freeze as well as the 10% on top of min 
wage – we are hoping to get some action.  Lets use the forum to talk about people’s experiences. 
 
Mike: How do you encourage workers to keep accommodation clean and hygienic – especially with 
large groups of young men? 
 
Employer : We need to understand how they live at home – and that our “norm” isn’t necessarily theirs. 
They don’t know our expectations – we need to educate them.  Our cleaner works with the boys to 
physically show them how to keep things clean and tidy instead of just telling them they need to keep 
it clean and tidy. 
 
Employer : Agreed - Also knowing their way of living at home and how we expect them to live in NZ is 
miles apart and that we need to take baby steps – raising the bar year on year. Imposing things on them 
doesn’t work – its more about educating and encouraging , re-educating and supporting them each 
season. 
 
Employer : Our cleaner also talks through the basics like how to use a washing machine etc – we are 
fortunate to have the same 2 groups returning each year, so the cleaner has a good relationship with 
them. 
 
Employer : At our accommodation we split the teams into groups and have a team leader who is 
responsible for a specific area for a period of 6 – 8 weeks at a time.  We have weekly meetings with the 
team leaders of each group. We pay them for cleaning – having women has also helped. 
 
Employer : We have a live in pastoral care couple who are from the same culture as our Samoan 
workers and are well respected – this model works well for us. 
 
Mike : In summary it is about small steps – many employ cleaners.  Any other comments ? 
 
Employer : Do you charge for/ recover costs for the cleaner or is this cost absorbed by the employer ? 
 
Employer : We absorb the costs – it is covered in the accommodation charge together with R&M. 
 
Employer : We absorb the costs for a thorough clean of all the main living areas once a week 

 

b. Health Care (translations, nutrition guidance, doctor access, costs) 

 
Mike : The key thing that came up was the amount of time spent waiting at Doctors which ties up a lot 
of time from multiple staff members.  How do you effectively manage taking the staff into the medical 
facilities ?  
 
Employer : Hastings Health Centre has a Doctor ( RSE specific ) stationed at T&G with no wait time : 7am 
– 10am Monday to Friday. ( We are hoping to extend this to 11am ) This Doctor also issues prescriptions 
onsite if needed. This service is available to all RSE employers and the Hastings Health Centre has a 
poster up instructing everyone who is an RSE employer to go to the satellite RSE clinic at T&G.  
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Mike : How was this arranged – how is it paid for? 
 
Employer : This was an arrangement between Orbit and the Hastings Health Centre.  T&G provides the 
facility , Hastings Health Centre pays the health professionals. 
 
ACTION POINT Employers follow up with  from Orbit to explore further 
opportunities .  Also contact  at T&G. 
 
Employer : In Blenheim, one of the GP practises ( George St Medical ) have started a RSE specific clinic 
separate to their normal clinic which has been helpful for reduced wait time. 
 
Employer : We have employed a registered nurse who works flexible hours which has been very helpful.  
It was luck of the draw tho, it’s not easy to find a registered nurse. 
 
Mike : There is also a general lack of knowledge from health providers to support health insurance 
arrangements 

 

c.  Policies (drug & alcohol, tenancy agreement, minimum wage increase) 

        
Mike : A real theme that came up apart from min wage increase on 1 April was the policies around 
drugs, alcohol and kava.  Has anyone got some successful policies that they would like to share with the 
group?  What’s been successful out there in terms of managing it ? 
 
Employer : Our policy for drugs and alcohol is run by the leaders – they come over from Samoa with a no 
alcohol and no drug policy – you don’t see any of them smoking cigarettes either. It is fully run by the 
leaders – we don’t seem to have any issues. 
 
Mike : Are there any success stories for employers who may not have the wonderful leadership from 
island communities ? 
 
Employer : We have the Human Rights stuff that plays out as well – you can’t directly tell someone that 
they can’t drink alcohol- but we do have a strong message about this with predeparture training.  
Strong leaders are key within our business. We do allow kava but there are strict rules on vehicle driving, 
curfews for vehicles to be returned to site, kava sessions and kava use.  Our vehicles are GPS tracked. 
 
