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RE Official information request CDHB 10379  
 
I refer to your email dated 5 August 2020 requesting the following information under the Official 
Information Act from Canterbury DHB. Specifically:  
 

1. From the start of 2019 to today’s date (5 August 2020), details of all work the board has engaged 
EY to do.  
a. Please list each engagement by date and provide details of the board’s request, including 

letters of engagement and terms of reference. 
4. Please provide copies of any reports produced by EY from this work – in a searchable format.  
 
Please find attached: 
 
Appendix 1 the Canterbury DHB All of Government (AoG) Consultancy Services Order (CSO) dated 27 
May 2020 for “Independent assessment of taskforce work programme”. The estimated cost for this 
contract with Ernst Young is $230,785 excluding GST and disbursements 
 
REPORT: 
The Ernst Young (EY) review/report dated 30 June 2020 remains subject to ongoing 
review/verification/discussions between Canterbury DHB and Ernst Young.  It also forms the basis of 
ongoing discussions between Canterbury DHB, the Ministry of Health and the Minister of Health 
(including relating to the 2020/21 Annual Plan yet to be finalised and approved by the Minister).   
We are therefore declining your request pursuant to sections 9(2)(i)(j) of the Official Information Act i.e. 
(i) … enable a Minister of the Crown or any department or organisation holding the information to carry 
out, without prejudice or disadvantage, commercial activities; or 
(j) ….enable a Minister of the Crown or any department or organisation holding the information to carry 
on, without prejudice or disadvantage, negotiations (including commercial and industrial negotiations) 
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Appendix 2: the Canterbury DHB All of Government (AoG) Consultancy Services Order (CSO) dated May 
2019 for “Regional Planning Framework Development Phase one. The estimated cost for this contract 
with Ernst Young was $101,202 excluding GST and disbursements. 

The Regional Planning Framework Phase One Overview 13-3-2019 – Presentation to the Alliance Board 
and ALT (CEs) outlining what would be delivered under Phase 1 (Proof of Concept) and discussing next 
steps into Phase 2 (Operational Model) for the ‘visualisation toolset’.  Please find attached as Appendix 
2a. 

Appendix 3: the Canterbury DHB All of Government (AoG) Consultancy Services Order (CSO) dated 14 
June 2019 for “Regional Planning Framework Development – Phase two”. The estimated cost for this 
contract with Ernst Young was $203,934.50 excluding GST and disbursements. 

REPORTS: 

Ernst Young were not asked to deliver a report, but it was agreed that they would utilise their access to 
the national datasets to support the development of a data visualisation tool for the South Island. 
The product was developed to allow SI DHBs to interrogate the dataset at a range of levels to support 
local, but more particularly regional level analysis and decision making around services.  The toolset is 
made available to the DHB analysts as well as the SI Alliance Programme Office. 

Appendix 4: the Canterbury DHB All of Government (AoG) Consultancy Services Order (CSO) dated 
October 2019 for “Holidays Act compliance project – Phase 1. The estimated cost for this contract with 
Ernst Young was a range of $229,977 - $259,823   excluding GST and disbursements. 

REPORTS: 

Appendix 4a: Holidays Act Review Findings Report October 2020 (Phase one) 

Please note: The other output mentioned in the ‘AoG Consultancy orders Agreement’ for the Holidays 
Act Review Phase (previously provided) is a liability assessment. We are withholding this document as it 
remains subject to ongoing review/verification/discussions between Canterbury DHB and Ernst Young. 
 It also forms the basis of ongoing discussions between Canterbury DHB, the Ministry of Health and the 
Minister of Health (including relating to the 2020/21 Annual Plan yet to be finalised and approved by the 
Minister).  We are therefore declining your request pursuant to sections 9(2)(i)(j) of the Official 
Information Act. i.e. (i) … enable a Minister of the Crown or any department or organisation holding the 
information to carry out, without prejudice or disadvantage, commercial activities; or (j) ….enable a 
Minister of the Crown or any department or organisation holding the information to carry on, without 
prejudice or disadvantage, negotiations (including commercial and industrial negotiations) 

Please note:  For the Regional Planning Framework Agreement – this is a South Island Alliance decision 

to engage, not a Canterbury DHB decision, although Canterbury DHB is the contracting party.  

Canterbury DHB is liable for a Population Based Funding Formula (PBFF) share of the costs (currently 

46.7% of regionally committed expenditure), with the balance being invoiced to the other South Island 

DHBs.   

For reference, the South Island Alliance is the name of the regional collaboration framework agreed by 

the SI DHBs and does not represent a separate entity.  The SI Alliance provides the method for working 

collectively and collaboratively on a range of projects and programmes. 



 

 

2. Please state what kind of procurement process was used for this work. 
 
The procurement process was via the All of Government (AOG) panel as it met the criteria. This enables 
the Canterbury DHB to select from a panel of pre-approved providers who have been selected following 
a process run by Ministry of Business, Innovation and Employment (MBIE). 
 

3. How much has EY invoiced to date for this work?  
 

The amount invoiced by Ernst Young in the period 1 January 2019 to 1 September 2020 (excluding GST, 
but including disbursements and AOG administration fees). 
 
Independent Assessment of Taskforce Work Programme  - $240,598 
Regional Planning Framework Development February – March 2019  - $106,267 
                                                                               June – September 2019  -  $209,659 
Holidays Act Compliance                      December 2019 – March 2020 - $262,002 
 
Please note we have redacted information pursuant to section 9(2)(a) of the Official Information Act i.e. 
“… to protect the privacy of natural persons, including those deceased.” And section 9(2)(b) and 
9(2)(b)(ii) i.e. “….to protect the commercial position of the person who supplied the information, or who 
is the subject of the information”.  
 
I trust this satisfies your interest in this matter. 
 
You may, under section 28(3) of the Official Information Act, seek a review of our decision to withhold 
information by the Ombudsman.  Information about how to make a complaint is available at 
www.ombudsman.parliament.nz; or Freephone 0800 802 602. 
 
Please note that this response, or an edited version of this response, may be published on the 
Canterbury DHB website after your receipt of this response.  
 
Yours sincerely 
 

 
 
Ralph La Salle 
Acting Executive Director 
Planning, Funding & Decision Support 

 

http://www.ombudsman.parliament.nz/
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The better the question. The better the answer.
The better the world works.

South Island Alliance Programme Office

Regional Planning Framework 
Phase One Overview

APPENDIX 2a
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Purpose

► To develop a Proof of Concept (PoC) model that demonstrates to 
Chief Executives (CEs) how a model could be used to plan 
strategically, in the context of future health needs of South 
Islanders, future models of care, and the impacts on service and 
facility planning

► The PoC model will support better informed planning by providing 
information about expected demand and capacity requirements, and 
model of care impacts on service/infrastructure requirements under 
different scenarios

South Island Alliance Project Office – Regional Planning Framework 
Phase One

Model developed

Underpinned by 

accurate data

Model to underpin 

strategic decision 

making

Operational 

planning/ 

prioritisation 
framework developed 

by SIAPO

Proof of Concept 

model 

To demonstrate the 

potential of the 

approach 

Current stage in project 

RELE
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Our aspiration

South Island Alliance Project Office – Regional Planning Framework 
Phase One

Timeline

PoC demo model:
►Where will future health needs 

and demand for services be 
concentrated?

►How should future models of 
care across primary and 
community care, and secondary 
/ tertiary care be organised to 
best serve our population?

►What does the workforce of the 
future need to look like to 
support the delivery of care?

Full model:
►How can we support our most vulnerable 

populations and improve long term 
outcomes?

►How will models of care / tech initiatives and 
innovations enable proactive intervention 
and respond to or pre-empt future patient 
expectations and trends?

►How can we optimise access to and flow 
between all health services?

►What is current and predicted level of well-
being across our South Island communities?

Our aspiration:
►Develop a strategic planning model for the South Island to enable 

the conversion of data into insightful scenarios that the CEs can 
leverage for decision-making and prioritisation of initiatives / 
investments to drive the wellbeing of South Island communities

Phase One Phase Two

RELE
ASED U

NDER THE O
FFIC

IAL I
NFORMATIO

N ACT



Page 4

Scope and Approach

► Phase One will be initially limited to creating a Proof of Concept (PoC) model 
based upon information EY has readily available:

► National minimum dataset (NMDS)

► National non-admitted patient collection (NNPAC) – for ED data

► If possible, the PoC will be extended to include Primary Care data from 
South Island PHOs, including the PHO register and GP consultation events 
by professional type, matched by NHI to NMDS and NNPAC

► As the focus of this work is on longer term strategic planning, the model will 
focus on the 5-10 year horizon in the context of a 20 year horizon as the 
‘North star’

► Using the above data we aim to create a PoC tool which can explore 
particular focus areas relating to population change, models of care and 
service planning, and help to answer questions about how demand and 
capacity requirements could change under different service configurations 
or models of care

South Island Alliance Project Office – Regional Planning Framework 
Phase One

RELE
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Building the PoC Model

South Island Alliance Project Office – Regional Planning Framework 
Phase One

Profile health 
needs and 

location of the 
future population 
across the Region

Identify the 
impact of future 
model of care / 
tech / patient 
expectation 

changes across 
the Region

Model impact of 
service-level 

changes on care 
delivery in the 

Region

Output One Output Two Output Three

The above outputs will include consideration of:

Benefits to patient, whānau and 
communities

Changes to patient flow

Impact on workforce 

Impact on health system

For Phase One, EY will deliver the following outputs:

Identify how 
microsimulation 
techniques might 

be used to 
quantify the 

impact of 
interventions

Output Four
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Intended outputs

South Island Alliance Project Office – Regional Planning Framework 
Phase One

Future 
population

Models of care
Service-level 

change

Output One Output Two Output Three

► Identify 
population 
health needs 
to 2038

► Identify health 
needs by 
demographics, 
community, 
event types, 
etc.

Using population 
health needs to 
2038:
► Understand 

current access 
pressures

► Identify impact 
of initiatives 
and innovations

► Identify 
capacity 
challenges

Using population 
health needs to 
2038:
► Explore 

redistribution 
of volumes 
between 
services and 
the impact on 
ability to 
deliver / 
capacity

O
u

tp
u

ts
C

a
p

a
b

il
it

y

Microsimulation 
potential

Output Four

Consider MSM 
techniques to:
► Identify 

potential use 
cases for MSM 
to model the 
impact of new 
interventions 
on rest of 
system

RELE
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► Microsimulation modelling (MSM) is a technique used to describe events and outcomes at a 
person-level with the goal of providing insight to inform service, infrastructure and policy 
decisions, for example:

► At a service level this could model ASH events incorporating behavioural patterns and patient 
flow through the wider health system

► At an infrastructure level this could model patient propensity of attending hospital which 
could be applied to any new developments to understand any implications

► At a policy level this could model outcomes and savings from implementing healthcare homes

Microsimulation model

South Island Alliance Project Office – Regional Planning Framework 
Phase One

MSM framework

Dynamic 
microsimulation 

model

Population 
health risk

Service 
utilisation

Demand for 
services

Health 
outcomes

Data inputs:
► Historical data

► ED
► Hosps
► Mental 

Health
► Primary care

► Demographics
► Location data
► Operating 

models
► Behavioural

patterns

RELE
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Changing the patient pathway

► MSMs can be developed and integrated with any front-end interface 
and can model any scenario desired, allowing the user to better 
understand:

South Island Alliance Project Office – Regional Planning Framework 
Phase One

► Patient pathways 
through system

► Opportunities for 
improved 
targeting / 
service delivery

► Demand for 
services

► Health care costs

► And much more…

RELE
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Next steps

► EY to identify data requirements (inputs, transformations and 
outputs) and any gaps for the PoC model

► EY to define type and format of each analytical output

► EY to design and structure model front end (dashboard)

► EY will set up regular group updates/connect sessions to ensure 
there is a high level of collaboration across EY and SIAPO 

► Timeframe for the completion of the PoC is 6 weeks (end March 
2019).

South Island Alliance Project Office – Regional Planning Framework 
Phase One
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EY | Assurance | Tax | Transactions | Advisory

About EY

EY is a global leader in assurance, tax, transaction and advisory 
services. The insights and quality services we deliver help build 
trust and confidence in the capital markets and in economies the 
world over. We develop outstanding leaders who team to deliver 
on our promises to all of our stakeholders. In so doing, we play a 
critical role in building a better working world for our people, for 
our clients and for our communities.

EY refers to the global organisation, and may refer to one or more, 
of the member firms of Ernst & Young Global Limited, each of 
which is a separate legal entity. Ernst & Young Global Limited, a 
UK company limited by guarantee, does not provide services to 
clients. For more information about our organisation, please visit 
ey.com.

© 2019 Ernst & Young, New Zealand.
All Rights Reserved.

This report was prepared at the request of South Island Alliance 
Programme Office (“SIAPO”, or “Client”) solely for the purposes of 
performing the engagement as outlined in the agreed CSO, and it 
is not appropriate for use for other purposes.

In carrying out our work and preparing this report, Ernst & Young 
has worked solely on the instructions of the Client, and has not 
taken into account the interests of any party other than the Client. 
The report has been constructed based on information current as 
of 13 March 2019. Since this date, material events may have 
occurred since completion which is not reflected in the report. 

Ernst & Young, nor the parties which have endorsed or been 
involved in the development of the report, accept any 
responsibility for use of the information contained in the report 
and make no guarantee nor accept any legal liability whatsoever 
arising from or connected to the accuracy, reliability, currency or 
completeness of any material contained in this report. Ernst & 
Young and all other parties involved in the preparation and 
publication of this report expressly disclaim all liability for any 
costs, loss, damage, injury or other consequence which may arise 
directly or indirectly from use of, or reliance on, the report.

This report (or any part of it) may not be copied or otherwise 
reproduced except with the written consent of Ernst & Young.

ey.com
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1. Executive summary 

1.1 Background 

The Holidays Act 2003 Review for Canterbury District Health Board (“CDHB”) and West Coast District Health 
Board (“WCDHB”) has been completed in accordance with the Consultancy Service Order (“CSO”) dated 16 
September 2019 and signed on 15 October 2019.  

The Labour Inspectorate (a division of the Ministry of Business, Innovation and Employment (“MBIE”)) 
carried out audits of the District Health Boards (“DHB’s”) and found them to be non-compliant with the 
Holidays Act 2003 (“Holidays Act”). Representatives of the DHBs and New Zealand Council of Trade Unions 
(“CTU”) approached the Labour Inspectorate regarding a national process for the identification, rectification 
and remediation of their Holidays Act non-compliance.  

