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RNZCGP and NZRDA GPEP1 COLLECTIVE AGREEMENT
Parties to the Agreement

The parties to this Collective Agreement shall be:

The Royal New Zealand College of General Practitioners (“the College” or “the

employer”), and
The New Zealand Resident Doctors’ Association (“NZRDA” or “the union”).

This collective agreement shall apply to medical practitioners employed by the College
undergoing the General Practice Education Programme Year One and who are members of
NZRDA.

Definitions

ATTACHMENT means the placement of a Registrar in a teaching practice as an employee for

the purposes of training.
COLLEGE means The Royal New Zealand College of General Practitioners.
“‘NZRDA’” or “the RDA” means the New Zealand Resident Doctors’ Association

GPEP means the General Practice Education Programme as described in the Fellowship

Pathway Regulations from 1 February 2021
GPEP Year 1 means the General Practice Education Programme Year 1.

MANAGER- ADMISSIONS & REGISTRAR SUPPORT means the person employed by the

College to deliver the College’s General Practice Education Programme.

MEDICAL EDUCATOR means a general practitioner engaged by the College to deliver the

programme in the regions.
NOMINAL BASE LOCATION means the city or town where the day release seminars are held.

PROGRAMME means General Practice Education Programme Year 1 as administered by the

College.

REGISTRAR SUPPORT means a person employed by the College to assist with programme

administration at regional level.
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RURAL PRACTICE means those teaching practices which are categorised as Rural 1, 2 & 3 on
the Geographical Classification of Health (see interactive map).

HIGH NEEDS PRACTICE means those teaching practices which are receiving the Very Low
Cost Access (VLCA) payment from Health New Zealand.

SEMINAR PROGRAMME means regular seminar/learning sessions which take place away from

the teaching practice as part of the Programme.

TEACHER means a general practitioner contracted by the College as a teacher in the

Programme to teach and supervise Registrars in the teaching practice.

TEACHING PRACTICE means a general practice, accredited as a teaching practice by the

College, to which a Registrar is attached under the supervision of a Teacher.

Terms of employment

Employees covered by this agreement are employed for a fixed term period of approximately one
year from the commencement date of the GPEP Year 1 programme until the final day of the

programme.

The reason for the employees being employed for a fixed term period is that their employment
covers two 26-week Attachments with an accredited Teaching Practice to be completed in a 12-
month period in order to meet the clinical and education programme requirements of the General

Practice Education Programme Year 1.

Nothing in this Agreement or arising from its performance shall be interpreted or
understood to give an employee any expectation that their employment will continue
beyond the finish date of the GPEP Year 1 programme; and

No assurance or arrangement for any renewal or subsequent agreement shall bind either

party unless it is in writing.
Variations clause

This collective agreement may be varied during its term only by the agreement of the College
and NZRDA. Any such variation shall be recorded in writing and be subject to NZRDA’s normal

ratification procedures.
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General Practice Education Programme Registrar — Year 1 position

Employees are employed in the position of General Practice Education Programme Registrar —

Year 1 (Registrar or employee).

The purpose of this position is to enable the employee to complete the requirements of the
Programme. The Fellowship Pathway Regulations set out the clinical time and education

programme requirements for GPEP Year 1.

Duties and responsibilities of employees are set out in the position description, a copy of which
is attached as Schedule 1 to this Agreement. The position description may be varied from time
to time to reflect the changing requirements of the College. The College will consult with NZRDA

before making any changes.

Place of work

Employees are required to undertake two 26-week Attachments in accredited Teaching Practices
as directed by the College. There is an expectation that at least one placement will be in either a

rural or high needs environment where possible.

Nothing in this provision prevents agreement to two placements in rural practices or the same

rural practice where all the training requirements can be achieved.

Except in exceptional circumstances, Registrars will be notified of their practice Attachment 2

months prior to the commencement of the Attachment.

If a change to the Attachment is requested by either party, the College will provide a choice of
two alternative options to the Registrar, where possible. Issues with Attachments should be

brought to the attention of the College as early as possible.

Hours of work

Ordinary hours

Except as provided in 7.2, ordinary hours of work for full time Registrars will be between
40 and 45 hours per week and will be carried out between the hours of 7.30 am and 6
pm, Monday to Friday. Actual hours of work will be determined by the employee’s
Teacher, after consultation with the Registrar. The hours do not include unpaid lunch

breaks.

Except as provided in 7.2, ordinary hours of work for part time Registrars will be prorated
based on 7.1.1 above and will be carried out between the hours of 7.30 am and 6 pm,
Monday to Friday. Actual hours of work will be determined by the employee’s Teacher,
<7
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after consultation with the Registrar. The hours do not include unpaid lunch breaks.

Meal periods and rest breaks will be provided in accordance with Sections 69ZD and
69ZE of the Employment Relations Amendment Act 2014. A copy of Sections 692D &
69ZE are attached as Schedule 3.

During the Programme, hours of work for a Registrar will include an average 8 sessions
of clinical time per week for full time Registrars (pro rata for part time Registrars),
teaching time and 45 days during the term of this agreement to attend seminars,
undertake other training, for attending exams and assessments required by the

Programme and to attend relevant conferences.