Employer : We changed accommodation providers a few years ago- going from zero tolerance to where 
it has some tolerance.  They can have a little alcohol and kava is allowed if they are not working the next 
day. We noticed the lift in behaviour as a result of the change.  The accommodation also hosts 
backpackers , so they hang out with the RSE and have a drink together sometimes. 
 
Employer : If you don’t let it happen at home , it will happen somewhere else.  We have a tolerance for 
alcohol or kava to the point where other RSE come to our house – making sure they are aware of the 
rules and they know they have a safe place with back up on site if there are any issues. If/ when we have 
issues , and dumb stuff happens with alcohol, the team leaders manage it and take control of the 
younger fellows. 
 
Mike : It really depends on the groups that are coming in and how cohesive they are as opposed to 
having groups together from multiple islands 
 
 

 
4. EXPERT – RSE Update (Faamata Laumalili, RSE Manager, Pacific Migration Team, MBIE) 

 
a. Ola Manuia Framework – holistic approach to worker wellbeing 
 
 

Faamata Laumalili (Mata ) :  Thank you to Tanya and Mike for inviting us to join today’s meeting.  It is a 
wonderful opportunity to look at how we can work collectively.  The aim of the Ola Manuia Framework is to 
have collective response. 
 

 
b. The new RSE Team – who they are, what they do and how they intersect with the other key 

departments (RSE Unit, TVOM, LI & MSD) 
 

Mata : The current set up of our team : 
 

National Manager : Loua Ward 
Underneath – Managers for various sectors 
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Mata – Manager- Pacific Sector Engagement ( RSE scheme, PAC, Samoan Quota and Pacific settlement   
engagement – Tousavaka Pacific Mobility Programme )  

 
Presentation and talk through of the slides of Ola Manuia Framework – delivered in conjunction with 
Talalelei Taufale 
 
 

 
 
Mata : The Ola Manuia framework is a holistic approach to worker wellbeing.  It is important that health is 
separated out from wellbeing.  According to World Health Organisation – wellbeing is the act of getting to 
ultimate health.  All the 5 pillars in the foundation are interrelated and serve a purpose for goal setting when 
our workers arrive in NZ.    
 
The framework has 4 phases.  Each of the 4 phases has a specific proverb – this one is about the coconut 
tree in Fiji. The coconut tree is used for everything 
 

 
 
 

 

 



 
 
Mata : It is important to foster a village collective approach 
 
 
 

 
 
 
 
Mike : How does this framework relate to RSE employers and how can they access and get support for their 
workers from your programs ? 
 
 
 
 

 

 



Talalelei : From a health perspective – the way the scheme is set up – there is currently a predeparture 
health assessment.  The workers arrive on a health insurance scheme – there are some exclusions to the 
cover provided under the health insurance eg. pre-existing conditions such as diabetes, cancer etc.  It is 
beneficial in the events of accidents etc to have a local network of people to tailor solutions according to 
individual situations.  Every situation is different – having a point of contact for the employer to ring for 
support is making a difference. 
 
ACTION POINT:  Talalelei will provide a Health Toolkit which includes key contacts for the health system for 
cultural support from local community and health groups for employers. Tanya  to follow up receipt and 
send out [ATTACHED] 
 
Mike: Medical issues not covered by insurance – where have you got to with the public health system in NZ 
picking up where the insurance stops ?  
 
Talalelei : Understanding there is a process with a request going through to the Ministry of Health (MOH) 
which is reviewed on a case by case basis 
 
Mike: Recently had this happen, and the advice from MOH was that they do not cover any of the Pacific 
seasonal worker healthcare issues.  Consideration by Government of removal of insurance , pay tax and 
provide access to free public healthcare 
 
Talalelei : This would require a Policy review 
 
Mata : We sit on the national advisory group for Worksafe – they have the contacts to come out and deliver 
workshops that aid in the prevention of injuries via education.  Who is going to fund the education is yet to 
be determined 
 
Mike : How do employers access the Worksafe programme? 
 
Mata : provided to Tanya 
ACTION POINT : Tanya to be send out [correction – Tanya has been asked to meet with the worksafe 
pacific representatives, and post that meeting can send out more information on who they are, and what 
they do and how to contact them] 
 
Mike : How do we get the right people in to talk about sexual health issues ? 
 