The DHBs, CTU, affiliated Unions and the Labour Inspectorate have worked together to agree on a Baseline 
document for the DHBs to be audited against and an overall framework to address Holidays Act issues across 

the DHB’s. The framework has been agreed with each of the DHB’s CEO’s. It should be noted that the 
Baseline was agreed in April 2019 but applies to leave taken from 1 May 2010 onwards. 

In addition, the Labour Inspectorate has agreed that previous Enforceable Undertaking’s (“EU’s”) will be 
redacted and rather each DHB will sign a Memorandum of Understanding (“MOU”) committing to address 
and remediate the issues identified1. The MOU was signed by MBIE on 5 February 2020 following the 
agreement from the 20 DHB’s, NZ Blood Service, Council of Trade Unions and other unions. The remediation 
programme will cover the period 1 May 2010 through to the change in systems and processes to address the 
instances of non-compliance identified. 

The CSO noted a report would be issued that provided: 

► Detailed issues in the payroll (system configuration and process) leading to non-compliance with the 
Holidays Act as agreed in the Baseline document.  

► Recommendations arising from the issues to ensure that CDHB and WCDHB’s payroll system and process 
are compliant with the Holidays Act. 

Subsequent to this, and in addition to the requirements of the Review agreed in the MOU and Baseline 
documents, EY will carry out a separate liability estimation for CDHB and WCDHB management for both 
current and former employees. The liability estimate will be reported separately. 

This report details the issues identified with the payroll system configuration and processes leading to non-
compliance with the Holidays Act as agreed in the Baseline document for historical remediation and provides 
overarching recommendations to address the areas of non-compliance identified going forwards. 

As part of completing the Review a workshop was held with CDHB and WCDHB management, Unions and 
other stakeholders to understand how CDHB and WCDHB pay their employees for each leave type. The 
current calculation methodologies were documented and agreed for both CDHB and WCDHB at the Steering 
Committee meeting on 5 February 2020.They have been included at Appendix A and B for reference. Sample 
employee selection methodologies were also agreed at the Steering Committee meeting on 5 February 2020 
and have been included at Appendix C and D. Gross earnings were reviewed and agreed at the workshops 
held on 3 December 2019 and 12 December 2019 and have been included at Appendix E and F. 

1.2 Summary of findings  

As an organisation with multiple Union relationships, 24/7 delivery of service and varying working practices 
the DHB payroll, and their compliance with both the Holidays Act and the Baseline document is very complex.  

In order to complete the review, 196 sample employees were selected from the 21,803 CDHB staff, and 60 
sample employees from the 2,513 WCDHB staff, that were employed between 1 May 2010 and 30 June 
2019. More than 10 years’ worth of data was obtained for the sample employees, consisting of payroll data, 
employee master data, audit logs and timesheet information. Sampling identified 52 separate MECA/SECA 
for CDHB and a further 23 for WCDHB along with IEA’s at both DHB’s. All MECA/SECA’s which were sampled 
along with a selection of IEA’s. By covering all MECA/SECA arrangements, the complex and intricate working 

 
1 The MOU defines the calculations to be performed for the remediation only. Going forwards DHB’s are required to be compliant 
with the Holiday’s Act. 
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arrangements of the DHB were reviewed. The detailed sampling methodology is included at appendix C and D 
of this report. 

There were several areas where CDHB and WCDHB were compliant with the Act. These areas include: 

- Where it is known what an employee would work on a given day, payment of bereavement, 
alternative, public holidays not worked and sick leave is paid at the employees Relevant Daily Pay 
(“RDP”) including any additional allowances the employee would have earned had they been at work 
that day. 

- An employee’s Ordinary Weekly Pay (“OWP”), where the employees weeks earnings are known and 
their profile accurately captures their working pattern, is accurately calculated including any 
additional allowances the employee would have earned for that week or proportion of a week. 

- Termination calculations completed by the system were identified as being non-compliant several 
years ago. CDHB have actively instigated a manual workaround to identify notional public holidays 
and include all termination payments in the employee’s gross earnings since their last anniversary 
date. 

However, there are several areas of non-compliance with the Baseline document, the Holidays Act or both 
that have been identified. The table below provides a summary of these areas of non-compliance identified at 
CDHB and WCDHB in this review phase.  

The recalculation models for the sample employees have been provided separately to CDHB and WCDHB in 
review workshops on 3 March 2020 and 9 March 2020. 

 
CDHB summary of findings 

Annual leave 

Title Description Compliance 
driver 

Calculation of 
annual leave 

CDHB pays employees their annual leave using the higher of the 
employee’s average hourly rate (“AHR”) (as equivalent to Average 
Weekly Earnings (“AWE”)) or ordinary rate (as an equivalent to the 
employees Ordinary Weekly Pay (“OWP”)) which is the higher of the 
employee’s base rate and the average hourly rate using the 
employees four-week ordinary earnings. 

As per the agreed Baseline document, employees should receive the 
higher of AWE, OWP using section 8(1) of the Holidays Act and OWP 
using section 8(2) of the Holidays Act (“hereby known as OWP2”).  
CDHB does not currently apply the Holidays Act definitions of these 
calculations to their system-based calculations. 

Non-compliant 
with the Baseline 
document. 

Where an 
employee is  
non-variable the 
comparison to 
OWP2 is not 
required by the 
Holidays Act. 

AWE and 
OWP2 divisor 

Both the average rate and four-week ordinary rate is calculated 
using the earnings in the 52- or four-week period divided by the 
contracted hours in the same period. 

When an employee changes their profiled hours throughout the year, 
CDHB apply a smoothing period that slowly reduces or increases the 
employee’s contracted hours for the divisor. This means the average 
hourly rate is further averaged based on the employees prior 
working pattern and their current working pattern. 

 

The Holidays Act requires AWE is calculated by the employee's gross 
earnings divided by the number of weeks in the same period 
(generally 52 but may be less for employees who have yet to work a 
year for the DHB) and OWP2 to be calculated by the employees 
ordinary earnings (including any regular additional payments) 
divided by four. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 
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Title Description Compliance 
driver 

Gross 
earnings and 
ordinary 
earnings 
inclusions 

The Holidays Act requires allowances that are part of an employee’s 
contractual agreements or are communicated to the employee (i.e. 
not specifically included in the employee’s contract but 
communicated by another means e.g. via email, etc.) 

In our sample employee population, 20 additional allowances have 
been identified for inclusion in the gross earnings calculations. Refer 
to Appendix E for further details.  

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

The Holidays Act requires allowances that are part of an employee’s 

ordinary working week to be included in ordinary earnings, which 

may vary weekly, but are regularly received by the employee. 

In our sample employee population, 89 allowance codes have been 
identified as not being included in ordinary earnings. Refer to 
Appendix E for further details 

Non-compliant 

with the Baseline 

document and 

the Holidays Act. 

Leave without 
pay (“LWOP”) 

Employees who take significant periods of LWOP have their role 
changed and their annual leave accrual is stopped until the pay 
period they return. Shorter periods of LWOP are entered into the 
payroll transaction data and the employee will continue to accrue 
leave. 

The Holidays Act requires the employee still to receive four weeks 
leave at their anniversary date after a period of LWOP longer than 
one week. The Act provides for either the employees AWE weeks 
divisor is to be reduced when calculating an employee’s annual leave 
or the anniversary date for leave entitlement to be extended. Both 
changes are by the number of continuous weeks of LWOP less one 
week. The method applied should be agreed with the employee in 
advance of the period of LWOP. 

Lastly, the requirements of the current MECA in incorporating 
instances of LWOP in leave calculations does not align with the 
Holidays Act. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

Entitlement An employee is entitled to a statutory four weeks of annual leave. 
CDHB employees, dependent on the relevant MECA or SECA, may 
receive five or six weeks of annual leave entitlement at each 
anniversary. 

At CDHB, employees annual leave is accrued based on hours 
contracted in each pay period and awarded in hours rather than 
weeks. Where employees change their contracted hours through the 
year, their entitlement at anniversary will be incorrect. Depending on 
the change of hours either too much or insufficient leave could be 
provided. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

The Framework 
notes that 
historical 
entitlement 
balances would 
be required at 
the employee’s 
initiation, 
however the 
issue has been 
included in the 
signed MOU. 

 

Cash up of 
annual leave 

An employee is entitled to cash up one week of their statutory 
entitlement in each entitlement year and any contractual leave 
entitlement over and above the statutory four weeks (i.e. an 
employee receiving five weeks leave can cash up one week’s 
statutory leave and one week’s contractual leave) subject to 
agreement of their employer.  

Historically, CDHB have used the same allowance code to cash up 
statutory and contractual annual leave, making differentiating 
between the two types of cash up not possible.  This code is currently 
excluded from gross earnings, meaning the cash up of contractual 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 
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Title Description Compliance 
driver 

leave is incorrectly excluded from the employee’s gross earnings.  
Contractual leave cash ups should be included in the employee’s 
gross earnings and statutory leave cash ups are to be excluded from 
gross earnings. 

 

Continuous 
leave 

Employees annual leave is calculated based on each pay period in 
which it occurs. Where a period of leave is continuous over multiple 
pay periods the original rate should be paid throughout the leave 
period. 

CDHB calculate an employee’s leave in each pay period as such an 
employee taking continuous leave across two pay periods may be 
paid leave at different rates.  

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Term time 
working 
arrangements 

Term time employees are being paid base rate for all annual leave 
taken. An employee’s four statutory weeks of annual leave should be 
calculated and paid at the greater of AWE or OWP (either OWP or 
OWP2) in line with the Holidays Act or for rectification at the higher 
of AWE, OWP and OWP2 in line with the Baseline document. The 
duration of leave required to cover term time working arrangements 
results in employees accruing negative leave balances as no 
additional entitlement is provided in the system beyond their four 
statutory weeks. There is no limit to the number of negative leave 
days they can take. If an employee has a negative balance of leave at 
time of termination, no termination calculation is performed as it is 
assumed that the negative balance (equivalent to annual leave taken 
in advance) will be larger than any other amounts owed. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Bereavement, Alternative, Public Holiday, Sick and Family Violence (“BAPSF”) leave 

Title Description Compliance 
driver 

Calculation of 
Relevant Daily 
Pay (“RDP) 
and Average 
Daily Pay 
(“ADP”) 

Where it can be determined what an employee would earn on a day, 
an employee can be paid RDP for BAPSF leave. CDHB pay employees 
their BAPSF leave using RDP which uses the employees rostered or 
profiled hours and includes hourly allowances and penal payments 
due for the BAPSF leave day.  

As per the Baseline document, employees should receive the higher 
of their RDP and ADP. CDHB do not currently calculate ADP. 

Non-compliant 
with the Baseline 
document. For 
employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act except for 
public holidays 
worked (noted 
below). 

 

Public 
holidays 
worked 

 

Where an employee works on a public holiday, the employee is 
entitled by the Holidays Act to be paid the higher of 1.5 times their 
RDP rate or their rate including penal rates specific to the day 
worked. To calculate RDP, CDHB includes the employee’s base rate 
and applicable allowances. A number of allowances are paid at a 
penal rate, which is the equivalent to 1.5 times the ordinary rate. 

Some additional allowances paid on a public holiday are paid at 
ordinary rate and not at a minimum of time and a half. Examples of 
these allowances include no meal break (NMB.5), night duty (NGHT) 
and afternoon duty (AFTN). Other allowances, for example on call 
(OCPH) are paid at time and a half. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 
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Title Description Compliance 
driver 

Public holiday 
not worked 

Public holidays not worked are paid at the employees RDP for the 
day, based on their roster and including any relevant allowances. 

As per the Baseline document and the Holidays Act, this should be 
paid at the higher of the employees RDP or ADP. 

Non-compliant 
with the Baseline 
document.  

For employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act. 

 

Sick leave Sick leave balances are held in hours rather than days. Where 
employees work variable hours each day this may lead to under or 
over entitlement of the statutory requirement of five days. 

Sick leave is paid at the employees RDP for the day, based on their 
roster and including any relevant allowances. 

As per the Baseline document and the Holidays Act, this should be 
paid at the higher of the employees RDP or ADP. 

Entitlement is 
non-compliant 
with the Baseline 
document and 
the Holidays Act 
for employees 
who work 
variable hours 
each day.  

Payment is non-
compliant with 
the Baseline 
document.  

For employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act. 

 

Bereavement 
leave 

Bereavement leave is paid at the employees RDP for the day, based 
on their roster and including any relevant allowances. 

As per the Baseline document and the Holidays Act, this should be 
paid at the higher of the employees RDP or ADP. 

Payment is non-
compliant with 
the Baseline 
document.  

For employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act. 

Family 
violence leave 

CDHB use a special leave code (SPEC) to pay any family violence 
leave to employees. This is paid at base rate multiplied by the hours 
taken for the employee. 

As per the Baseline document and the Holidays Act, this should be 
paid at the higher of the employees RDP or ADP. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Alternative 
leave 

CDHB hold alternative leave balances in days and pay in hours. The 
hours paid reflect the employee’s roster for the day taken. 

As per the Baseline document and the Holidays Act, alternative leave 
should be paid at the higher of RDP or ADP based on the day they 
would have worked. 

Payment is non-
compliant with 
the Baseline 
document.  

For employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act. 
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Termination calculations 

Title Description Compliance 
driver 

Termination 
payments 

An employee’s final pay includes entitlements due to be paid using the 
Holidays Act’s annual leave and BAPSF leave calculations. 

As such, the incorrect calculation of annual leave and BAPSF leave 
identified above will also be present in the employee’s final pay 
calculation and therefore impacts the accuracy and compliance of the 
termination calculation and payment. 

CDHB manually recalculate an employee’s termination payment using 
an excel spreadsheet alongside the balances provided in PSe. After 
the manual calculation, the values are entered into the system under 
the relevant codes. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Alternative 
leave on 
termination 

CDHB hold alternative leave balances in days and pay in hours. 

Alternative leave paid at termination is currently paid at the 
employee’s annual leave rate. 

As per the Baseline document and the Holidays Act, alternative leave 
on termination should be paid at the higher of RDP or ADP based on 
the employees last working day. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Notional 
public 
holidays on 
termination 

CDHB manually assess the entitlement of notional public holidays on a 
prior 12 week working pattern. 