Any change of hours prior to starting or during an attachment must be notified in writing

by the College in advance of the change occurring.

‘After-hours’ or ‘out-of-hours’ work

The employee will be required to undertake five after-hours or out-of-hours sessions per
Attachment. The definition of an after-hours session depends on local context and may
include other out-of-hours practice activities that are scheduled as relevant to the
Registrar learning plan. Where the Teaching Practice does not offer after-hours services
then the Registrar, with the assistance of the College and/or Teaching Practice, will work

to find a suitable alternative.

The arrangements regarding after-hours and out-of-hours work will be determined by the

Teacher, after consultation with the Registrar, at the beginning of the Attachment.

Registrars are able to raise any issues or concerns regarding their planned hours of work
with the Medical Educator and Registrar Support who will consider all the relevant issues

and determine whether any change of hours is appropriate.

Where after-hours sessions are worked, the employee will be entitled to take Time-Off-
In-Lieu (TOIL) on an hour for hour basis when undertaking clinical sessions. If on-call
services are agreed, then Registrars are entitled to TOIL to compensate for being on-
call, with TOIL based on 4 hours TOIL once per 24 hours on-call or actual time spent in
clinical patient care, whichever is greater. After-hours arrangements must be
documented in writing at the commencement of the Attachment. If practicable, TOIL
should be taken within a week of it being earned and no later than the end of the

Attachment in which it was earned.

Should either the employee or the Teacher need to change the agreement during the

Attachment, this can be done by mutual agreement.

For avoidance of doubt, any unused TOIL will not be paid out at the end of employment.
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Secondary Employment

Nothing in the clause removes an employee’s rights under clause 67H of the Employment
Relations Act”
Beyond the terms of this agreement, the employee may not engage in any paid or unpaid

work without the prior written consent of the College.

Before an application for secondary employment is approved, the College will consider
whether the secondary employment will have any health and safety or learning impacts

and will take into consideration financial hardship on the part of the Registrar.

Employment arrangements during any secondary employment will be the responsibility
of the secondary employer. If the employee agrees to work a public holiday at the request
of a secondary employer they will be employed by the secondary employer for that
specific holiday with the secondary employer being responsible for any payment or

entitlements under the Holidays Act.

Clinical Non-Contact Time

The College acknowledges that Registrars need adequate time and resource to attend to
any paperwork or administration pertaining to their patients within ordinary hours of work.
If GPEP1 Registrars believe they are undertaking an unreasonable number of consults in

their attachment, they are to contact the College or seek union support.

Remuneration

Salary

The full-time base salary for this position will be with effect from 29 January 2024.

COMPLETED YEARS OF
POST-GRADUATE
EXPERIENCE AS A QUALIFIED
MEDICAL PRACTITIONER:

SALARY
(EFFECTIVE 29 JANUARY 2024)

less than 5 years $111,502
5/6 years $118,437
7+ years $124,839

Part time employees’ salaries will be prorated based on the applicable salary set out in

clause 8.1.

The specific salary step for individual Registrars will be determined by the College in terms
of the Registrar Remuneration Policy, taking into account years of post-graduate work
e & R(ﬁA GPEP1 Collective Agreement (27/1/2024 to 26/1/2025)
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experience as a medical practitioner. The College will recognise overseas experience in
comparable health systems (as defined by the Medical Council of New Zealand) for

remuneration purposes.

Registrars who relocate to a rural attachment are entitled to a taxable allowance of $350
per week. Registrars are required to relocate to within 30kms of the rural practice unless
otherwise agreed. Registrars who access this entitlement cannot claim the incentive

allowance in 8.1.4 below.

Registrars will receive an incentive allowance of $1,500 (pro rata for part time employees)
for each Attachment they undertake in a High Needs or Rural Practice as defined by the
College annually. This allowance will be paid as part of fortnightly salary for the 6-month

period of each Attachment to which it applies.

For avoidance of doubt, only one allowance will be paid per Attachment.

The appropriate salary (less mandatory deductions) will be paid fortnightly by direct credit

to the employee’s nominated New Zealand bank account.

Superannuation

All new employees will be automatically enrolled into Kiwi Saver in accordance with the
Kiwi Saver Act 2006. If the employee chooses to opt-out of making contributions to Kiwi
Saver, they may only do so between the 2" and 8" week of their employment with the

College.

The minimum compulsory employee contribution, as per the Kiwi Saver Act 2006, will be
deducted from the employee’s pay unless they choose to opt-out or increase their

contributions. Currently the minimum deduction is 3%.

The College will contribute up to 6% of the gross salary towards superannuation funds
(including employer superannuation contribution tax) on a “dollar for dollar” basis if the
employee chooses to contribute to the Kiwi Saver scheme, the NZRDA scheme and/or
the MAS scheme.

For avoidance of doubt, 6% of the gross salary is the maximum employer contribution that
the College will make towards superannuation for an employee and is inclusive of

KiwiSaver contribution.

