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date 

 

Dear

 

Re: Official Information Request Parental Leave Policy and Entitlements 

 

Thank you for your email of Friday 15 November, in which you requested information under the Official 

Information Act 1982. You requested: 

 

‘A summary of support, information and entitlements we provide to employees who take parental leave and 

return to work at our agency, specifically including: 

 

1. Parental leave payment, ex-gratia payments and ‘top-ups’ for primary carers, as well as the 

conditions employees need to meet to receive such payments 

2. Paid leave for partners/secondary carers, as well as the conditions employees need to meet to 

receive such payments 

3. Remuneration review during leave 

4. Leave accruement during leave and the rate at which annual leave is paid after an employee returns 

from parental leave 

5. Flexible work policies 

6. KiwiSaver contributions - particularly whether employer contributions are paid during parental 

leave grant / ex-gratia payment / paid parental leave 

7. Any contributions towards childcare 

8. Support in the event of a miscarriage or stillbirth 

9. Any support provided for fertility, adoption and surrogacy 

10. Any other parental leave benefits or support. 

 

EECA’s response to your request is attached as Appendix 1.  

 

For completeness, I have also attached the Collective Agreement between EECA and the PSA 1 July – 30 

June 2025 as Appendix 2.  

 

You have the right to seek an investigation and review by the Ombudsman of this decision. Information 

about how to make a complaint is available at www.ombudsman.parliament.nz or freephone 0800 802 

602.  

  

Please note that it is our policy to proactively release our responses to official information requests where 

possible. Our response to your request will be published shortly at https://www.eeca.govt.nz/about/news-

and-corporate/official-information/ with your personal information removed. 

 

https://www.ombudsman.parliament.nz/
https://www.eeca.govt.nz/about/news-and-corporate/official-information/
https://www.eeca.govt.nz/about/news-and-corporate/official-information/
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Yours sincerely, 

 

  

Murray Bell   

Group Manager, Policy and Regulation  
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Appendix 1: Summary of support, information and entitlements provides to employees who 
take parental leave and return to work at EECA 
 

1. Parental leave payment, ex-gratia payments and ‘top-ups’ for primary carers, as well as the 

conditions employees need to meet to receive such payments 

 

EECA does not offer paid parental leave but see below excerpt from EECA’S parental leave policy that 

applies to all primary carers. 

 

If you have worked for EECA for 12 months (at a minimum of 10 hours per week), you are entitled to 52 

weeks of Parental Leave, broken down by: 

 

• 26 weeks of unpaid parental leave as provided by EECA. This includes 26 weeks of government-

funded payments which you will need to apply for through Inland Revenue. 

 

• a further 26 weeks of extended leave as provided by EECA. This is unpaid and not supported by 

government-funded payments. 

 

• If you have worked for EECA for less than 12 months (at a minimum of 10 hours per week), 

you are entitled to 26 weeks of unpaid Parental Leave as provided by EECA. This includes 26 weeks 

of government-funded payments which you will need to apply for through Inland Revenue. 

 

Ex Gratia Payment 

 

In addition to any statutory entitlements, EECA provides staff who have completed six months service after 

returning from parental leave with an ex gratia payment on the following basis: 

• To be entitled to this payment an employee must have been employed by EECA for a continuous 

period of one year at the time when the employee’s parental leave (being maternity leave, paternity 

leave or extended leave) commenced and complete 6 months continuous service on return from 

parental leave. 

  

The amount of the ex-gratia payment will be: 

• where the employee takes parental leave for a period less than six weeks, an amount equal to the 

salary that the employee would have ordinarily received during the period of that leave (for 

example, if the employee takes four weeks’ leave, the amount will be a lump sum equal to four 

weeks salary at the rate applicable at that time); OR 

• where the employee takes parental leave for a period of six weeks or more, an amount equal to six 

weeks salary;  

with, in each case, the amounts to be assessed at the salary rate applying when the employee commenced 

parental leave and at the rate the employee worked prior to taking leave (i.e. if the employee was full time, 

the ex gratia payment is calculated on a full time basis). 

  

The employee will not be entitled to payment of the ex-gratia amount if he/she leaves employment with 

EECA prior to the completion of the 6 months service on return to EECA. 
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2. Paid leave for partners/secondary carers, as well as the conditions employees need to meet to 

receive such payments 

 

EECA does not provide paid partner leave, but spouses and partners are eligible for up to two-weeks 

unpaid partner's leave.  

 

3. Remuneration review during leave 

 

All permanent staff will receive an annual remuneration review. This includes staff on parental leave. 

 

4. Leave accruement during leave and the rate at which annual leave is paid after an employee 

returns from parental leave 

 

As per the current legislation EECA’s policy is as below. 