The employee is paid their notional public holidays at their RDP of the 
day based on their roster pattern. 

As per the Baseline document and the Holidays Act, notional public 
holidays should be paid at the higher of RDP or ADP based on the 
employees last working day. 

Payment is non-
compliant with 
the Baseline 
document.  

For employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act. 

Closedown 
periods 

Some departments at CDHB closedown for the Christmas period. Staff 
in these departments are encouraged to take leave but can work at an 
alternative location if requested. 

If a closedown happens before an employee becomes entitled to 
annual holiday, and the employee is required to take leave, the 
employer must pay the employee eight percent of their gross earnings 
to the date of the closedown and reset their anniversary date. While 
no sample employee showed evidence of this situation, the payroll 
team confirmed there was no process to change the employees 
anniversary date should the situation arise. 

Non-compliant 
with the Holidays 
Act. 

Closedown is not 
considered as 
part of the 
Baseline 
document. 

 

RMO 
transfers 

RMO’s have the ability, based on the agreement in the relevant MECA, 
to transfer up to 240 hours of leave to another DHB when moving 
between DHB’s.  

CDHB will complete the termination calculation and then remove the 
agreed number of hours (up to 240) and the 8% current years leave 
calculation from the termination calculation. 

As the employee is leaving the employment of CDHB this should be 
paid out in full. 

Non-compliant 
with the Holidays 
Act. 

Transfer of leave 
is not considered 
as part of the 
Baseline 
document. 

Casual employees 

Title Description Compliance 
driver 

Casual 
employees – 
annual leave 

There is currently no process to determine whether an employee is 
genuinely working a casual working pattern.  

The Holidays Act only provides for casual employees to be paid Pay As 
You Go (“PAYG”) leave when their working pattern is so intermittent 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 
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Title Description Compliance 
driver 

or irregular that it is impracticable for the employer to provide the 
employee with 4 weeks’ annual leave. 

Our analysis of casual employee working pattern, in line with the 
specific gap test agreed to confirm if a casual employee has a working 
pattern and therefore should be provided with annual leave, identified 
employees that should not have been paid PAYG leave.  

 

Casual 
employees - 
PAYG leave 

If an employee has multiple jobs where one role is casual and the other 
permanent the employee will not receive PAYG on their casual 
earnings. The employee’s casual gross earnings will be included in the 
employee’s total gross earnings, but no additional leave entitlement is 
calculated for the casual contract. 

CDHB should take additional legal advice on this but, where the casual 
work does not meet the definition in the point above (i.e. the work is 
not intermittent or irregular), a leave entitlement should be provided. 
Conversely, if the employee’s casual role is separately contracted from 
their permanent role, and it is substantially different to their 
permanent role, the casual PAYG leave should be paid as an 
identifiable component of the employees pay at a minimum of 8% of 
their gross earnings. 

May not be 
compliant with 
the Holidays Act. 

Payment of 
employees with 
multiple roles in 
this way is not 
considered as 
part of the 
Baseline 
document. 

 

Casual 
employees - 
Otherwise 
Working Day 
("OWD") 
public 
holiday not 
worked 

A casual employee may be entitled to payment for a public holiday not 
worked if the day is deemed to be an otherwise working day. 

CDHB do not have a consistent or documented approach to the 
determination of an otherwise working day. As a result, the casual 
employee may not be paid for public holidays not worked that could be 
deemed an otherwise working day for the employee. 

The Baseline document and Holidays Act define an otherwise working 
day as whether, but for the day being a period of BAPSF leave, the 
employee would otherwise work on that day. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Casual 
employees – 
public 
holiday 
worked 

If an employee works on a public holiday they are paid time and a half 
(or double depending on the MECA). An alternative day would only be 
provided if submitted by the employee’s manager. There is no analysis 
completed or policy as to when an employee would receive an 
alternative day. 

When an employee works on a public holiday, and it is an otherwise 
working day for that employee, they are entitled to an alternative 
holiday. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Other 

Title Description Compliance 
driver 

Employee 
working 
profiles 

CDHB employee working profiles for part time and / or multi-job 
employees do not accurately reflect the employee’s actual working 
pattern as the system has not been updated to reflect changes in 
working hours or only captures one element of their multiple job roles. 
Some employees are also recorded as having no profiles but have a 
working pattern in the transaction data. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

ORDSAL 
employees 

For employees who are paid via the ORDSAL method, their base hours 
are automatically processed through PSe. Rosters for these employees 
in Microster reflect a proxy working pattern, based on a Monday – 
Friday assumption. 

This lack of accurate profile data impacts all calculations associated 
with the Holidays Act. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 
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WCDHB summary of findings 

Annual leave 

Title Description Compliance 
driver 

Calculation 
of annual 
leave 

WCDHB pays employees their annual leave using the higher of the 
employee’s average rate (“AHR”) (as equivalent to Average Weekly 
Earnings (“AWE”)) or ordinary rate (as an equivalent to the employees 
OWP) which is the higher of the employee’s base rate and the average 
hourly rate using the employees four-week ordinary earnings. 

As per the agreed Baseline document, employees should receive the 
higher of AWE, OWP using section 8(1) of the Holidays Act and OWP2 
using section 8(2) of the Holidays Act. WCDHB does not currently 
apply the Holidays Act definitions of these calculations. 

Non-compliant 
with the Baseline 
document. 

Where an 
employee is  
non-variable the 
comparison to 
OWP2 is not 
required by the 
Holidays Act. 

AWE and 
OWP2 
divisor 

Both the average rate and four-week ordinary rate is calculated using 
the earnings in the 52- or four-week period divided by the hours 
worked in the same period. 

The Holidays Act require that AWE is calculated by the employee’s 
gross earnings divided by the number of weeks in the same period 
(generally 52 but may be less for employees who have yet to work a 
year for the DHB) and OWP2 to be calculated by the employee’s 
ordinary earnings (including any regular additional payments) divided 
by four. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

Gross 
earnings and 
ordinary 
earnings 
inclusions 

The Holidays Act requires allowances that are part of an employee’s 
contractual agreements or are communicated to the employee (i.e. not 
specifically included in the employee’s contract but communicated by 
another means e.g. via email, etc.) 

In our sample employee population, 10 additional allowances have 
been identified for inclusion in the gross earnings calculations. Refer 
to Appendix F for further details. 

 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

The Holidays Act requires allowances that are part of an employee’s 
ordinary working week to be included in ordinary earnings, which may 
vary weekly, but are regularly received by the employee. 

In our sample employee population, 49 allowance codes have been 
identified as not being included in ordinary earnings. Refer to 
Appendix F for further details. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

Leave 
without pay 
(“LWOP”) 

Employees who take significant periods of LWOP have their role 
changed and their annual leave accrual is stopped until the pay period 
they return. Shorter periods of LWOP are entered into the payroll 
transaction data and the employee will continue to accrue leave. 

The Holidays Act requires the employee still to receive four weeks 
leave at their anniversary date after a period of LWOP longer than one 
week. The Act provides for either the employees AWE weeks divisor is 
to be reduced when calculating an employee’s annual leave or the 
anniversary date for leave entitlement to be extended. Both changes 
are by the number of continuous weeks of LWOP less one week. The 
method applied should be agreed with the employee in advance of the 
period of LWOP. 

Lastly, the requirements of the current MECA in incorporating 
instances of LWOP in leave calculations does not align with the 
Holidays Act. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

Entitlement An employee is entitled to a statutory four weeks of annual leave. 
WCDHB employees, dependent on the relevant MECA or SECA, may 
receive five or six weeks of annual leave entitlement at each 
anniversary. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 
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Title Description Compliance 
driver 

At WCDHB, employees annual leave is accrued based on hours worked 
in each pay period and awarded in hours rather than weeks. Where 
employees change their hours worked through the year, their 
entitlement at anniversary will be incorrect. Depending on the change 
of hours either too much or insufficient leave could be provided. 

The Framework 
notes that 
historical 
entitlement 
balances would 
be required at 
the employee’s 
initiation, 
however the 
issue has been 
included in the 
signed MOU. 

Cash up of 
annual leave 

An employee is entitled to cash up one week of their statutory 
entitlement in each entitlement year and any contractual leave 
entitlement over and above the statutory four weeks (i.e. an employee 
receiving five weeks leave can cash up one week’s statutory leave and 
one week’s contractual leave) subject to the agreement of their 
employer.  

Historically, WCDHB have used the same allowance code to cash up 
statutory and contractual annual leave, making differentiating 
between the two types of cash up not possible. This code is currently 
excluded from gross earnings, meaning the cash up of contractual 
leave is incorrectly excluded from the employee’s gross earnings. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Continuous 
leave 

Employees annual leave is calculated based on each pay period in 
which it occurs. Where a period of leave is continuous over multiple 
pay periods the original rate should be paid throughout the leave 
period. 

WCDHB calculate an employee’s leave in each pay period as such an 
employee taking continuous leave across two pay periods may be paid 
leave at different rates.  

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Bereavement, Alternative, Public Holiday, Sick and Family Violence (“BAPSF”) leave 

Title Description Compliance 
driver 

Calculation of 
Relevant Daily 
Pay (“RDP) 
and Average 
Daily Pay 
(“ADP”) 

Where it can be determined what an employee would earn on a day 
an employee can be paid RDP for BAPSF leave. WCDHB pay 
employees their BAPSF leave using RDP which uses the employees 
rostered or profiled hours and includes hourly allowances and penal 
payments due for the BAPSF leave day. Where this cannot be 
determined, WCDHB pay BAPSF leave using the employees’ AHR 
from the annual leave calculations. 

As per the Baseline document, employees should receive the higher 
of their RDP and ADP. WCDHB do not currently calculate ADP. 

Non-compliant 
with the Baseline 
document. For 
employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act except for 
public holidays 
worked (noted 
below). 

 

Public 
holidays 
worked 

 

Where an employee works on a public holiday, the employee is 
entitled by the Holidays Act to be paid the higher of 1.5 times their 
RDP rate or their rate including penal rates specific to the day 
worked. To calculate RDP WCDHB includes the employee’s base rate 
and applicable allowances.  

Some additional allowances paid on a public holiday are paid at 
ordinary rate and not at a minimum of time and a half. Examples of 
these allowances include night duty (NGHT). Other allowances, for 
example on call (OCPH) are paid at time and a half. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 
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Title Description Compliance 
driver 

Public holiday 
not worked 

Public holidays not worked are paid at the employees RDP for the 
day, based on their roster and including any relevant allowances. 

As per the Baseline document and the Holidays Act, this should be 
paid at the higher of the employees RDP or ADP. 

Non-compliant 
with the Baseline 
document.  

For employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act. 

 

Sick leave Sick leave balances are held in hours rather than days. Where 
employees work variable hours each day this may lead to under or 
over entitlement of the statutory requirement of five days. 

Sick leave is paid at the employees RDP for the day, based on their 
roster and including any relevant allowances. Where this is not 
known the employee is paid their AHR for the day. 

As per the Baseline document and the Holidays Act, this should be 
paid at the higher of the employees RDP or ADP. 

Entitlement is 
non-compliant 
with the Baseline 
document and 
the Holidays Act 
for employees 
who work 
variable hours 
each day.  

Payment is non-
compliant with 
the Baseline 
document.  

For employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act. 

 

Bereavement 
leave 

Bereavement leave is paid at the employees RDP for the day, based 
on their roster and including any relevant allowances. Where this is 
not known the employee is paid their AHR for the day. 

As per the Baseline document and the Holidays Act, this should be 
paid at the higher of the employees RDP or ADP. 

Payment is non-
compliant with 
the Baseline 
document.  

For employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act. 

Family 
violence leave 

WCDHB use a special leave code (SPEC) to pay any family violence 
leave to employees. This is paid at base rate multiplied by the hours 
taken for the employee. 

As per the Baseline document and the Holidays Act, this should be 
paid at the higher of the employees RDP or ADP. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Alternative 
leave 

WCDHB hold alternative leave balances in days and pay in hours. 

Alternative leave is paid at the employees RDP for the day, based on 
their roster and including any relevant allowances. Where this is not 
known the employee is paid their AHR for the day. 

As per the Baseline document and the Holidays Act, alternative leave 
should be paid at the higher of RDP or ADP based on the day they 
would have worked. 

Payment is non-
compliant with 
the Baseline 
document.  

For employees 
whose RDP can 
be determined 
this is compliant 
with the Holidays 
Act. 
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Termination calculations 

Title Description Compliance 
driver 

Termination 
payments 

An employee’s final pay includes entitlements due to be paid using the 
Holidays Act’s annual leave and BAPSF leave calculations. 

As such, the incorrect calculation of annual leave and BAPSF leave 
identified above will also be present in the employee’s final pay 
calculation and therefore impacts the accuracy and compliance of the 
termination calculation and payment. 

Historically, WCDHB have used the same allowance code to pay 
entitled annual leave at termination and cash up annual leave. As the 
cash-up code is excluded from gross earnings, entitled annual leave 
may also have been excluded from gross earnings when a manual 
check of the termination payment was not made. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Employee 
Termination 
Date 

When an employee terminates whilst on LWOP or Parental Leave, 
WCDHB record the employee’s termination date at the date that 
resignation was handed in. 

The employee should have their termination date recorded as their 
last working day before taking leave and the termination calculation 
should be based on the entitlements and earnings at the date of going 
on leave and not resignation. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Alternative 
leave on 
termination 

WCDHB hold alternative leave balances in days and pay in hours. 

Alternative leave paid at termination is currently paid at the 
employee’s AHR. 

As per the Baseline document and the Holidays Act, alternative leave 
on termination should be paid at the higher of RDP or ADP based on 
the employees last working day. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Notional 
public 
holidays on 
termination 

Entitled annual leave (including any leave entitlement following 
parental leave) extends the employee’s termination date. There is no 
clear process or data available to confirm if any public holidays 
occurring in this period are paid for employees who work variable 
rosters or variable hours.  

For ORDSAL employees the system assumes a Monday to Friday 
working pattern meaning additional public holidays may be awarded 
at termination if the employee’s working pattern does not include the 
day the holiday falls on 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Closedown 
periods 

Some departments at WCDHB closedown for the Christmas period. 
Staff in these departments are encouraged to take leave but can work 
at an alternative location if requested. 

If a closedown happens before an employee becomes entitled to 
annual holiday and the employee is required to take leave, the 
employer must pay the employee eight percent of their gross earnings 
to the date of the closedown and reset their anniversary date. 