More information about KiwiSaver, including what employers and employees need to do

to start a savings scheme, is available from http://www.kiwisaver.govt.nz.
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Deductions

The College is authorised, subject to the Wages Protection Act 1983 and other relevant

legislation, to make deductions from base salary or any final pay due to the Registrar for:

any time lost through sickness, accident or default over and above your entitlements
under this Agreement;

any overpayment that is mistakenly paid to the Registrar;

any annual leave taken in advance of entitlement that had not yet accrued on date of
resignation;

any period of notice not provided by the Registrar.

The Registrar will be given written advice of the reasons for any such deductions. The timing of

when repayments are to be made during the term of employment will be by mutual agreement.

Expense reimbursement

Programme-related expenses

The College will provide a non-taxable allowance of $2,600 per annum to cover the

following programme-related expenses with effect from 9 December 2019:

Current practising certificate
Medical indemnity insurance
Required textbooks and/or equipment
This allowance will be paid in a lump sum of $1,300 nett at the start of each attachment and no

invoices or receipts will be required.

The College will directly cover the costs of the following programme-related expenses:
RNZCGP Annual Membership Fee
GPEP year 1 written and clinical exam fees, if sat within the term of this agreement

Annual membership of Te Ohu Rata o Aotearoa

The College will fully reimburse the employee, on receipt of itemised GST tax invoices, for the
following programme -related expenses:

ACLS renewal fees to minimum level 5, if applicable
Either APLS or EMST providing the certificate is relevant to the employee’s
attachment

ACC PRIME courses for rural Registrars attached to PRIME certified practices, if
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not funded by ACC

The College will, on receipt of itemised GST tax invoices, reimburse Registrars who attend
the College’s Annual Conference for General Practice up to a total of $620 including GST
as a contribution towards the reasonable costs of registration, travel, accommodation and
food at the conference.

The College will, on receipt of itemised GST tax invoices, contribute a total of up to $590
including GST, towards the costs of attendance at the annual Te Ohu Rata o Aotearoa

Hui-a-Tau and Scientific Conference and/or an approved alternate relevant conference.

Registrars may use all or part of the contribution in 10.1.3 towards attending the
College’s Annual Conference.

Use of own car for practice duties

Where an employee is required to use their own car for the purpose of practice duties, a

motor vehicle mileage allowance will be paid by the Teaching Practice.

Except as provided for in clause 10.6 on a case by case basis, the Teaching Practice and
College will not cover travel to and from the employee’s place of residence to the Teaching

Practice each day.
Travel to seminars and other training

Where the employee is required to travel more than 30 km from their normal place of
residence to attend a weekly seminar meeting or other training, the College will make a

contribution for approved travel. The following conditions apply:

If convenient transport is provided at no cost to the employee and the employee
chooses not to take it, there will be no mileage entitlement.

If the employee uses their own car then the Inland Revenue mileage rate, prevailing
at the date of travel, will be paid for the distance that is in excess of 30 kilometres
each way.

It is expected that when practical, car-pooling will be used.

Claims for reimbursement should be made monthly on the appropriate travel claim
form.

In some circumstances the employee may receive approval from the College to fly to

seminar locations.

The employee must notify the programme advisor, as soon as possible of their flying
schedule for the period of their Attachment so that bookings can be made by the

Registrar Support early enough to take advantage of bulk and advance booking
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concessions.

The College will cover the costs of a seat and a bag for approved flights that are

directly related to the employee’s involvement in the Programme.

In some circumstances, Registrars may need to stay overnight in order to attend seminars
or other training. The College will consider and approve applications on a case by case
basis. Where overnight accommodation is pre-approved, actual and reasonable cost of

accommodation, will be reimbursed.

Except in terms of clause 10.6 below, the employee will not be reimbursed for any relocation

expenses at the beginning or end of their Attachments.

Travel expenses related to the written and clinical GPEP Year 1 examinations
The College will cover actual and reasonable travel costs for attending the examinations.
The College will cover actual and pre-approved accommodation and meal expenses. .
Relocation and travel assistance for Attachments to Rural Practices

If the distance from the employee’s current place of residence to the Rural Practice
Attachment is more than 55 km, the College will assist with the actual costs of relocation

as defined by the Inland Revenue Department Eligible relocation expenses (ird.govt.nz)

up to a maximum of $3,000 including GST per relocation.

If the employee chooses to relocate to the Rural Practice area, the College will reimburse
actual and reasonable relocation-related expenses, on receipt of GST tax invoices, up to
the maximum of $3,000 including GST per relocation. For clarity:
Relocation assistance is available on each of three separate occasions; the
commencement of the first attachment, between the two attachments and at the
conclusion of the second attachment.
The payment can be sought up to 4 weeks prior to the attachment.
In cases of hardship the College will give due consideration to providing funds in
advance of the employee incurring the costs.
If the employee subsequently does not take up the Rural Practice Attachment they

must reimburse any advance provided by the College.

Other requests for financial assistance, within the overall maximum of $3,000 including

GST per relocation, will be considered on a case by case basis.

If the employee is not able to move to live at the location of the Rural Practice, the College
will reimburse the employee, at the Inland Revenue mileage rate prevailing at the date of
travel, for travel to and from the Teaching Practice location to their normal place of

residence twice a week.

a
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Leave

Annual leave

The employee is entitled to four weeks annual leave in accordance with the Holidays Act
2003.