Talalelei : In conversations for a program with Te Whatu Ora and MFAT to deliver a sexual health and 
womens health education program.  It would be good for employers to provide feedback on the gaps. 
Currently looking at resource opportunities with stakeholders. 
 
Employer : Is there an opportunity for RSE workers to be vaccinated before arrival to  NZ?  
 
Talalelei : A priority right now is around measles, providing advice to seek funding to cover RSE with a 
measles roll out with urgency.  We have a list which we will socialize with Minister and other colleagues. 
 
Mata : Another aspect of communicable diseases to consider is the RSE taking diseases back home and 
how we can prevent this from occurring 
 
Mike : Hepatitis – is this one of the vaccines on the list we are focusing on?   
 
Talalelei : I will need to check  
 
ACTION POINT : Tanya  to invite Mata and Talalelei back again to discuss access to what has been referred 
to. Tanya to report back. Update: we will look to invite some health professionals dealing with this directly, 
as we believe this will be of more benefit to the employers. 
 

 
c. Update on RSE Policy Review 
 

Maata :  The Minister of Immigration has requested a deep dive on RSE. We met with the Minister of 
Immigration last week with policy, where we answered many questions she had about RSE in general, the 
policy and about the review.   The Minister has requested more information and advice on certain points. A 
debrief will be sent to the minister for consideration before making any decisions. 

 
 
 

5. Open Floor Discussion (taken from the survey form) 
 
 

a. Q:  Are tenancy agreements required by law 
Mike : Yes , they are 

 

 



 
 

b. Q: The translation of documents costs a lot of money – do employers have access to documents that 
are already translated ? 
Mike: Mata’s team have arranged for some translation – this is time consuming and expensive. They 
will only translate documents that are able to be used across all RSE employers 

 
c. Q:  When can employers expect an answer regarding the 10% above min wage? 

Mike : Everyone has requested that this be removed – no action as yet 
 

d. Q:  Can RSE complete on job NCEA courses e.g. Horticulture Level 1, 2 and 3? If not, why not? 
Mike : Yes, RSE can complete but there is no Govt. funding.  Cost of approx $4k for each worker per 
year. Minister Hipkins removed funding in 2018/2019 – we are advocating to have the funding 
reinstated.  Currently funding is only provided for those who are on the Green list ( RSE are not on 
the Green list) 
 

e. Q :  2 Degrees – do they give our free SIMS and playing cards ? 
Employer :  Yes , they do provide free SIMS and playing cards.  You can request the number needed 
and they will send out.  Contact is   
 

f. Q: Interested in what people are doing with PPE. Especially boots vs gumboots. 
Employer : It is a requirement to provide it.  It depends on what type of work they are doing as to 
whether they need safety boots or gumboots. 
Employer : We do have some issues – the guys like the white gumboots which can cause injuries – 
especially when stepping down from the ladder & there are lots of apples on the ground at thinning 
time 

 
 
There wasn’t enough time to discuss the below topics – we will make room for these next month : 

 
a. Is there available First Aid/Fire training in Bislama/Samoan for RSE staff? Are there specific 

organisations providing such training for RSE participants? 
b. Has anyone put their workers through NZ driver licencing? 
c. Who wants to collaborate on some first aid and team leadership training? Sufficient participant 

number might allow trainers to schedule sessions on Saturdays. 
d. Ideas to incorporate more recreational activities when living/working in remote areas. 
e. We want to co-ordinate with other local RSE to be included/involved with cultural and 

recreational activities. 
f. How  do I support my workers to keep their homes clean – we do thorough weekly clean, but 

they’re a pigsty every week – flies everywhere, I find it really stressful and upsetting. 
g. Have been approached by the money-sending company Freedom to get our guys using their 

App to send money home to Vanuatu. It sounds great, has anyone else used it yet? 
h. How can we better utilise liaison officers, we’d like more visits and from the high comms –  

 
 
 

6. Future Forum Meeting Dates  
Forum Dates reminder of 2024, 10am via Teams 
Tue 2 April   
Tue 7 May   
Tue 4 June  
Tue 2 July 
Tue 6 Aug 
Tue 3 Sept 
Tue 1 Oct 
Tue 5 Nov 
Tue 3 Dec (final for 2024) 

 
7. Closed with Karakia Whakamutunga 

 
 

8. Meeting end : 11:00 am 
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TERMS OF REFERENCE 

PASTORAL CARE/RSE MANAGER FORUM 
 

1. Forum Purpose and Member Commitment  

1.1 The purpose of the Pastoral Care/RSE Manager Forum (“the Forum”) is: to foster 
collaboration; to promote the well-being of RSE workers; to ensure the sustainability of the RSE 
program through collective problem-solving and knowledge-sharing; to share information and 
best practices; to address both pastoral care and RSE management challenges; and to support 
RSE employers.  