While no sample employee showed evidence of this situation, the 
payroll team confirmed there was no process to change the 
employee’s anniversary date should the situation arise. 

Non-compliant 
with the Holidays 
Act. 

Closedown is not 
considered as 
part of the 
Baseline 
document. 

 

RMO 
transfers 

RMO’s have the ability, based on the agreement in the relevant MECA, 
to transfer up to 240 hours of leave to another DHB when moving 
between DHB’s.  

WCDHB will complete the termination calculation and then remove the 
agreed number of hours (up to 240) and the 8% current years leave 
calculation from the termination calculation. 

As the employee is leaving the employment of WCDHB this should be 
paid out in full. 

Non-compliant 
with the Holidays 
Act. 

Transfer of leave 
is not considered 
as part of the 
Baseline 
document. 
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Casual employees 

Title Description Compliance 
driver 

Casual 
employees – 
annual leave 

There is currently no process to determine whether an employee is 
genuinely casual. The Holidays Act only provides for casual employees 
to be paid Pay As You Go (“PAYG”) leave when their working pattern is 
so intermittent or irregular that it is impracticable for the employer to 
provide the employee with four weeks’ annual leave. 

In addition, the Baseline document provides for a specific gap test to 
confirm if a casual employee should be provided with annual leave.  
Our analysis of casual employee working pattern, in line with the 
specific gap test agreed to confirm if a casual employee has a working 
pattern and therefore should be provided with annual leave, identified 
employees that should not have been paid PAYG leave. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Casual 
employees - 
Otherwise 
Working Day 
("OWD") 
public 
holiday not 
worked 

A casual employee may be entitled to payment for a public holiday not 
worked if the day is deemed to be an otherwise working day. 

WCDHB do not have a consistent or documented approach to the 
determination of an otherwise working day. As a result, the casual 
employee may not be paid for public holidays not worked that could be 
deemed an otherwise working day for the employee. 

The Baseline document and Holidays Act define an otherwise working 
day as whether, but for the day being a period of BAPSF leave, the 
employee would otherwise work on that day. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Casual 
employees – 
public 
holiday 
worked 

If an employee works on a public holiday they are paid time and a half 
(or double depending on the MECA). An alternative day would only be 
provided if submitted by the employee’s manager. There is no analysis 
completed or policy as to when an employee would receive an 
alternative day. 

When an employee works on a public holiday, and it is an otherwise 
working day for that employee, they are entitled to an alternative 
holiday. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Other 

Title Description Compliance 
driver 

Employee 
working 
profiles 

WCDHB employee working profiles for part time and / or multi-job 
employees do not accurately reflect the employee’s actual working 
pattern as the system has not been updated to reflect their increased 
working hours or only captures one element of their multiple job roles. 

Some employees are also recorded as having no profiles but have a 
working pattern in the transaction data. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 

 

Employee’s 
days worked 

WCDHB use paper timesheets to record employee’s hours worked and 
any additional allowances due. These hours and allowances are then 
summarised for entry into the payroll system. 

For employee who are paid via ORDSAL, base hours are automatically 
processed through PSe, which assumes a Monday to Friday profile and 
any leave and allowances are processes via leave requests. 

This lack of accurate profile data impacts all calculations associated 
with the Holidays Act. This may require WCDHB to go back through 
the paper records to confirm accurate calculations. 

Non-compliant 
with the Baseline 
document and 
the Holidays Act. 
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Yours sincerely 
Ernst & Young Limited 
 

 
 
Joanne Ogg 
Partner – Consulting 
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Disclaimer 

The procedures do not constitute an audit or review and, consequently, no assurance on any assertions 
contained in the financial information is expressed. We disclaim any assumption of responsibility for the 
adequacy or otherwise of the procedures requested by you. 

Reliance by third parties 

This report is prepared for the benefit of Canterbury District Health Board and West Coast District Health 
Board. Our work was not planned or conducted in contemplation of reliance by any third party or with respect 
to any specific transaction. Therefore, items of possible interest to a third party have not been specifically 
addressed and matters may exist that would be assessed differently by a third party. 

This report has been prepared solely for your information and is not to be used for any other purpose. It may 
not be distributed or quoted to any other party without our express written permission. You will indemnify us 
against any third-party claim if you pass on such information. This report relates only to the services 
specified above and does not extend to any other aspect of Canterbury District Health Board and West Coast 
District Health Board and affiliates. 

This report (or any part of it) may not be copied or otherwise reproduced except with the written consent of 
Ernst & Young. 
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2. Findings and recommendations summary 

In order for CDHB and WCDHB to achieve a compliant payroll system and associated processes in relation to the Holidays Act, a number of changes are required. The table below provides additional detail for the findings identified to date including 
recommendations related to technology, data, policy, process, people and communication to show the complexity of some of the changes required. As CDHB and WCDHB completes its Rectification Programme the actions below will be expanded 
upon and built into a detailed project plan to deliver all actions required. 

CDHB 

Issue 
description 

Current methodology Remediation methodology Go forwards methodology Changes Required 

Technology Data Policy Process People Communication 

Calculation of 
annual leave  

CDHB pay employee’s annual 
leave at the higher of their 
average rate and ordinary 
rate, where the ordinary rate 
is the higher of the 
employee’s base rate and 
their four week average.   

These are calculated as 
follows:  

► Average rate: Employees 
gross earnings for the 
past 52 weeks (or less if 
the employee is in their 
first year of 
employment), divided by 
the contracted hours in 
the same period.  

► Ordinary rate: The higher 
of the employee’s base 
rate (excluding any penal 
rates) and the four-week 
ordinary earnings divided 
by the contracted hours 
in the same period. 

 

 

As required by the Baseline 
document an employee’s annual 
leave should be calculated and 
paid at the greater of: 

► The employee’s OWP at the 
beginning of the annual 
holidays; and 

► The employee’s OWP2 for the 
previous four weeks 
immediately before the end of 
the pay period immediately 
before the annual holidays; 
and 

► The employee’s Average 
Weekly Earnings (“AWE”) for 
the previous 12 months 
immediately before the end of 
the last pay period before the 
annual holidays. 

OWP is the amount an employee 
is normally/usually paid each 
week and includes regular 
allowances.  

OWP2 is the employee’s previous 
four weeks ordinary earnings 
divided by four. 

AWE is the employee’s previous 
52 weeks gross earnings (or less 
if the employee is in their first 
year of employment), divided by 
52 (less any weeks of LWOP). 

CDHB should review and agree the 
methodology for the determination of 
when an employee’s OWP can be 
determined and therefore the 
employee’s annual leave can be 
calculated and paid at the greater of: 

► The employee’s OWP at the 
beginning of the annual holidays, 
or 

► The employee’s OWP2 for the 
previous four weeks immediately 
before the end of the pay period 
immediately before the annual 
holidays. 

► The employee’s Average Weekly 
Earnings (“AWE”) for the previous 
12 months immediately before 
the end of the last pay period 
before the annual holidays. 

OWP is the amount an employee is 
normally/usually paid each week and 
includes regular allowances.  

OWP2 is the employee’s previous four 
weeks ordinary earnings divided by 
four.  

AWE is the employee’s previous 52 
weeks gross earnings (or less if the 
employee is in their first year of 
employment), divided by 52 (less any 
weeks of LWOP). 

Should CDHB look to utilise only one 
calculation methodology for OWP, 
based on the employees working 
pattern and if their OWP can be 
determined, there will also need to be 
systems and processes to accurately 
identify which calculation should be 
applied. 

✓ 

PSe will need to 
be 

appropriately 
updated to 
recalculate 
employees 

leave payments 
based on these 

agreed 
methodologies. 

 ✓ 

The threshold 
for the 

determination 
of OWP should 
be defined and 

agreed. 

Employees 
permanent 
allowances 
should be 

determined if 
they form part 
of the AWE or 

OWP2 payment.  

✓ 

A process 
should be 

implemented to 
identify and 

confirm where 
an employee’s 

working pattern 
has changed 

and therefore 
the calculations 
required have 

changed. 

A periodic 
process should 
be developed 
that enables 

CDHB to review 
the assumptions 

and decisions 
made to assess 
if an employee’s 

OWP can be 
determined and 

that these 
continue to 
reflect the 

working 
practices and 
agreements at 

CDHB. 

✓ 

Training for 
business 

managers on 
the impacts of 

changing 
working 

patterns and 
the impacts on 

leave 
calculations so 
they know what 

to “flag” to 
payroll. 

✓ 

Information and 
guidance on 

CDHB’s intranet 
will need to be 

updated to 
reflect changes 

to the way 
annual leave 
payments are 

calculated. 

FAQ’s should be 
developed for 

employees 
impacted by the 

change in 
annual leave 
calculations. 

AWE and OWP2 
divisor 

The employee’s average 
hourly rate is used in place of 
AWE for annual leave 
payments. The employee’s 
average rate is calculated 
using the employee’s gross 
earnings for the past 52 
weeks and dividing by the 

AWE is calculated as the gross 
earnings for the 12 months (or 52 
weeks for fortnightly and weekly 
employees as has been agreed by 
the DHB’s) immediately before the 
end of the last pay period before 
the annual holidays are taken, 
divided by 52.  

If the employee has been working 
less than 12 months, then the 

AWE is calculated as the gross 
earnings for the 12 months (or 52 
weeks for fortnightly and weekly 
employees as has been agreed by the 
DHB’s) immediately before the end of 
the last pay period before the annual 
holidays are taken, divided by 52.  

If the employee has been working less 
than 12 months, then the divisor is 
reduced so that it represents the 

✓ 

PSe will need to 
be 

appropriately 
updated to 
recalculate 
employees 

leave payments 
based on these 

    ✓ 

As mentioned 
above (issue 1), 
CDHB will need 
to update the 

intranet 
guidance and 
information to 
reflect changes 
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Issue 
description 

Current methodology Remediation methodology Go forwards methodology Changes Required 

Technology Data Policy Process People Communication 

contracted hours for that 
same period. 

The employee’s ordinary rate 
is used in place of OWP of 
annual leave payments. The 
second calculation for 
ordinary rate is the four-week 
ordinary earnings divided by 
the contracted hours in the 
same period. 

divisor is reduced so that it 
represents the number of whole 
or part weeks since the start of 
their employment. The divisor is 
also reduced by consecutive 
weeks of leave without pay after 
the first week. 

OWP2 is calculated as the gross 
earnings for the 4 weeks 
immediately before the end of the 
last pay period before the annual 
holidays are taken, divided by 
four. 

There is no adjustment to the 
divisor if the employee has been 
working for less than four weeks 
or has taken consecutive weeks of 
leave without pay. 

number of whole or part weeks since 
the start of their employment. The 
divisor is also reduced by consecutive 
weeks of leave without pay after the 
first week. 

OWP2 is calculated as the gross 
earnings for the 4 weeks immediately 
before the end of the last pay period 
before the annual holidays are taken, 
divided by four. 

There is no adjustment to the divisor 
if the employee has been working for 
less than four weeks or has taken 
consecutive weeks of leave without 
pay. 

agreed 
methodologies. 

to the way that 
annual leave 
payments are 

calculated. 

Gross and 
ordinary 
earnings 
inclusions and 
exclusions 

An employee’s AWE and ADP 
utilises the employee’s gross 
earnings as a basis for the 
calculations. An employee’s 
OWP2 utilises the employee’s 
ordinary earnings as a basis 
for the calculations. 

Allowance codes have been 
identified that are incorrectly 
included or excluded from 
gross and ordinary earnings 
(please refer to appendix E 
for the earnings inclusions 
used during the Review).  

It should be noted that for the 
full remediation the list of 
allowances should be re-
assessed for the full 
employee population.  

Gross and ordinary earnings 
should include the required 
allowance transactions and 
payments. 

Gross and ordinary earnings should 
include the required allowance 
transactions and payments. 

✓ 

PSe will need to 
be 

appropriately 
updated so the 

relevant 
allowances are 

included or 
excluded from 

gross and 
ordinary 
earnings. 

  ✓ 

A process 
should be 

implemented to 
periodically 

review gross 
and ordinary 

earnings 
inclusions / 

exclusions in 
line with current 

assumptions, 
usage and 
business 

practices. 

 ✓ 

The FAQ’s 
developed 

should include 
an overview of 
the allowances 
and payments 

included in 
gross and 
ordinary 

earnings and 
how these 

changes have 
impacted 

calculations for 
leave 

payments. 

Leave Without 
Pay (“LWOP”) is 
not applied 
correctly. 

When an employee takes 
LWOP their role is changed to 
stop their annual leave 
accrual until they return, or 
for shorter periods LWOP 
hours are entered into the 
transaction data. 

The contracted hours during 
the period of LWOP are 
recorded as zero, meaning 
the divisor is reduced by the 
hours of LWOP taken. 

As the divisor for the average 
rate is being reduced when 
LWOP has been taken, CDHB 
are currently using a form of 
leave without pay 
adjustment, albeit not the 

The methodology for the 
determination of LWOP approach 
will need to be determined and 
agreed. 

There are two suggested 
methodologies to manage LWOP: 

► Extend the time required 
before the employee becomes 
entitled to annual holidays by 
the number of weeks of the 
LWOP less one; or 

► Modify the AWE divisor to 
reflect the number of whole 
or part weeks greater than 
one week that the employee 
who on LWOP. 

For each MECA/SECA, CDHB will have 
to assess if the contractual agreement 
can apply or apply the methodology 
required by the Act. 

This will require configuring PSe to 
reduce the AWE divisor under certain 
circumstances, and to extend the 
employees anniversary year in others. 

 

✓ 

PSe will need to 
be 

appropriately 
updated to 
recalculate 
employees 

leave 
entitlements 

based on these 
agreed 

methodologies. 

✓ 

LWOP will need 
to be captured 

in different 
ways to enable 
the application 

of the 
appropriate 

MECA 
methodologies. 

✓ 

Where the 
MECA/SECA 
agreement is 

non-compliant 
with the 

Holidays Act, 
the MECA/SECA 

will require to 
be updated. 

✓ 

A process 
should be 

implemented 
whereby the 
approach to 

LWOP is 
discussed with 
each employee 
as it occurs (if 

this is outside of 
an agreed 

MECA/SECA). 

Further 
processes may 
be required if 
the system is 

unable to apply 

✓ 

As part of the 
rollout of 

changes to the 
business, 

training should 
be provided to 
the business on 

the 
requirements of 
LWOP and the 

information 
required by 

Payroll. 