Annual leave may be taken in advance of the employee’s entitlement subject to the
approval of the employee’s Teacher. Any overpaid leave will be deducted from the

employee’s final payment in terms of clause 9.1.

The College may require the employee to take annual leave during a closedown period
as defined in section 29 of the Holidays Act 2003.

In respect of clauses 11.1.3, the employee’s pay will be dependent on their accrued
annual leave balance for that period and may include annual leave, annual leave in
advance, or unpaid leave if they have used all of their annual leave entitlement under this

fixed term agreement.

Payment for any annual leave will be made in the fortnightly pay that relates to the period

during which the leave is taken.

Public holidays

Employees are entitled to a paid holiday on each of the eleven public holidays specified

in the Act, if they fall on days that would otherwise be working days.

The College will not require an employee to work on a public holiday.
Study leave

Provided the leave does not jeopardise the Registrar’'s successful completion of the
GPEP Year 1 programme, the College shall approve up to an additional 10 days paid

study leave per annum (pro rata for part-time Registrars).
Where possible, Registrars should avoid using study leave on seminar / training days.

Any unused study leave will not be paid out at the end of the Registrar’'s employment.

Sick leave

The employee is entitled to paid leave of up to 15 days during the term of their employment

for their own sickness or injury or that of their:
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spouse, partner; or

a person who depends on the employee.

If the employee is intending to take sick leave, they must notify their Teacher as soon as

practicable and, if possible, before they are expected at work.

If the College considers that the employee may not be capable of the proper performance
of their duties due to ill health (whether physical or mental), then it may require the
employee to be assessed/examined by a medical practitioner nominated and paid for by
the College in order to assess their fithess to work. The employee will co-operate with the
assessment/examination and consent to the release of any resulting medical report to the
College. The employee may also submit their own medical reports or recommendations
to the College.

Covid Leave

The College recognises that GPEP registrars through the nature of their community work
are at increased risk of contracting Covid in the work setting. Where an employee
contracts Covid or has to self-isolate due to a Covid incident in the course of their work,

this will be taken as special leave and not be deducted from their 15 days’ sick leave.

Family Violence Leave
An employee shall become entitled to family violence leave from their commencement of

employment.

If an employee is affected by family violence they are entitled to take 10 days paid
domestic violence leave per annum. This leave may be taken as consecutive or single

days.

An employee intending to take family violence leave shall notify their teacher or medical

educator and registrar support as soon as practicable.

That teacher or medical educator and registrar support shall keep information pertaining
to the application confidential other than any reasonable disclosure necessary for the

application of the provisions of the Family Violence Act 2018 and employer’s business.

The College will not keep records past what is reasonably required to comply with the
provisions of the Act, whether on the employee’s personnel file or anywhere else, of any
personal information or discussions concerning family violence without the express

agreement of the affected employee.

An employee affected by family violence may request short term flexible working
arrangements for up to two months to deal with the effects of domestic violence. Any
request must be in writing and the College may require that employee to provide proof.
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Family violence leave does not accumulate and unused leave is not paid out.

Bereavement/Tangihanga leave

The employee will be entitled to paid bereavement leave as follows:

up to three days paid leave on the death of spouse, partner, child or parent, brother

or sister, grandparent, spouse’s or partner’s parent; and

one day paid leave (or part thereof) for any person whose death the College accepts
has caused the employee to suffer bereavement, taking into account relevant factors
such as closeness of association between the employee and the deceased person;
whether the employee has to take significant responsibility for funeral arrangements;
and any cultural responsibilities such as attendance at all or part of a Tangihanga (or
its equivalent).

If an employee or their partner suffers a miscarriage or still birth.
For completeness, clause 11.7.1 includes the statutory entitlement.

The College may extend the period of bereavement leave at their discretion

Parental leave

Registrars may be entitled to parental leave in accordance with the Parental Leave and
Employment Protection Act 1987. Advice will be provided and discussed with the

employee on a case by case basis.

The College is committed to supporting Registrars to remain in the Programme. Should
the employee take parental leave and be unable to fulfil the requirement of 80% minimum
attendance at seminars, the College will offer a position on the following year’s
programme, in the same region where practicable, providing a candidate still meets the
selection criteria and funding has been provided for employment on the same, or similar

training programme.

Depending on the Registrar’s circumstances, they may attend seminars on pay while

on leave.

Partners Leave
If you're a spouse or partner the College may agree to you taking partner’s leave of up
to two weeks discretionary unpaid leave within the timeframe:
starting 21 days before the due date of the baby, or the date your partner or spouse
becomes the primary carer for a child under six years, and
ending 21 days after the baby is born (unless the baby is discharged from a

hospital more than 21 days after the birth, in which case the partner’s leave
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timeframe ends on the day the child is discharged) or the date your partner or
spouse becomes the primary carer for the child.

Advice will be provided and discussed with the employee on a case by case basis.
Ex-gratia payment

An ex-gratia payment equivalent to six weeks’ pay is available to Registrars who are
eligible to take parental leave, are approved to take negotiated carer leave in accordance
with the Parental Leave and Employment Protection Act 1987 during the Programme, and

who return to the Programme following the birth or adoption of a baby.