1.2 By participating in this Forum, Forum members commit to working together for the 
betterment of all stakeholders involved in the RSE program. 

 

2. Forum Aims and Goals 

The aims and goals of the Forum are to: 

2.1. Cultivate a supportive and inclusive environment that encourages open dialogue, 
respecting diverse perspectives, and ensuring a safe space for RSE employers to openly discuss 
challenges. 

2.2. Facilitate collective problem-solving among RSE employers and workers participating in 
the RSE program. 

2.3. Share skills profiles in demand and other valuable information to improve the employment 
of RSE workers. 

2.4. Address challenges, concerns, and issues related to the pastoral care and overall well-being 
of RSE workers. 

2.5. Promote timely issue resolution to ensure the smooth operation and sustainability of the 
RSE program. 

2.6. Foster collaboration and knowledge-sharing to prevent issues from escalating and 
maintain the circular nature of the RSE program. 

2.7. Continuously evolve strategies and approaches in response to the evolving needs and 
challenges faced by RSE workers, ensuring the sustained relevance and efficacy of the 
program. 

 

3. Composition of the Forum 

3.1. The Forum shall consist of RSE Employers and RSE workers engaged in the RSE program. 

3.2. Participation, by invitation only, with prior agreement by the Forum, may include: 

a. Representatives from participating governments and relevant ministries or 
departments. 

b. Representatives from New Zealand governments and relevant ministries or 
departments. 

 

 



c. Representatives from relevant industry organizations. 

e. Representatives from worker support and pastoral care organisations  

f.  Any other relevant stakeholders agreed for inclusion, with prior agreement by the 
Forum. 

3.3. The Forum will be led by a chairperson who will be elected by the Forum. 

 

4. Meetings and Frequency 

4.1. The Forum will hold regular meetings as agreed by the Forum. 

4.2. Additional meetings may be scheduled by the chairperson as needed to address urgent 
issues or emerging challenges. 

4.3. Meetings may be conducted in person and/or virtually. 

 

5. Roles and Responsibilities 

5.1. Chairperson: 

a. Call for, set the agenda and preside over Forum meetings. 

b. Facilitate discussions and consensus decision-making. 

c. Represent the Forum to stakeholders. 

5.2. Forum Members: 

a. Actively participate in discussions and share relevant information and experiences. 

b. Collaborate in identifying challenges and proposing solutions. 

c. Promote a culture of transparency, respect, and information sharing within the Forum. 

 

6. Decision-Making 

6.1. Decisions of the Forum will be made through a consensus-based approach guided by the 
Chairperson.   

6.2 In the event that a consensus cannot be reached, decisions will be reached by a majority 
vote of Forum members present and attending the meeting virtually.  There are no proxies. 

 

7. Administration and Sharing Information 

7.1. New Zealand Ethical Employers (NZEE) act as the secretariat and NZEE will distribute the 
meeting agenda and papers, maintain records of meetings and action items on behalf of the 
Forum. 

7.2. Meeting minutes and updates intended for sharing with RSE program stakeholders are to 
be anonymised, ensuring the necessary safety and confidentiality required by Forum 
members. 

 

 



7.3. Forum membership information is shared within the Forum group for networking 
purposes and professional collaborations, ensuring mutual benefit and advancement within 
the RSE community. 

 

8. Review and Amendments 

8.1. These Terms of Reference will be reviewed annually by the Forum. 

8.2. Amendments to be effective will be agreed by the Forum. 

 

Approved by the Forum on 05 December 2023 

 

 



 

 



 

 



 

 



 
Regards
Kevin
 

 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 



 

 