✓ 

Include/update 
guidance on the 

treatment of 
LWOP on 

CDHB’s intranet 
site. 
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Issue 
description 

Current methodology Remediation methodology Go forwards methodology Changes Required 

Technology Data Policy Process People Communication 

methodology required by the 
Holidays Act. 

This methodology is also 
reducing the divisor for the 
ordinary rate, where weeks of 
LWOP should not reduce the 
divisor. 

Additionally, where 
employment is considered 
continuous and the 
employee’s entitlement is 
impacted by LWOP, the 
current process reduces the 
employee’s entitlement at 
their anniversary date rather 
than extending the 
employees anniversary date 
out by the weeks of leave 
without pay less one.  

the appropriate 
LWOP 

methodologies 
automatically. 

“Accrual” and 
entitlement to 
annual leave is 
recorded in 
hours rather 
than weeks and 
is not updated 
where 
employees 
change work 
patterns. 

CDHB use an employee’s 
contracted hours to “accrue” 
leave (in hours rather than 
weeks) from the employee’s 
start date to their 
anniversary date, at which 
point it becomes entitled 
leave.  

When an employee changes 
working pattern during the 
year, there is a smoothing 
period that slowly reduces or 
increases the employee’s 
hours contracted for accrual. 

As a result, an employee’s 
entitlement at their 
anniversary date may be 
under or over stated based 
on the work pattern at the 
employee’s anniversary date. 

Similarly, the amount of 
annual leave an employee is 
already entitled to is not 
updated to reflect the 
changes in an employee’s 
work pattern. 

The current approach used by  
CDHB to track annual leave 
entitlement may not provide 
employees with the required 
four weeks of annual leave. 

The approach to leave 
entitlements in the remediation 
programme differs between the 
agreed Baseline document and 
MoU.  

The approach to be taken for 
remediation needs to be agreed 
across the DHB programme. 

Upon their anniversary of 
employment, an employee should 
become entitled to four weeks 
statutory leave (in CDHB’s case, this 
may be five or six weeks depending on 
the MECA/SECA the employee is on) 
based on the working pattern at the 
employee's anniversary date (less any 
leave taken in advance). 

Any change of working pattern during 
the year should also trigger a change 
to the entitled leave balance, to 
convert it into the equivalent weeks at 
the new working pattern. 

✓ 

PSe will need to 
be 

appropriately 
updated to 
recalculate 
employees 

leave 
entitlements 

based on their 
profiled working 
pattern at their 

anniversary 
date. 

✓ 

Data records 
will need to be 
updated in a 

timely manner 
between 

Microster and 
PSe so the 
entitlement 
balances are 
accurately 
reflected. 

 

✓ 

Update leave 
policies to 

reflect when 
changes to 
employees 

working 
patterns need 
to be reflected 

in their 
entitlement. 

✓ 

A process will 
need to be 

implemented to 
capture and 

communicate 
any 

retrospective 
changes 
required. 

✓ 

Training will 
need to be 
provided to 

both the payroll 
team, rostering 

team and 
business 

leaders as to 
how and when 

to inform 
payroll of a 
change in 
working 
pattern. 

✓ 

Employees 
changing 
working 

patterns will 
need to be 

informed of the 
impact the 

changes will 
have on their 

leave balances 
in advance of 
the changes 

being applied. 

Cash up of leave In the past, CDHB have not 
had separate codes for 
cashing up of statutory and 
contractual leave. 

As annual leave has not been 
split between contractual and 

The approach to the remediation 
of cashed up leave will need to be 
determined as part of the 
remediation programme i.e. is this 
a leave entitlement that is 
required to be provided to the 

Employees should only be able to cash 
up one week of statutory annual leave 
in each entitlement year. 

CDHB have introduced a statutory 
cash up code which is being used for 
go forwards payments. 

✓ 

PSe should 
prevent the 
cash out of 

more than one 
week of entitled 

✓ 

Entitlement 
balances will 

need to be split 
between 

contractual and 

✓ 

CDHB policy on 
leave cash ups 
will need to be 

updated to 
reflect 

✓ 

Should 
automation not 

be possible a 
process to 
check the 

✓ 

Training should 
be provided to 
managers to 

provide 
guidance on 

✓ 

Existing 
guidance and 

information on 
CDHB’s intranet 
will need to be 
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statutory it is not clear if 
employees are therefore 
cashing up more than one 
week of statutory leave. 

This means that for gross 
earnings will be including 
both statutory and 
contractual leave when 
statutory leave should not be 
included in gross earnings. 

CDHB use the same allowance 
codes for cashing up of leave 
and paying any entitled leave 
at termination, although the 
termination calculation is 
completed outside of the 
system. 

employee again where more than 
one week of the employee’s 
statutory entitlement has been 
cashed up. 

The approach to distinguish 
between both statutory and 
contractual and cashed up and 
leave at termination will need to 
be determined as part of the 
remediation programme. This is 
required to correctly allocate the 
leave and gross earnings to the 
right recalculations. 

CDHB should introduce a cash up and 
termination annual leave code so that 
leave can be correctly allocated in any 
future Holidays Act reviews. 

leave in any 
employee 

anniversary 
year. 

statutory for 
annual leave. 

compliance with 
the Holidays Act 

and any 
changes to 
entitlement 
categories. 

appropriate 
balances and 

prior 
transactions in 
the entitlement 
year will need to 
be created for 

the Payroll 
team to follow. 

what leave cash 
ups are allowed 

in what time 
period to 
prevent 

inappropriate 
requests being 

sent to the 
Payroll team. 

updated to 
reflect any 

changes to the 
cash up of 

annual leave. 

 

Payments for 
continuous 
periods of 
annual leave 
across pay 
periods are 
treated as two 
different leave 
payments. 

If an employee’s period of 
annual leave covers more 
than one pay period, PSe 
calculates the leave rate 
using two different time 
periods as each pay run is 
taken as a new period of 
leave. 

An employee’s annual leave 
should be calculated at the 
commencement of the annual 
leave for the whole period of 
leave. 

 

An employee’s annual leave should be 
calculated at the commencement of 
the annual leave for the whole period 
of leave. 

✓ 

PSe should flag 
consecutive 

weeks of annual 
leave and 

automatically 
adjust the rate 

paid as 
appropriate. 

If this is not 
possible in PSe, 

CDHB should 
implement 
exception 

reporting and 
manual 

processes to 
identify and 

manage this. It 
may be possible 
for the system 
to produce an 

exception 
report (i.e. 

when a second 
leave rate is 
less than the 

previous 
period). 

✓ 

CDHB should 
investigate how 
leave should be 

recorded to 
capture all 
leave as a 

continuous 
period of leave 

in PSe. 

 ✓ 

Should 
automation of 

continuous 
leave across 

pay periods not 
be possible, 
exception 

reporting (i.e. 
of leave paid at 

a lower rate 
than the 

previous period) 
should be 

implemented 
and a process 
for the review 
and validation 

of this 
exception 
reporting 

developed. 

✓ 

Should the 
changes 

required need 
leave to be 

entered into 
Microster in a 

certain manner 
this should be 
communicated 

to all employees 
and their 

managers. 

✓ 

Guidance for 
entering leave 

should be 
updated to 

meeting the 
requirements of 

PSe and 
Microster. 

Term time 
employees 

Term time employees are on 
a separate annual leave 
scheme where they have no 
cap on annual leave, which is 
paid out at base rate. 

If the employee has a 
negative balance, no 
termination calculation is 
performed as it is assumed 
that the negative balance will 

In line with the Holidays Act, all 
employees are entitled to four 
weeks statutory annual leave, 
paid out at the greater of AWE, 
OWP and OWP2. The employees 
MECA/SECA may further provide 
for the additional leave to be paid 
in line with the Holidays Act. 

 

Term time employees should have 
their statutory four weeks of annual 
leave paid at the greater of AWE, 
OWP and OWP2. Further leave 
entitlements should be paid in line 
with the MECA/SECA.  

✓ 

PSe will need to 
be 

appropriately 
updated so the 
relevant weeks 
are calculated 
in line with the 
Holidays Act. 

✓ 

Employees 
leave 

entitlements 
will need to be 
split between 

their statutory 
entitlements 

and their 

✓ 

Policies 
regarding the 
amounts of 
leave the 

employees can 
take should be 

developed. 

✓ 

A process 
should be 

implemented to 
periodically 
review term 

time employees 
to ensure that 
their statutory 

weeks are 

 ✓ 

Term time 
employees will 

need to be 
informed of the 

impact the 
changes will 
have on their 
payments in 

advance of the 
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be larger than any other 
amount owed. 

contractual 
additional leave. 

correctly 
calculated. 

changes being 
applied. 

ADP is not 
calculated. 

CDHB calculate an 
employee’s BAPSF leave at 
the employee’s RDP, being 
what the employee would 
have earned on the day and is 
typically base pay plus daily 
allowances. 

The Baseline document requires 
CDHB to pay employees the 
greater of: 

► The employee’s RDP being 
the amount the employee 
would have earned had they 
worked that day, including 
any allowances or overtime. 

► The employee’s ADP where 
ADP is calculated as the 
employee’s gross earnings for 
the previous 52 weeks divided 
by the total number of days 
and part days worked or paid 
in that same period. 

 

CDHB should review and agree the 
methodology for the determination of 
when the amount the employee would 
have earned can be determined and 
therefore the employee’s leave can be 
calculated at RDP. 

Should CDHB not be able to 
consistently determine an employee’s 
RDP then ADP should be applied. 

As part of this CDHB will also need to 
create systems and processes to 
accurately identify which calculation 
should be applied. 

✓ 

Depending on 
the approach 

taken by CDHB 
PSe will need to 
be updated so 
that the higher 
of RDP and ADP 

is paid to the 
employee or the 
employees can 

be split to either 
be an ADP or an 
RDP employee. 

Where ADP is 
utilised, PSe 

should be 
updated to 

calculate ADP 
using the 

employee’s 
gross earnings 

from the 
previous 52 

weeks divided 
by the number 

of whole or part 
days worked 

days worked by 
the employee. 

✓ 

To accurately 
calculate ADP, 
CDHB will need 
to implement a 
days’ worked 
accumulator. 

 

CDHB may 
choose to use 
Microster to 
capture this 
information. 

✓ 

Should 
Microster not be 
able to extend 

to all 
employees, or 

this is not 
practical, a 

policy will need 
to be developed 

to determine 
the days worked 

by these 
employees each 

week. 

 

The threshold 
for the 

determination 
when what an 

employee would 
earn on a day 
can be defined 

should be 
defined and 

agreed. 

 

✓ 

Salaried 
employees who 
are profiled to 
work Monday-

Friday may 
need to be 

reviewed to 
confirm the 
correct days 
worked (and 

paid) are being 
recorded. 

Reviewing 
offline rostering 
information for 
accuracy and 
completeness 

should be 
included in the 

business 
managers 

review 
processes. 

A periodic 
process should 
be developed 
that enables 

CDHB to review 
the assumptions 

and decisions 
made to assess 
if an employee’s 
RDP cannot be 
determined and 

that these 
continue to 
reflect the 

working 
practices and 
agreements at 

CDHB. 

✓ 

Training should 
also be 

developed for 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

Guidance and 
information on 
CDHB’s intranet 
will need to be 

updated to 
reflect changes 

to policies, 
procedures and 

systems that 
are used by 
employees. 

This may 
include 

information 
about the 

requirement to 
record the days 

worked in 
timesheets, and 
how payments 
for leave may 
be impacted. 

FAQ’s should 
also be 

developed for 
employees 

impacted by the 
ADP 

calculation. 

Statutory 
holidays worked 
are not paid 
using RDP 
multiplied by 
1.5. 

When employees work a 
statutory holiday, this is 
recorded in Microster to 
reflect the hours they worked 
on that day.  

The employee is paid the 
additional 0.5 (or more 
depending on the 
MECA/SECA) using an 
additional code. 

Allowances due for working 
on the public holiday are 

Statutory holidays worked to be 
paid using 1.5 times the 
employee's RDP and should 
include payments that the 
employee would have received 
had the employee worked on the 
day. This includes regular 
allowances. 

CDHB needs to calculate payment 
for statutory holidays worked 
using the employee’s RDP, 
including relevant allowances, 

Statutory holidays worked should be 
paid using the higher of the 
employee’s RDP that relates to the 
time worked on the day, multiplied by 
1.5 or their contractual rate for the 
day including any penal rates. RDP 
should include payments that the 
employee would have received had 
the employee worked on the day. This 
includes regular allowances. 

CDHB needs to calculate payment for 
statutory holidays worked using the 

✓ 

PSe should be 
updated to pay 
the allowances 
associated with 

the hours 
worked at 1.5 

times on public 
holidays 
worked. 

✓ 

Dependent on 
the ability of 

PSe to capture 
all public 

holiday worked 
payments 

correctly there 
may require 

additional input 
or data to be 

 ✓ 

A process 
should be 

implemented to 
periodically 

review 
statutory 
holiday 

payments, 
particularly 
when new 

MECA/SECA 

✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

✓ 

Existing 
guidance and 

information on 
CDHB’s intranet 
will need to be 

updated to 
reflect any 
changes to 

calculations and 
recording of 
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typically paid at normal rate 
and not 1.5 times the rate for 
the hours worked. 

that relates to the time worked by 
the employee, multiplied by 1.5. 

Employees are paid an additional 
1.5 or 2 times their RDP 
depending on the MECA/SECA 
they are on. Because the same 
codes are used to pay this 
additional amount, analysis will be 
required to determine the factor 
for each employee. 

employee’s RDP, including relevant 
allowances, that relates to the time 
worked by the employee, multiplied 
by 1.5 or the rate required by the 
MECA/SECA where this is higher. 

entered in 
Microster. 

agreements are 
implemented. 

depending on 
the system and 
data changes to 

be made. 

public holidays 
worked. 

 

Public holidays 
not worked 

Public holidays not worked 
are paid at the employees 
RDP. 

Employees should be paid what 
they were rostered to work for a 
public holiday not worked at the 
employee’s RDP or ADP 

Employees should be paid what they 
were rostered to work for a public 
holiday not worked at the employee’s 
RDP or ADP. 

✓ 

PSe update to 
correctly 

calculate public 
holidays not 

worked. 

 

   ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

CDHB will need 
to update the 

intranet 
guidance and 
information to 
reflect changes 
to the way that 
payments for 

public holidays 
not worked are 

calculated. 