The ex-gratia payment is capped at six weeks of pay and is based on the Registrars base
salary and working hours immediately preceding parental leave or negotiated carer leave
(but excluding any temporary reduction in hours immediately prior to confinement). The
ex gratia payment will be pro-rated on a week-for-week basis for any period of parental
leave or negotiation carer leave that is less than six weeks. The monies will be paid as a
lump sum within four weeks of the Registrar returning to the Programme and being

employed by the College.

The intent of the ex gratia payment is for Registrars to return to and complete the

Programme.

Ex gratia payments under this section are subject to tax, superannuation deductions, and

any other mandatory deductions.

Discretionary Leave

Where the employee is unable to work, take study leave or any other leave due to adverse
weather conditions or another extreme event, paid discretionary leave may be provided
by the College. Notify Registrar support as soon as possible if you are going to apply for

discretionary leave.

a
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Code of Conduct, policies and procedures

The employee must comply with the applicable Code of Conduct and all other internal policies

and procedures of the College.

The employee is also expected to comply with applicable policies and procedures of the

Teaching Practices to which they are appointed.

During the Programme the employee is also expected to familiarise themselves and abide by all

relevant legislation, including:
Health Information Privacy Code 2020

The duties of a health practitioner pursuant to the Health Practitioners Competence
Assurance Act 2003

Health and Disability Commissioner (Code of Health and Disability Services Consumers'
Rights) Regulations 1996

a
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Termination of employment

Notice period

Subject to earlier termination in accordance with the provision of this agreement, the
employee’s employment will automatically terminate on the completion date of the one

year programme to which they are appointed.

The employee’s employment may be terminated by either the College or the Registrar
giving one month’s written notice to the other party. However, a lesser period of notice

may be agreed to by both parties.

Where the College has terminated a Registrar's employment the College may pay the
employee in lieu for some or all of the notice period or require the employee to remain
employed but not attend work during that time.

Despite clause 13.1.2, the College may terminate the employee’s employment summarily
and without notice in the case of serious misconduct or if the employee ceases to be a

medical practitioner registered in New Zealand.

Termination for incapacity

The College may terminate the employee’s employment, after following the procedure set

out in clause 11.4.3, if the College considers that the employee is incapable of the

proper performance of their duties and responsibilities due to illness or some other

incapacity.

Before the employee’s employment is terminated on the basis of clause 11.4.3 for this
reason, the College will consider any medical evidence that the employee wishes to
provide. The College may also pay for and require the employee to undergo a medical
examination by a medical practitioner nominated by the College. In that case, the College
will consider the medical report resulting from that examination along with any other

relevant medical reports or material available to it, before making a decision.

Abandonment of employment

If the employee is absent from work without notifying their Teacher for more than three
consecutive working days, they may be deemed to have abandoned their employment

and their employment may be terminated on the expiry of that third working day.
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Suspension

The College may suspend a Registrar:
who does not hold a current Practising Certificate

from duties and responsibilities required under the Programme’s terms and
conditions in order to undertake investigations related to serious misconduct, health

status or other serious concerns.

In such cases, the College may suspend the employee from their employment on pay

pending the outcome of that investigation.

The College will consult the employee prior to any decision regarding suspension of

employment.

Redeployment and redundancy
If the College proposes to make a decision, or becomes aware of a decision by another
party or parties, that will, or is likely to, have an adverse effect on the continuation of

employment by the College, it undertakes to:

Provide to NZRDA and any of its members access to information, relevant to the

continuation of the employees’ employment, about the decision; and

If the decision is to be made by the College, an opportunity to comment on the
information to the College before the decision is made; and

If the decision is to be made by a third party, the College will use its best endeavours
to provide an opportunity to comment on the information to the third party or parties

before the decision is made.

This clause does not require the College to provide access to confidential information if
there is good reason to maintain the confidentiality of the information. “Good reason”
includes complying with statutory requirements to maintain confidentiality, protecting the
privacy of natural persons and protecting the commercial position of an employer from

being unreasonably prejudiced

If part or all of the College is to be sold, transferred, or contracted out to another entity
with the result that the College sells, transfers or contracts out the business of employing

GPEP Year 1 Registrars, the College will:

discuss the likely impact of this event with the employee, including whether it is

possible to transfer them to that entity; and if so,

in negotiating with the prospective employer, the College will use best endeavours to
arrange for employees to be offered employment by any new employer on no less
favourable conditions of employment overall.
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If the Teaching Practice to which an employee is allocated ceases business, or relocates
or alters its business in such a manner as to affect adversely the quality of the training or
the working conditions of the employee at the Teaching Practice, the College undertakes
that at the request of the affected employee they will, as soon as practicable, ensure the
employee may be re-allocated to another accredited Teaching Practice. If the employee’s
new practice is categorised as a Rural Practice, the College will assist with the costs of

relocation as set out in clause 10.6.3.

Return of property

Upon the termination of employment an employee is required to return to the Teaching
Practice or the College all equipment or other property of the Teaching Practice or the

College as applicable.