 

If you have unused annual holidays that you were entitled to before going on parental leave, the 

normal calculation for annual holidays will apply, regardless of when the annual holidays are taken. 

However, the rules are different if you become entitled to annual holidays: 

 

• during parental leave, or in the 12 months following your return from parental leave. 

 

The pay for these annual holidays is calculated at the rate of your average weekly earnings for the 12 

months preceding the end of the last pay period before the annual holidays are taken. There is no 

comparison to your ordinary weekly pay. This can result in you receiving less than you would normally do 

for your annual holiday pay when you return. 

 

The payment rate for your holidays will increase gradually and over time your holidays will again be paid 

at their full value. 

 

5. Flexible work policies 

 

Flexible Working Hours 

 

EECA is committed to an environment that supports work life balance by providing staff with policies and 

procedures designed to enable staff to balance the requirements of their home and work lives.  This policy 

is designed to support work life balance by allowing staff to work flexible hours subject to operational 

requirements (provided approval has been sought from their manager).   

 

EECA’s core hours are 9.30am and 3.30pm and employees utilising flexible working hours should ensure 

they are working during this period.  This may be varied in exceptional circumstances by the employee’s 

manager.  Examples of exceptional circumstances could include: 
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• Care obligations for a dependant person where healthcare obligations must be carried out 

during EECA core hours. 

• Undertaking an extended period of study part-time outside of EECA that requires a period of 

contact with the training organisation during EECA core hours. 

 

Before utilising flexible hours, the employee and their manager must agree how this policy will apply.  

Permission will not be unreasonably withheld and EECA will use its best endeavours to meet the requests 

for flexible working hours, however operational requirements of the business will need to be taken into 

account prior to a decision being made. 

 

Flexible working arrangements 

Employees who have caring responsibilities have the statutory “right to request” flexible working 

arrangements. EECA will consider and respond to the request as soon as possible and within three months 

of the request. 

 

Employees may wish to vary their hours of work, days of work or place of work. 

When considering requests for flexible work arrangements a number of factors need to be taken into 

consideration, including: 

 

• What is the likely impact on other staff and how will EECA and the employee manage the 

impact?  

• Does the employee understand their commitment to the team under the new arrangement? 

• What are the likely business effects of this change to working arrangements? 

• What impact will this have on staff management?  

• Are there any other employees already working this arrangement, formally or informally? 

• Does the employee have specific responsibilities that are difficult to manage if they are not 

working full time? In the case of roles with staff and/or management responsibilities other 

aspects such as the manager’s experience level, the amount of support needed by the team and 

the ability of the manager to be involved in management responsibilities (i.e. Management and 

Board meetings)  

• Will any benefits outweigh any potential adverse effects for the business? 

• What is the likely impact of the request being accepted or refused? 

 

The request should be made in writing to the manager and approved by the Chief Executive.  

Unless it is specified that the request for a new working arrangement will be for a set period of time, the 

request will be a permanent change to the employee’s’ terms and conditions of employment. 

 

 

6. KiwiSaver contributions - particularly whether employer contributions are paid during parental 

leave grant / ex-gratia payment / paid parental leave 

 

KiwiSaver contributions are optional as per the IRD policy, as EECA does not provide paid parental leave.  

However, KiwiSaver contributions do apply to ex-gratia payments. 
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7. Any contributions towards childcare 

 

A childcare subsidy is available to employees of EECA earning up to the value of the midpoint of 

grade 13 and who have children in paid childcare. To be eligible the employee must be a single parent or 

both parents/ partners must be in paid employment. The taxable subsidy is set at $1000 per annum, to be 

paid quarterly on production of receipts. 

 

 

8. Support in the event of a miscarriage or stillbirth 

 

As per employer NZ legislation, employees are entitled to three days paid leave on the death of an 

immediate family member. This includes loss due to whakatahe/ miscarriage. This can be taken at any 

time, for any purpose related to the death and does not have to be taken consecutively. 

 

EECA has engaged EAP Services limited to provide an external service to all employees for use in 

situations of personal difficulty, health difficulties or stress.  

 

As well as free southern cross medical insurance for all permanent staff- this comes with many benefits 

including access to being well+ wellness modules and three free mental health sessions with Raise. 

 

 

9. Any support provided for fertility, adoption and surrogacy 

 

As per our parental leave policy, we do not provide any specific surrogacy support. 

 

10. Any other parental leave benefits or support. 

 

Staff continue to be able to make claims and receive Southern Cross discounts while on parental leave. Staff 

also have access to the EAP programme during parental leave. 

 

Birthing Parents are entitled to up to 10 days Special Leave as required, for reasons connected with 

pregnancy (e.g. ante-natal checks). This may be paid or unpaid at the discretion of the employee’s 

manager.  
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