Sick leave  Sick leave entitlement is in 
hours, with the hours 
provided based on either a 7, 
8, 10, 11.5 or 12 hour day. 

Casual employees are 
provided with 40 hours sick 
leave entitlement after six 
months of employment. 

When an employee changes 
their working pattern, the 
employee may not have 
enough hours to take five 
days sick leave. 

Sick leave is paid at the 
employees RDP. 

Sick leave should be held in days 
for all employees. 

The statutory sick entitlement is 
five days per year after 
completing six months 
employment.  

Employees should be paid what 
they were rostered to work for a 
sick day at the employee’s RDP or 
ADP 

Sick leave should be held in days for 
all employees and not pro-rated. 

The statutory sick entitlement is five 
days per year after completing six 
months employment. 

Employees should be paid what they 
were rostered to work for a sick day 
at the employee’s RDP or ADP. 

✓ 

PSe update to 
hold sick leave 
entitlement in 

days. 

PSe update to 
correctly 

calculate sick 
leave. 

 

✓ 

Dependent on 
the ability of 

PSe to capture 
sick leave in 
days rather 
than hours 
there may 

require 
additional input 

or data to be 
entered in 
Microster. 

  ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

CDHB will need 
to update the 

intranet 
guidance and 
information to 
reflect changes 
to the way that 
sick payments 
are calculated. 

Bereavement 
leave 

Bereavement leave is paid at 
the employees RDP. 

Employees should be paid what 
they were rostered to work for a 
bereavement day at the 
employee’s RDP or ADP 

Employees should be paid what they 
were rostered to work for a 
bereavement day at the employee’s 
RDP or ADP. 

✓ 

PSe update to 
correctly 
calculate 

bereavement 
leave. 

 

   ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 

✓ 

CDHB will need 
to update the 

intranet 
guidance and 
information to 
reflect changes 
to the way that 
bereavement 
payments are 

calculated. 

RELE
ASED U

NDER THE O
FFIC

IAL I
NFORMATIO

N ACT



 Confidential and not for wider distribution 

12 
 

Issue 
description 

Current methodology Remediation methodology Go forwards methodology Changes Required 

Technology Data Policy Process People Communication 

the system and 
data changes to 

be made. 

Family violence 
leave 

Family violence leave is paid 
on a special leave code 
(SPEC) and is paid at the 
employee’s base rate. 

The special leave code (SPEC) 
is also used for other special 
leave so that it remains 
confidential to the employee 
the type of leave being taken. 

Employee’s family violence leave 
should be calculated at the higher 
of RDP and ADP in line with the 
Holidays Act. 

Without tracing back all special 
leave code payments to the type 
of leave, all payments made on 
SPEC will be recalculated as 
assumed Family Violence Leave 
from April 2019 onwards. 

Employee’s family violence leave 
should be calculated at the higher of 
RDP and ADP in line with the Holidays 
Act. 

✓ 

PSe update to 
correctly 

calculate family 
violence leave. 

   ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

PSe CDHB will 
need to update 

the Intranet 
guidance and 
information to 
reflect changes 
to the way that 
family violence 
payments are 

calculated. 

Alternative leave CDHB hold alternative leave 
balances in PSe in days and 
pay in hours. 

 

Alternative leave is paid at 
the employees RDP 

As per the Baseline document and 
the Holidays Act, alternative leave 
should be paid at the higher of 
RDP or ADP based on the day 
they would have worked. 

Alternative leave should be calculated 
at the higher of RDP and ADP in line 
with the Holidays Act. 

✓ 

PSe update to 
correctly 
calculate 

alternative 
leave. 

   ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

PSe CDHB will 
need to update 

the Intranet 
guidance and 
information to 
reflect changes 
to the way that 

alternative 
payments are 

calculated. 

Termination 
payments are 
calculated 
manually 

CDHB manually calculate 
employee’s termination 
payments. 

 

In line with the Baseline document 
and Holidays Act, termination 
payments will calculate: 

► Entitled annual leave 

outstanding; 

► Entitled alternative leave 

outstanding; 

► Any notional public holidays 

that the employee is due after 

their termination date is 

extended by any entitled 

annual leave; and 

► 8/10/12% of gross earnings 

including the above 

termination payments since 

the employee’s last 

anniversary date 

In order to minimise risks with 
Holidays Act compliance, the payroll 
system should calculate all leave and 
termination payments, and CDHB 
payroll team should only manually 
check that they system is calculating 
as expected periodically. 

Allowance codes should be set up for 
each element of the termination 
calculation and not be reused codes 
from other payments made during the 
course of an individual’s employment. 

 

✓ 

PSe update to 
correctly 
calculate 

termination 
payments in the 

system. 

✓ 

Accurate 
employee 
working 
patterns 

including profile 
days to be 

captured in PSe 
or able to be 

imported from 
Microster at 
termination. 

  ✓ 

Training should 
be developed 
for the payroll 

team to monitor 
termination 

calculations and 
how to rectify 

non-compliance 
of termination 

payments 
through PSe. 

 

✓ 

CDHB will need 
to update the 

intranet 
guidance and 
information to 
reflect changes 
to the way that 

termination 
payments are 
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Alternative leave 
on termination 

CDHB currently pay the 
balance of an employee’s 
alternative leave in hours at 
termination. This is currently 
paid at the employee’s AHR. 

In line with the Baseline 
document, this will be the higher 
of the employees ADP and RDP 
based on the employee’s last day 
of work.  

Alternative leave should be paid in 
days and not hours.  

At termination the employees 
alternative leave should be paid at the 
higher od the employee’s RDP or ADP 
at the last day of work.  

 

✓ 

Pse will need to 
be configured to 

pay the leave 
out at 

termination 
based on the 

employees last 
working day. 

✓ 

Pse will need to 
be configured to 
pay alternative 
leave in days 
based on the 

employees last 
working day. 

  ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

CDHB will need 
to update the 

intranet 
guidance and 
information to 
reflect changes 
to the way that 

termination 
payments are 

calculated. 

Notional public 
holidays on 
termination 

CDHB manually assess an 
employee’s prior 12 week 
working pattern to determine 
if an employee is entitled to a 
notional public holiday. 

Notional public holidays are 
paid at the employee’s RDP. 

An employee is only entitled to a 
notional public holiday if the 
holiday falls on what would have 
been an otherwise working day 
for the employee. The employees 
actual working pattern will need 
to be reflected in the calculation 
of notional public holidays. 

The calculation of the notional 
public holiday payment will be at 
the higher of ADP or RDP. 

An employee is only entitled to a 
notional public holiday if the holiday 
falls on what would have been an 
otherwise working day for the 
employee. The employees actual 
working pattern will need to be 
reflected in the calculation of notional 
public holidays. 

The calculation of the notional public 
holiday payment will be either ADP or 
RDP based on the employees working 
pattern. 

✓ 

PSe will need to 
be able to 

recognise the 
employees 

working pattern 
so that only 

public holidays 
that fall on an 

otherwise 
working day for 
the employee 

are paid. 

✓ 

Microster may 
need to be 
updated to 
provide the 
information 

relating to what 
is an otherwise 

working day 
through to PSe. 

 ✓ 

A process 
should be 

developed for 
consistency 
that includes 

specific details 
about how to 

recognise 
notional public 

holidays for 
employees on 
termination. 

 

 ✓ 

CDHB will need 
to update the 

intranet 
guidance and 
information to 
reflect changes 
to the way that 

termination 
payments are 

calculated. 

Closedown 
periods for 
departments 

Some departments at CDHB 
are closed for the Christmas 
period.  

Staff in these departments 
are encouraged to take leave 
but can work at an alternative 
location if they request it. 

 

If a closedown happens before an 
employee becomes entitled to 
annual holiday and the employee 
is required to take leave, the 
employer must pay the employee 
eight percent of their gross 
earnings to the date of the 
closedown and reset their 
anniversary date. 

If a closedown happens before an 
employee becomes entitled to annual 
holiday and the employee is required 
to take leave, the employer must pay 
the employee eight percent of their 
gross earnings to the date of the 
closedown and reset their anniversary 
date. 

✓ 

PSe will need to 
be able to apply 

the updated 
anniversary 
date to the 
employee 

should it be 
required. 

 ✓ 

A policy should 
be developed 

for departments 
that experience 
a closedown so 

that a new 
anniversary 
date can be 
determined. 

✓ 

A clear process 
should be 

developed that 
details how an 

employee’s 
anniversary 

date will change 
and what 

accrued leave 
they would be 

due at the 
closedown date. 

 ✓ 

For any 
employees 

impacted by 
closedown 

periods, FAQ’s 
and / or an 
explanation 
should be 
developed 
about the 

adjustment in 
anniversary 

date. 

RMO transfers CDHB currently allows the 
transfer of up to 240 hours of 
leave to another DHB when 
an RMO transfers.  

CDHB currently completes a 
full termination transaction, 
and then reduces the 
termination calculation by the 
hours of leave (and 

Employees full leave liability, and 
the associated termination 
payment should be recalculated. 
Where the employee has been 
able to transfer leave to another 
DHB, this balance transferred 
should be included in the 
calculation performed by CDHB. 

When an employee transfers between 
DHB’s, their termination calculation 
must include all leave balances at the 
time of transfer. Leave balances 
cannot be transferred between DHB’s. 

  ✓ 

The policy 
regarding leave 
transfers should 

be updated to 
reflect the 
changes 
required. 

  ✓ 

For any 
employees 

impacted by the 
change in 

policy, FAQ’s 
and / or an 
explanation 
should be 
developed 

RELE
ASED U

NDER THE O
FFIC

IAL I
NFORMATIO

N ACT



 Confidential and not for wider distribution 

14 
 

Issue 
description 

Current methodology Remediation methodology Go forwards methodology Changes Required 

Technology Data Policy Process People Communication 

associated 8% current year 
calculation). 

about the 
transferring of 

leave. 

There is no 
clear, consistent 
and documented 
definition of a 
regular working 
pattern for 
casual 
employees. 

There is no consistent 
definition or policy that 
describes what constitutes a 
regular working pattern for a 
casual employee.  

An assessment of casual 
employees will need to be 
completed in line with the 
Baseline document and the 
approach to applying the Baseline 
principles. This practical 
application has yet to be agreed. 

CDHB should only place truly casual 
employees on casual contracts.  

A monitoring system should be 
implemented to track employee 
working patterns and highlight when 
an employee’s working pattern has 
changed.  

This monitoring system may be 
automated through PSe, Microster or 
Business Intelligence (“BI”). 
Alternatively, if it is not possible to 
have employee working patterns 
automatically tracked and assessed, 
the CDHB payroll team should have a 
defined and systematic process to 
check and confirm whether there is a 
working pattern for casual employees. 

CDHB will need to clearly define what 
constitutes a regular working pattern, 
and the relevant policy and process 
where a regular working pattern is 
established for a casual employee. 

✓ 

PSe / Microster 
/ BI reporting 

should be 
updated so that 

it can detect 
and notify 

payroll when a 
working pattern 

is established 
for casual 

employees. This 
will require the 

systems to have 
the ability to 

compare 
worked/ 

rostered hours 
with historic 

hours and the 
employee's 

profile hours. 

✓ 

Working day 
data should be 

consistently 
recorded so 

that employee 
working 

patterns can be 
accurately 
monitored. 

 

The data to be 
captured 

(depending on 
the approach to 

monitoring 
take) will need 
to be agreed. 

✓ 

A policy should 
be developed 
that includes 

specific details 
of when a 

casual 
employee may 
be hired, and 

associated 
approvals 
required. 

A policy will also 
need to be 

developed to 
clearly define 

when an 
employee is 

considered to 
have a regular 

working 
pattern. 

✓ 

A clear process 
should be 

developed that 
details the steps 
and actions that 
should be taken 

if a casual 
employee is 
identified as 

having a regular 
working 

pattern. This 
should include 

relevant 
escalations 
should the 

business rules 
not be followed. 

 

✓ 

Training should 
be provided to 
managers to 

provide 
guidance on 

what is and is 
not a casual 

employee and 
where questions 
or changes in an 

employee’s 
working pattern 

should be 
addressed. 

✓ 

For any 
employees 

impacted by the 
review of leave 

entitlements 
(including 

casual 
employees 

identified as 
entitled to 

annual leave), 
FAQ’s and / or 
an explanation 

should be 
developed 

For casual 
employees, 

where a regular 
working pattern 

is identified 
then an 

approach to 
transferring the 

employee to 
permanent 

employment 
should be 

determined and 
communicated 

to the 
employee. 

Employees who 
have multiple 
jobs are not 
being paid PAYG 
for their casual 
job 

If an employee has multiple 
jobs where one role is casual 
and the other permanent the 
employee will not receive 
PAYG on the casual earnings.  

The employee’s casual gross 
earnings will be included in 
the employee’s total gross 
earnings, but no extra leave 
is calculated for the casual 
contract. 

It is currently assumed that 
employees who have multiple jobs 
where one job is casual and the 
other permanent should have 
their earnings separated by 
tenure. 

The permanent earnings will go 
into leave recalculations and the 
casual earnings will have their 
PAYG 8% of gross earnings 
calculated.  

CDHB may wish to get legal advice 
on this methodology, based on 
the information provided to the 
employee on taking on the casual 
role. 

Depending on legal advice, the 
earnings from any casual employment 
may require the 8% PAYG loading 
added. 

✓ 

PSe will need to 
be 

appropriately 
updated to 
separate 

earnings for 
employees with 

multiple job 
where one is 

casual and the 
other 

permanent. 

  ✓ 

A clear process 
should be 

developed that 
details the steps 
and actions that 
should be taken 

when an 
employee takes 
on multiple jobs 

where one is 
casual. 

✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

Information and 
guidance on 

CDHB’s intranet 
will need to be 

updated to 
reflect changes 

to the way 
multiple jobs 
are treated. 

FAQ’s should be 
developed for 

employees 
impacted by the 

changes. 

Otherwise 
working day for 
casual 
employees is not 
documented and 

If a casual employee does not 
work a public holiday, they 
generally will not get paid for 
the public holiday as not 
worked. The employee’s 

An assessment of casual 
employees will need to be 
completed in line with the 
Baseline document and the 
approach to applying the Baseline 

The requirements for a public holiday 
to be considered an otherwise 
working day for casual employees will 
need to be clearly defined and 
documented.  