If any equipment or other property of the Teaching Practice or the College is not returned
or is returned in a damaged condition, the College may make a deduction from the

employee’s pay for the cost of repair or replacement of that equipment or property.

Health and safety

The employer (the College), the Teaching Practices and the employee all acknowledge their

obligations and responsibilities to provide, monitor and maintain a safe workplace as defined

by the Health and Safety at Work Act 2015 and its Regulations (the Act) and agree to meet their

obligations as defined under the Act.

The College and Teaching Practices agree to provide and maintain a safe working environment
for employees and others in the workplace and to make sure working arrangements are not

hazardous.

It is the responsibility of the College and Teaching Practices to ensure that health and safety
procedures, safety equipment and processes to deal with workplace emergencies and to minimise

or eliminate significant hazards are maintained.

Where safety equipment is required and supplied, it is the responsibility of employees to ensure it

is used.

While at work, the employee will follow the College’s health and safety rules and procedures and
those of the Teaching Practice, in accordance with the Act. The employee will take reasonable
care to look after their own health and safety at work, their fitness for work and the health and

safety of others.

The employee should report any potential risks, incidents and near misses so the employer can
investigate, and eliminate or minimise harm or risk of harm.
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Should there be any change in the employee’s health during their employment that could
adversely affect the employee’s ability to perform any work requirement (including stress related

symptoms) he or she must notify the College immediately.

Any concerns regarding an employee’s ability to undertake their role due to ill health will be

managed in accordance with clause 11.4.3.

Conflict of interest

The employee shall not enter into any contracts, agreements, business interests and/or activities
which may conflict in any way with the interests of the College and their responsibilities to it or

reflect adversely on the College.

If the College requires it, the employee will disclose any other business interests that he/she have

had prior to or have during their employment.

Confidentiality

Unless otherwise directed by the College or required by law, the employee must not misuse or
disclose any confidential information which comes to their knowledge, either indirectly or directly,

during the employee’s employment with the College.

Confidential information in this context includes, but is not limited to, trade secrets, financial
information, personal information, proprietary information, secret or confidential operations or
reports, processes or business methods, or any information concerning College business or its
members (including entities that the College provides other services to, or otherwise does

business with) that is not in the public domain, including, but not limited to the following:
e information concerning the business or finance of the College or its members;

e developments, designs, assemblies, processes, methods, formulae, drawings and systems
relating to the College or that of its members;

e any personnel and medical records, salary and promotional plans, building/availability

information, transaction information;
e any information that has a financial value;

e any financial information including but not limited to any information about the assets,
liabilities, income or expenditure of the College or that of its members;

¢ information that is subject to professional obligations of confidence arising out of relationship
between the College and the employee;

¢ information about third parties where the College and the employee have entered into an

agreement to keep it confidential; and

e any other information that the employee is advised of or should be aware is considered by
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the College or its members to be confidential.
This clause applies both during and after the employee’s employment.

Nothing in clause 16.2 should be read as limiting the right of Registrars to disclose to NZRDA, as
their employee representative, matters related to their employment including any concerns about
the College or the Teaching Practice’s fulfiiment of obligations under the GPEP Year 1 training

programme.

Resolving disputes

As required by the Employment Relations Act 2000, an explanation of the services available for

resolving employment relationship problems is set out in Schedule 2.

Employment Relations Education Leave and Union Leave

Employment Relations Education Leave shall be granted in accordance with Part seven of the
Employment Relations Act 2000.

For the purposes of this provision a year means the year commencing on the day the GPEP
Year 1 programme commences.

Members of the NZRDA National Executive shall be entitled to take up to six days leave on full pay
to attend National Executive Meetings and other business agreed as appropriate by the NZRDA and
the College.

Public Health Emergency

The following provisions apply where there is a Public Health Emergency (PHE) declared by the
Director-General of Health under the relevant legislation. These provisions shall also apply as
applicable to civil defence emergencies declared under the relevant legislation. For the sake of
clarity, if the appropriate person under the relevant Act declares a localised civil emergency, this

clause shall only apply to those employed in the area designated by that person.

The parties acknowledge that the public health system will likely be a critical part of the

national/regional responses to a PHE.

If required as part of a response, the parties recognise the urgency of any response and the need
for flexibility in how services are delivered, and accordingly temporary changes may be made to how

work is organised. The College will engage in good faith with the union prior to progressing any PHE

response.
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a.

The Principles around any such changes are:
Where possible, the employee’s Teacher will work with the Registrar, to develop the most
clinically appropriate staffing arrangements to keep patients and staff safe during a PHE
These arrangements could include ways of working that are outside of the standard provisions of

the SECA hours of work clauses provided that:

i. The rostered ordinary weekly or fortnightly hours of work do not exceed the current
maximums without the agreement of the affected employee(s)

ii. No employee shall have their pay reduced while they are working such arrangements

iii. Additional hours of work beyond those reflected in the salary category shall be
included under the provisions of clause 7.2.4 of the SECA,

iv. The alternate arrangements shall only continue in force for the period necessary and
required by the PHE response, following which the pre PHE status quo will be
reinstated

v. The union shall be informed of any arrangements operating under this provision.

The parties recognise the potentially heightened focus on ensuring staff do not attend work when
they themselves (or their dependents) may be unwell, or at a higher risk (e.g. underlying medical
condition or pregnancy) during a PHE. To support this, the College will take a permissive approach

to access paid special leave.

Where staff are required to stay home when they are well, but required to isolate or quarantine, then

they shall receive special leave pay which will not be recorded as sickness.

The parties commit to national oversight and engagement on the operation of this clause and other

operational matters related to PHE responses, which may include provision of agreed national guide.

Term of the Agreement

The term of this collective agreement shall be from 27 January 2024 to 26 January 2025.

Signed on behalf of The Royal New Zealand College of General Practitioners

Toby Beaglehole

Chief
Date:

Executive:

Signed on behalf of the New Zealand Resident Doctors Association

Dr Deborah Powell

National Secretary

Date:
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Schedulel: Position Description

} The Royal New Zealand
I College of General Practitioners
™ Te Whare Tohu Rata o Aotearca

General Practice Education Programme Registrar - Year 1

Position title: General Practice Education Programme Registrar - Year 1 (GPEP Registrar)
Responsible to: Manager Admissions & Registrar Support and Registrar Support for employment
matters.

Teacher (Supervising General Practitioner) at the relevant teaching practice for clinical
and training matters.

Medical Educator for the region the teaching practice is located in for clinical and
training matters.

The College: The Royal New Zealand College of General Practitioners (the College) works to
improve the health of all New Zealanders through high quality general practice care.

The College is a professional membership organisation which works to strengthen the
professionalism and practice of its members.

The College provides training and education, assessment, quality and support services
in general practice and rural hospital medicine.

The College represents its members by providing advice and expertise to government
and within the wider health sector.

Purpose of the position: GPEP Registrars in this position are employed to complete the Year 1 requirements of
the College’s General Practice Education Programme. GPEP Registrars will train under
supervising teachers and GP medical educators in a clinical environment and attend
regular seminars to develop the specialist skills of general practice consultation, translate
prior learning to a community-based primary health team and achieve a level of
competence for safe practise in general practice.

GPEP Year 1 is an intensive clinical training which includes two 26-week Attachments
at two different accredited teaching practices, with an approved teacher. Four days a
week are usually spent in the practice, with one day attending seminars and/or
workshops.

GPEP Registrars will spend most of their time consulting with patients in the teaching
practice, although they may engage in other activities, as their learning needs dictate or
are required by the programme.

Key Relationships

Internal: In Practice: External:
e Registrar Support e Teacher e Healthcare consumers
e Medical Educator e Practice Manager e Hospital and
e Manager — Admissions & e Practice Nurses community-based healthcare
Registrar Support e  Other Practice Staff workers
¢ HR & Services Manager e  Other key stakeholders

e  Other GPEP Registrars
e Other members of the
College’s staff

&
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Key Result Areas

Key Result Area 1 — The Clinical Attachment

GPEP Registrars are placed in a practice to enable the experience of being in general practice with the
support of a teacher and to provide opportunities to reflect on the learning that takes place. GPEP
Registrars spend most of their time consulting with patients in the teaching practice. This provides the
main basis for learning, although other activities besides consulting may be appropriate.

The clinical practice Attachment/s help develop the specialist skills of general practice consultation and
translate prior learning to a community-based primary health team.

GPEP Registrars are expected to complete a range of key tasks within the Attachment/s in accordance
with GPEP programme requirements and practice protocols.

Key Result Area 2 — Learning Activities - Seminars

The day-release seminars are run in conjunction with the attachments and provide an opportunity to
review and reflect on practice experiences, through discussion of aspects of general practice.

As well as covering core topics, clinical skills and knowledge, topics for each seminar are based on
modules in the College’s Learning Management system (Learning Zone) that link the topic to the
curriculum statements and domains of general practice. Seminars also provide the opportunity to learn
appropriate skills and knowledge, and talk about experiences and problems with peers.

GPEP Registrars are expected to complete a range of key tasks related to seminars in accordance with
GPEP programme requirements.

Key Result Area 3 — Learning Activities - other activities

GPEP Registrars are required to complete the formative activities and summative assessment
requirements as detailed in the Fellowship Pathway Regulations (1 February).

GPEP Registrars are required to respond to the feedback from teachers and medical educators on their
progress and performance in developing consultation, diagnostic and patient management skills.

GPEP Registrars are also required to provide regular feedback and evaluation of the teaching practice
and seminar programme.

GPEP Registrars must complete 80% of the GPEP Year 1 clinical time requirements and all required
formative activities in order to undertake their first summative assessment, and have a maximum of 24
months from their start date of GPEP to undertake their first summative assessment. Summative
assessments evaluate a GPEP Registrar’s knowledge of, skills in, or experience of general practice. An
attainment of minimum standards is required to work under reduced supervision in GPEP Year 2. The
summative assessment requirements are detailed in section 3.6 of the Fellowship Pathway Regulations
(1 February). The summative assessment components are:

e  GPEP written examination;
e GPEP clinical examination.