✓ 

PSe / Microster 
/ BI reporting 

should be 

✓ 

Working day 
data and 

thresholds for 

✓ 

A policy should 
be developed 
that identifies 

 ✓ 

Training should 
be developed 
for business 

✓ 

Guidance and 
information on 
CDHB’s intranet 
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is not being 
consistently 
applied. 

manager has the option to 
pay the employee for the 
public holiday not worked if 
they input the hours into 
Microster.  

If casual employee works a 
public holiday, there is no 
analysis completed or policy 
as to when an employee 
would receive an alternative 
day.  

 

principles as agreed with the 
Labour Inspectorate. 

A monitoring system and allocation of 
otherwise working days may be 
automated through PSe, Microster or 
BI. Alternatively, if it is not possible to 
have employee working patterns 
automatically tracked and assessed, 
the CDHB payroll team should have a 
defined and systematic process to 
check and confirm whether there is a 
working pattern for casual employees. 

 

updated so that 
public holidays 
not worked are 
identified and if 
possible applied 
when the day is 

an otherwise 
working day for 
the employee. 

 

 

otherwise 
working days 

should be 
consistently 
recorded so 

that employee 
working 

patterns can be 
accurately 
monitored. 

 

The data to be 
captured 

(depending on 
the approach to 

monitoring 
take) will need 
to be agreed. 

when a day is 
considered an 

otherwise 
working day for 

casual 
employees, 

making them 
entitled to 

payments for a 
public holiday 
not worked. 

managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

should include 
details on when 
a public holiday 
is considered an 

otherwise 
working day. 

 

Employee 
working profiles 

CDHB employee working 
profiles for part time and / or 
multi-job employees do not 
accurately reflect the 
employee’s actual working 
pattern as the system is not 
been updated to reflect 
changes in working hours or 
only captures one element of 
their multiple job roles. 

Some employees are also 
recorded as having no 
profiles but have a working 
pattern in the transaction 
data. 

 

The employee’s payroll 
masterdata may not be able to be 
used in the remediation 
calculation and other data may 
need to be used. 

The methodology for each 
employee group will need to be 
reviewed and agreed as part of 
the remediation programme of 
work. 

Employee working profiles will need to 
reflect the accurate working patterns 
of the employees. 

✓ 

PSe upgrade 
will need to be 
implemented. 

✓ 

Employee 
profiles will 
need to be 

updated 
following the 

PSe upgrade to 
accurately 

reflect 
employee 
working 

patterns. 

  ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
Payroll where 

employee 
working profiles 
change so this 
is captured in 

an accurate and 
timely manner. 

✓ 

CDHB should 
provide 

communication 
and guidance to 

affected 
employees as to 
the changes in 
capturing and 
recording of 

working 
patterns and 
the effects of 

this. 

Employees days 
worked are not 
accurately 
recorded 

CDHB employees use 
Microster to schedule 
employees work and record 
hours worked each week.  

For employees who are paid 
via ORDSAL, base hours are 
automatically processed 
through PSe and any leave 
and allowances are imported 
from Microster.  

Rosters either reflect the 
employees working pattern or 
are a proxy for the 
employee’s pattern, 
depending on the department 
and role of each employee. 

The employee’s Microster data 
may not be accurate enough to be 
used in the remediation 
calculation and other data may 
need to be used. 

The methodology for each 
employee group will need to be 
reviewed and agreed as part of 
the remediation programme of 
work. 

Employee rosters should be entered 
to reflect accurate days worked for all 
employees. 

 ✓ 

Employee 
rosters will 
need to be 
updated to 
accurately 

reflect the days 
worked each 

fortnight. 

  ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 

payroll and 
roster teams so 
this is captured 
in an accurate 

and timely 
manner. 

✓ 

CDHB should 
provide 

communication 
and guidance to 

affected 
employees as to 
the changes in 
capturing and 
recording of 

working 
patterns and 
the effects of 

this. 
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Calculation of 
annual leave  

WCDHB pay employee’s 
annual leave at the higher of 
their average rate and 
ordinary rate, where the 
ordinary rate is the higher of 
the employee’s base rate and 
their four week average.     

These are calculated as 
follows:  

► Average rate: Employees 
gross earnings for the 
past 52 weeks (or less if 
the employee is in their 
first year of 
employment), divided by 
the base hours worked 
(not including overtime) 
in the same period.  

► Ordinary rate: The higher 
of the employee’s base 
rate (excluding any penal 
rates) and the four-week 
ordinary earnings divided 
by the base hours worked 
in the same period. 

As required by the Baseline 
document an employee’s annual 
leave should be calculated and 
paid at the greater of: 

► The employee’s OWP at the 
beginning of the annual 
holidays; and 

► The employee’s OWP2 for the 
previous four weeks 
immediately before the end of 
the pay period immediately 
before the annual holidays; 
and 

► The employee’s Average 
Weekly Earnings (“AWE”) for 
the previous 12 months 
immediately before the end of 
the last pay period before the 
annual holidays. 

OWP is the amount an employee 
is normally/usually paid each 
week and includes regular 
allowances.  

OWP2 is the employee’s previous 
four weeks ordinary earnings 
divided by four. 

AWE is the employee’s previous 
52 weeks gross earnings (or less 
if the employee is in their first 
year of employment), divided by 
52 (less any weeks of LWOP). 

WCDHB should review and agree the 
methodology for the determination of 
when an employee’s OWP can be 
determined and therefore the 
employee’s annual leave can be 
calculated and paid at the greater of: 

► The employee’s OWP at the 
beginning of the annual holidays, 
or 

► The employee’s OWP2 for the 
previous four weeks immediately 
before the end of the pay period 
immediately before the annual 
holidays. 

► The employee’s Average Weekly 
Earnings (“AWE”) for the previous 
12 months immediately before 
the end of the last pay period 
before the annual holidays. 

OWP is the amount an employee is 
normally/usually paid each week and 
includes regular allowances.  

OWP2 is the employee’s previous four 
weeks ordinary earnings divided by 
four.  

AWE is the employee’s previous 52 
weeks gross earnings (or less if the 
employee is in their first year of 
employment), divided by 52 (less any 
weeks of LWOP). 

Should WCDHB look to utilise only one 
calculation methodology for OWP, 
based on the employees working 
pattern and if their OWP can be 
determined, there will also need to be 
systems and processes to accurately 
identify which calculation should be 
applied. 

✓ 

PSe will need to 
be 

appropriately 
updated to 
recalculate 
employees 

leave payments 
based on these 

agreed 
methodologies. 

 ✓ 

The threshold 
for the 

determination 
of OWP should 
be defined and 

agreed. 

Employees 
permanent 
allowances 
should be 

determined if 
they form part 
of the AWE or 

OWP2 payment 

✓ 

A process 
should be 

implemented to 
identify and 

confirm where 
an employees 

working pattern 
has changed 

and therefore 
the calculations 
required have 

changed. 

 

A periodic 
process should 
be developed 
that enables 
WCDHB to 
review the 

assumptions 
and decisions 

made to assess 
if an employees 

OWP can be 
determined and 

that these 
continue to 
reflect the 

working 
practices and 
agreements at 

WCDHB. 

✓ 

Training for 
business 

managers on 
the impacts of 

changing 
working 

patterns and 
the impacts on 

leave 
calculations so 
they know what 

to “flag” to 
payroll. 

✓ 

Information and 
guidance on 

WCDHB’s 
intranet will 
need to be 
updated to 

reflect changes 
to the way 

annual leave 
payments are 

calculated. 

FAQ’s should be 
developed for 

employees 
impacted by the 

change in 
annual leave 
calculations. 

AWE and OWP2 
divisor 

The employee’s average 
hourly rate is used in place of 
AWE for annual leave 
payments. The employee’s 
average rate is calculated 
using the employee’s gross 
earnings for the past 52 
weeks and dividing by the 
base hours worked (not 
including overtime) for that 
same period. 

The employee’s ordinary rate 
is used in place of OWP of 
annual leave payments. The 
second calculation for 
ordinary rate is the four-week 

AWE is calculated as the gross 
earnings for the 12 months (or 52 
weeks for fortnightly and weekly 
employees as has been agreed by 
the DHB’s) immediately before the 
end of the last pay period before 
the annual holidays are taken, 
divided by 52.  

If the employee has been working 
less than 12 months, then the 
divisor is reduced so that it 
represents the number of whole 
or part weeks since the start of 
their employment. The divisor is 
also reduced by consecutive 

AWE is calculated as the gross 
earnings for the 12 months (or 52 
weeks for fortnightly and weekly 
employees as has been agreed by the 
DHB’s) immediately before the end of 
the last pay period before the annual 
holidays are taken, divided by 52.  

If the employee has been working less 
than 12 months, then the divisor is 
reduced so that it represents the 
number of whole or part weeks since 
the start of their employment. The 
divisor is also reduced by consecutive 
weeks of leave without pay after the 
first week. 

✓ 

PSe will need to 
be 

appropriately 
updated to 
recalculate 
employees 

leave payments 
based on these 

agreed 
methodologies. 

    ✓ 

WCDHB will 
need to update 

the intranet 
guidance and 
information to 
reflect changes 
to the way that 

annual leave 
payments are 

calculated. 
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ordinary earnings divided by 
the base hours worked in the 
same period. 

weeks of leave without pay after 
the first week. 

OWP2 is calculated as the gross 
earnings for the 4 weeks 
immediately before the end of the 
last pay period before the annual 
holidays are taken, divided by 
four. 

There is no adjustment to the 
divisor if the employee has been 
working for less than four weeks 
or has taken consecutive weeks of 
leave without pay. 

OWP2 is calculated as the gross 
earnings for the 4 weeks immediately 
before the end of the last pay period 
before the annual holidays are taken, 
divided by four. 

There is no adjustment to the divisor 
if the employee has been working for 
less than four weeks or has taken 
consecutive weeks of leave without 
pay. 

Gross and 
ordinary 
earnings 
inclusions and 
exclusions 

An employee’s AWE and ADP 
utilises the employee’s gross 
earnings as a basis for the 
calculations. An employee’s 
OWP2 utilises the employee’s 
ordinary earnings as a basis 
for the calculations. 

Allowance codes have been 
identified that are incorrectly 
included or excluded from 
gross and ordinary earnings 
(please refer to appendix F 
for the earnings inclusions 
used during the Review).  

It should be noted that for the 
full remediation the list of 
allowances should be re-
assessed for the full 
employee population.  

Gross and ordinary earnings 
should include the required 
allowance transactions and 
payments. 

Gross and ordinary earnings should 
include the required allowance 
transactions and payments. 

✓ 

PSe will need to 
be 

appropriately 
updated so the 

relevant 
allowances are 

included or 
excluded from 

gross and 
ordinary 
earnings. 

  ✓ 

A process 
should be 

implemented to 
periodically 

review gross 
and ordinary 

earnings 
inclusions / 

exclusions in 
line with current 

assumptions, 
usage and 
business 

practices. 

 ✓ 

The FAQ’s 
developed 

should include 
an overview of 
the allowances 
and payments 

included in 
gross and 
ordinary 

earnings and 
how these 

changes have 
impacted 

calculations for 
leave 

payments. 

Leave Without 
Pay (“LWOP”) is 
not applied 
correctly. 

When an employee takes 
LWOP their role is changed to 
stop their annual leave 
accrual until they return, or 
for shorter periods LWOP 
hours are entered into the 
transaction data. 

The hours worked during the 
period of LWOP are recorded 
as zero, meaning the divisor 
is reduced by the hours of 
LWOP taken. 

As the divisor for the average 
rate is being reduced when 
LWOP has been taken, 
WCDHB are currently using a 
form of leave without pay 
adjustment, albeit not the 
methodology required by the 
Holidays Act. 

This methodology is also 
reducing the divisor for the 
ordinary rate, where weeks of 

The methodology for the 
determination of LWOP approach 
will need to be determined and 
agreed. 

There are two suggested 
methodologies to manage LWOP: 

► Extend the time required 
before the employee becomes 
entitled to annual holidays by 
the number of weeks of the 
LWOP less one; or 

► Modify the AWE divisor to 
reflect the number of whole 
or part weeks greater than 
one week that the employee 
who on LWOP. 

For each MECA/SECA, CDHB will have 
to assess if the contractual agreement 
can apply or apply the methodology 
required by the Act. 

This will require configuring PSe to 
reduce the AWE divisor under certain 
circumstances, and to extend the 
employees anniversary year in others. 

 

✓ 

PSe will need to 
be 

appropriately 
updated to 
recalculate 
employees 

leave 
entitlements 

based on these 
agreed 

methodologies. 

✓ 

LWOP will need 
to be captured 

in different 
ways to enable 
the application 

of the 
appropriate 

MECA 
methodologies. 

✓ 

Where the 
MECA/SECA 
agreement is 

non-compliant 
with the 

Holidays Act, 
the MECA/SECA 

will require to 
be updated. 

✓ 

A process 
should be 

implemented 
whereby the 
approach to 

LWOP is 
discussed with 
each employee 
as it occurs (if 

this is outside of 
an agreed 

MECA/SECA). 

Further 
processes may 
be required if 
the system is 

unable to apply 
the appropriate 

LWOP 
methodologies 
automatically. 

✓ 

As part of the 
rollout of 

changes to the 
business, 

training should 
be provided to 
the business on 

the 
requirements of 
LWOP and the 

information 
required by 

Payroll. 

✓ 

Include/update 
guidance on the 

treatment of 
LWOP on 
WCDHB’s 

intranet site. 
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LWOP should not reduce the 
divisor. 

Additionally, where 
employment is considered 
continuous and the 
employee’s entitlement is 
impacted by LWOP, the 
current process reduces the 
employee’s entitlement at 
their anniversary date rather 
than extending the 
employees anniversary date 
out by the weeks of leave 
without pay less one.  

“Accrual” and 
entitlement to 
annual leave is 
recorded in 
hours rather 
than weeks and 
is not updated 
where 
employees 
change work 
patterns. 

WCDHB use an employee’s 
hours worked to “accrue” 
leave (in hours rather than 
weeks) from the employee’s 
start date to their 
anniversary date, at which 
point it becomes entitled 
leave.  

Annual leave accrual is 
capped dependent on the 
employee’s scheme (e.g. 160-
hour scheme for a fulltime 
employee). As a result, an 
employee’s entitlement at 
their anniversary date may be 
under stated based on the 
work pattern at the 
employee’s anniversary date 
if the “accrued” leave balance 
does not add up to four 
weeks of the employees 
current working pattern. 