Key Result Area 4 — Other responsibilities

This position description may be changed by the employer from time to time after discussion with the
employee. In addition to the responsibilities set out in this Position Description, the employee shall carry
out all reasonable work-related requests made by the employer.
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Schedule 2: Employment Relationship Problem Resolution

The Employee is encouraged to raise any employment related concerns with the Employer, in the first
instance. If the Employer is unable to resolve the Employee’s concerns, then the Employee is able to
seek outside assistance. This procedure sets out the assistance that is available to the Employee, and

the timeframes that apply.

An employment relationship problem is any problem (including personal grievances and disputes)

relating to or arising out of an employment relationship.
The Employee has a maximum of 90 days within which to raise a personal grievance with the Employer.

The Employee must provide an appropriate manager or human resources representative with a written

explanation of the employment relationship problem.

If the Employee is not satisfied with the Employer’s response then the Employee may seek assistance
from the Ministry of Business, Innovation and Employment, contactable on 0800 209 020, or the

Employee’s union, or an advocate or lawyer.

If the Employer and Employee cannot resolve their employment relationship problem, then either party

may seek mediation assistance from the Ministry of Business, Innovation and Employment. .

If the employment relationship problem cannot be resolved by mediation, either party may make an

application to the Employment Relations Authority.

Further information about that may be obtained by contacting the Employment Relations Infoline on
0800 800 863.

a
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Schedule3: Meal Breaks and Rest Periods

69ZD Employee’s entitlement to rest breaks and meal breaks

(1) Anemployee is entitled to, and an employer must provide the employee with, rest breaks and
meal breaks that—

(&) provide the employee with a reasonable opportunity, during the employee’s work period,
for rest, refreshment, and attention to personal matters; and

(b)  are appropriate for the duration of the employee’s work period.

(2) The employee’s entitlement to rest breaks and meal breaks may be subject to restrictions, but
only if the restrictions—

(a) are—
0] reasonable and necessary, having regard to the nature of the employee’s work; or

(i)  if subparagraph (i) does not apply, reasonable and agreed to by the employer and
employee (whether in an employment agreement or otherwise); and

(b)  relate to 1 or more of the following:

0] the employee continuing to be aware of his or her work duties or, if required,
continuing to perform some of his or her work duties, during the break:

(i)  the circumstances when an employee’s break may be interrupted:

(i)  the employee taking his or her break in the workplace or at a specified place within
the workplace.

(3) Anemployee’s entitlement to rest breaks under this section is to paid rest breaks

69ZE Timing and duration of rest breaks and meal breaks

(1) An employee must take his or her rest breaks and meal breaks —

(a) Atthe times and for the duration agreed between the employee and his or her employer;
but

(b) If the employer and employee cannot agree to the timing of breaks, an employer must
provide the breaks at the times specified in the Act, so far as is reasonable and practicable.

(2) For the purposes of subsection (1)(b), an employer may specify reasonable times and durations
that, having regard to the employer’s operational environment or resources and the employee’s
interests, enable the employer to maintain continuity of service or production.

(3) An employer must provide an employee with a reasonable opportunity to negotiate with the
employer and reach agreement under subsection (1)(a) on the times when the employee’s rest
breaks and meal breaks are to be taken and on the duration of the breaks.
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(4) To avoid doubt, subsection (3) does not limit the requirement of the employer and employee to deal
with each other in good faith as set out in section 4.

Rest and meal break table available at:https://www.employment.govt.nz/assets/Uploads/tools-and-
resources/documents/abf4cdb0e9/rest-meal-break-table.pdf
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THE NZRDA IS SO MUCH MORE THAN YOUR COLLECTIVE AGREEMENT!

The NZRDA negotiates and enforces your terms and conditions of
employment, ensuring your collective agreement is honoured. We
work to protect and enhance your training, improve your work life
balance and prioritise your wellness. We represent individual members
who get into difficulty (which can happen to any of youl!) and guide

our members through change processes.

We actively lobby for our members interests, commenting publicly
where appropriate and communicate with politicians, government
organisations and those in the private sector to ensure you have your
say. Through the NZRDA, you can influence decisions that affect your

future and the future of health!

The NZRDA represents RMOs on a wide range of issues and works
closely with many organisations. We work with overseas medical
organisations, Colleges, the Medical Council of New Zealand, Te Whatu
Ora and other professional bodies on issues such as prevocational
training, bullying, sexual harassment, part time work opportunities,
workload and supervision pressure that will directly affect you as an

RMO.

We provide access to financial support for the furtherance and
protection of the education and training of RMOs through the NZRDA

FEducation Trust.

The NZRDA also offers professional indemnity insurance through
New Zealand Medical Indemnity Insurance (NZMII) Group Scheme,
and a superannuation scheme that is transportable. This scheme also
allows contributions to be suspended for up to 2 years (longer by

agreement) in case you need to go overseas for instance.

In addition, being an NZRDA member entitles you to an automatic
$10,000 Life Insurance plus access to further insurance at reduced

premiums.



WE ARE HERE TO HELP!
CONTACT US

PHONE: (09) 526 0280

EMAIL: ask@nzrda.org.nz

WEBSITE: www.nzrda.org.nz

ADDRESS: PO Box 11 369, Ellerslie, Auckland 1542
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