Similarly, the amount of 
annual leave an employee is 
already entitled to is not 
updated to reflect the 
changes in an employee’s 
work pattern. 

The current approach used by  
WCDHB to track annual leave 
entitlement may not provide 
employees with the required 
four weeks of annual leave. 

The approach to leave 
entitlements in the remediation 
programme differs between the 
agreed Baseline document and 
MoU.  

The approach to be taken for 
remediation needs to be agreed 
across the DHB programme. 

Upon their anniversary of 
employment, an employee should 
become entitled to four weeks 
statutory leave (in WCDHB’s case, this 
may be five or six weeks depending on 
the MECA/SECA the employee is on) 
based on the working pattern at the 
employee's anniversary date (less any 
leave taken in advance). 

Any change of working pattern during 
the year should also trigger a change 
to the entitled leave balance, to 
convert it into the equivalent weeks at 
the new working pattern. 

✓ 

PSe will need to 
be 

appropriately 
updated to 
recalculate 
employees 

leave 
entitlements 

based on their 
profiled working 
pattern at their 

anniversary 
date. 

✓ 

Data records 
will need to be 
updated in a 

timely manner 
between so the 

entitlement 
balances are 
accurately 
reflected. 

 

✓ 

Update leave 
policies to 

reflect when 
changes to 
employees 

working 
patterns need 
to be reflected 

in their 
entitlement. 

✓ 

A process will 
need to be 

implemented to 
capture and 

communicate 
any 

retrospective 
changes 
required. 

✓ 

Training will 
need to be 
provided to 

both the payroll 
team, rostering 

team and 
business 

leaders as to 
how and when 

to inform 
payroll of a 
change in 
working 
pattern. 

✓ 

Employees 
changing 
working 

patterns will 
need to be 

informed of the 
impact the 

changes will 
have on their 

leave balances 
in advance of 
the changes 

being applied. 

Cash up of leave In the past, WCDHB have not 
had separate codes for 
cashing up of statutory and 
contractual leave. 

As annual leave has not been 
split between contractual and 
statutory it is not clear if 
employees are therefore 

The approach to the remediation 
of cashed up leave will need to be 
determined as part of the 
remediation programme i.e. is this 
a leave entitlement that is 
required to be provided to the 
employee again where more than 
one week of the employee’s 

Employees should only be able to cash 
up one week of statutory annual leave 
in each entitlement year. 

WCDHB have introduced a statutory 
cash up code which is being used for 
go forwards payments. 

WCDHB should introduce a cash up 
and termination annual leave code so 

✓ 

PSe should 
prevent the 
cash out of 

more than one 
week of entitled 

leave in any 
employee 

✓ 

Entitlement 
balances will 

need to be split 
between 

contractual and 
statutory for 
annual leave. 

✓ 

WCDHB policy 
on leave cash 

ups will need to 
be updated to 

reflect 
compliance with 
the Holidays Act 

and any 
changes to 

✓ 

Should 
automation not 

be possible a 
process to 
check the 

appropriate 
balances and 

prior 
transactions in 

✓ 

Training should 
be provided to 
managers to 

provide 
guidance on 

what leave cash 
ups are allowed 

in what time 
period to 

✓ 

Existing 
guidance and 

information on 
WCDHB’s 

intranet will 
need to be 
updated to 
reflect any 

changes to the 
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cashing up more than one 
week of statutory leave. 

This means that for gross 
earnings will be including 
both statutory and 
contractual leave when 
statutory leave should not be 
included in gross earnings. 

Additionally, WCDHB use the 
same allowance codes for 
cashing up of leave and 
paying any entitled leave at 
termination.  

statutory entitlement has been 
cashed up. 

The approach to distinguish 
between both statutory and 
contractual and cashed up and 
leave at termination will need to 
be determined as part of the 
remediation programme. This is 
required to correctly allocate the 
leave and gross earnings to the 
right recalculations. 

that leave can be correctly allocated 
in any future Holidays Act reviews. 

anniversary 
year. 

entitlement 
categories. 

the entitlement 
year will need to 
be created for 

the Payroll 
team to follow. 

prevent 
inappropriate 

requests being 
sent to the 

Payroll team. 

cash up of 
annual leave. 

 

Payments for 
continuous 
periods of 
annual leave 
across pay 
periods are 
treated as two 
different leave 
payments. 

If an employee’s period of 
annual leave covers more 
than one pay period, PSe 
calculates the leave rate 
using two different time 
periods as each pay run is 
taken as a new period of 
leave. 

An employee’s annual leave 
should be calculated at the 
commencement of the annual 
leave for the whole period of 
leave. 

 

An employee’s annual leave should be 
calculated at the commencement of 
the annual leave for the whole period 
of leave. 

✓ 

PSe should flag 
consecutive 

weeks of annual 
leave and 

automatically 
adjust the rate 

paid as 
appropriate. 

If this is not 
possible in PSe, 
WCDHB should 

implement 
exception 

reporting and 
manual 

processes to 
identify and 

manage this. It 
may be possible 
for the system 
to produce an 

exception 
report (i.e. 

when a second 
leave rate is 
less than the 

previous 
period). 

✓ 

WCDHB should 
investigate how 
leave should be 

recorded to 
capture all 
leave as a 

continuous 
period of leave 

in PSe. 

 ✓ 

Should 
automation of 

continuous 
leave across 

pay periods not 
be possible, 
exception 

reporting (i.e. 
of leave paid at 

a lower rate 
than the 

previous period) 
should be 

implemented 
and a process 
for the review 
and validation 

of this 
exception 
reporting 

developed. 

✓ 

Should the 
changes 

required need 
leave to be 

entered into 
Microster in a 

certain manner 
this should be 
communicated 

to all employees 
and their 

managers. 

✓ 

Guidance for 
entering leave 

should be 
updated to 

meeting the 
requirements of 

PSe and 
Microster. 

ADP is not 
calculated. 

WCDHB calculate an 
employee’s BAPSF leave at 
the employee’s RDP, being 
what the employee would 
have earned on the day and is 
typically base pay plus daily 
allowances. 

If WCDHB do not have the 
information about the shift 
that the employee would have 
worked on the day, the 
employee is paid at their 
AHR. 

The Baseline document requires 
WCDHB to pay employees the 
greater of: 

► The employee’s RDP being 
the amount the employee 
would have earned had they 
worked that day, including 
any allowances or overtime. 

► The employee’s ADP where 
ADP is calculated as the 
employee’s gross earnings for 
the previous 52 weeks divided 
by the total number of days 

WCDHB should review and agree the 
methodology for the determination of 
when the amount the employee would 
have earned can be determined and 
therefore the employee’s leave can be 
calculated at RDP. 

Should WCDHB not be able to 
consistently determine an employee’s 
RDP then ADP should be applied. 

As part of this WCDHB will also need 
to be systems and processes to 
accurately identify which calculation 
should be applied. 

✓ 

Depending on 
the approach 

taken by 
WCDHB PSe will 

need to be 
updated so that 

the higher of 
RDP and ADP is 

paid to the 
employee or the 
employees can 

be split to either 

✓ 

To accurately 
calculate ADP, 

WCDHB will 
need to 

implement a 
days’ worked 
accumulator 
that can be 
consistently 

updated. 

 

✓ 

A policy will 
need to be 

developed to 
determine the 

days worked by 
employees each 

week. 

 

The threshold 
for the 

determination 
when what an 

employee would 

✓ 

Salaried 
employees who 
are profiled to 
work Monday-

Friday may 
need to be 

reviewed to 
confirm the 
correct days 
worked (and 

paid) are being 
recorded. 

✓ 

Training should 
also be 

developed for 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 

✓ 

Guidance and 
information on 

WCDHB’s 
intranet will 
need to be 
updated to 

reflect changes 
to policies, 

procedures and 
systems that 
are used by 
employees. 
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and part days worked or paid 
in that same period. 

 

be an ADP or an 
RDP employee. 

Where ADP is 
utilised, PSe 

should be 
updated to 

calculate ADP 
using the 

employee’s 
gross earnings 

from the 
previous 52 

weeks divided 
by the number 

of whole or part 
days worked 

days worked by 
the employee. 

earn on a day 
can be defined 

should be 
defined and 

agreed. 

 

Reviewing 
offline rostering 
information for 
accuracy and 
completeness 

should be 
included in the 

business 
managers 

review 
processes. 

A periodic 
process should 
be developed 
that enables 
WCDHB to 
review the 

assumptions 
and decisions 

made to assess 
if an employee’s 
RDP cannot be 
determined and 

that these 
continue to 
reflect the 

working 
practices and 
agreements at 

WCDHB. 

data changes to 
be made. 

This may 
include 

information 
about the 

requirement to 
record the days 

worked in 
timesheets, and 
how payments 
for leave may 
be impacted. 

FAQ’s should 
also be 

developed for 
employees 

impacted by the 
ADP 

calculation. 

Statutory 
holidays worked 
are not paid 
using RDP 
multiplied by 
1.5. 

When employees work a 
statutory holiday, this is 
recorded on the employee’s 
timesheet to reflect the hours 
they worked on that day.  

The employee is paid the 
additional 0.5 (or more 
depending on the 
MECA/SECA) using an 
additional code. 

Allowances due for working 
on the public holiday are 
typically paid at normal rate 
and not 1.5 times the rate for 
the hours worked. 

Statutory holidays worked to be 
paid using 1.5 times the 
employee’s RDP and should 
include payments that the 
employee would have received 
had the employee worked on the 
day. This includes regular 
allowances. 

WCDHB needs to calculate 
payment for statutory holidays 
worked using the employee’s 
RDP, including relevant 
allowances, that relates to the 
time worked by the employee, 
multiplied by 1.5. 

Statutory holidays worked should be 
paid using the higher of the 
employee's RDP that relates to the 
time worked on the day, multiplied by 
1.5 or their contractual rate for the 
day including any penal rates. RDP 
should include payments that the 
employee would have received had 
the employee worked on the day. This 
includes regular allowances. 

WCDHB needs to calculate payment 
for statutory holidays worked using 
the employee’s RDP, including 
relevant allowances, that relates to 
the time worked by the employee, 
multiplied by 1.5 or the rate required 
by the MECA/SECA where this is 
higher. 

✓ 

PSe should be 
updated to pay 
the allowances 
associated with 

the hours 
worked at 1.5 

times on public 
holidays 
worked. 

✓ 

Dependent on 
the ability of 

PSe to capture 
all public 

holiday worked 
payments 

correctly there 
may require 

additional input 
or data to be 

captured. 

 ✓ 

A process 
should be 

implemented to 
periodically 

review 
statutory 
holiday 

payments, 
particularly 
when new 

MECA/SECA 
agreements are 
implemented. 

✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

Existing 
guidance and 

information on 
WCDHB’s 

intranet will 
need to be 
updated to 
reflect any 
changes to 

calculations and 
recording of 

public holidays 
worked. 

 

Public holidays 
not worked 

Public holidays not worked 
are paid at the employees 
RDP. 

Employees should be paid what 
they were rostered to work for a 
public holiday not worked at the 
employee’s RDP or ADP 

Employees should be paid what they 
were rostered to work for a public 
holiday not worked at the employee’s 
RDP or ADP. 

✓ 

PSe update to 
correctly 

calculate public 
holidays not 

worked. 

 

   ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 

✓ 

WCDHB will 
need to update 

the intranet 
guidance and 
information to 
reflect changes 
to the way that 
payments for 
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payroll (in time 
capture 

systems), 
depending on 

the system and 
data changes to 

be made. 

public holidays 
not worked are 

calculated. 

Sick leave  Sick leave entitlement is in 
hours, with the hours 
provided based on either a 7, 
8, 10, or 12 hour day. 

Casual employees are 
provided with 40 hours sick 
leave entitlement after six 
months of employment. 

When an employee changes 
their working pattern, the 
employee may not have 
enough hours to take 5 days 
sick leave. 

Sick leave is paid at the 
employees RDP, when their 
roster is known. Where it is 
not known the employee is 
paid using their annual leave 
average rate. 

Sick leave should be held in days 
for all employees. 

The statutory sick entitlement is 
five days per year after 
completing six months 
employment.  

Employees should be paid for 
what they were rostered to work 
for a day of sick leave, at the 
employee’s RDP or ADP. 

Sick leave should be held in days for 
all employees and not pro-rated. 

The statutory sick entitlement is five 
days per year after completing six 
months employment. 

Employees should be paid for what 
they were rostered to work for a day 
of sick leave, at the employee’s RDP 
or ADP. 

✓ 

PSe update to 
hold sick leave 
entitlement in 

days. 

✓ 

Dependent on 
the ability of 

PSe to capture 
sick leave in 
days rather 
than hours 
there may 

require 
additional input 

or data to be 
entered in any 

timesheet 
system 

implemented. 

  ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

WCDHB will 
need to update 

the intranet 
guidance and 
information to 
reflect changes 
to the way that 
sick payments 
are calculated. 

Bereavement 
leave 

Bereavement leave is paid at 
the employees RDP, when 
their roster is known. Where 
it is not known the employee 
is paid using their annual 
leave average rate. 

Employees should be paid what 
they were rostered to work for a 
bereavement day at the 
employee’s RDP or ADP 

Employees should be paid what they 
were rostered to work for a 
bereavement day at the employee’s 
RDP or ADP. 

✓ 

PSe update to 
correctly 
calculate 

bereavement 
leave. 

 

   ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

CDHB will need 
to update the 

intranet 
guidance and 
information to 
reflect changes 
to the way that 
bereavement  
payments are 

calculated. 

Family violence 
leave 

Family violence leave is paid 
on a discretionary sick leave 
code (DISC) and is paid at the 
employee’s base rate. 

The discretionary sick leave 
code (DISC) is also used for 
other discretionary sick leave 
so that it remains confidential 
to the employee the type of 
leave being taken. 

Employee’s family violence leave 
should be calculated at the higher 
of RDP and ADP in line with the 
Holidays Act. 

Without tracing back all 
discretionary sick leave payments 
to the type of leave, all payments 
made on DISC will be recalculated 
as assumed Family Violence 
Leave from April 2019 onwards. 

Employee’s family violence leave 
should be calculated at the higher of 
RDP and ADP in line with the Holidays 
Act. 

✓ 

PSe update to 
correctly 

calculate family 
violence leave. 

   ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 

✓ 

WCDHB will 
need to update 

the Intranet 
guidance and 
information to 
reflect changes 
to the way that 
family violence 
leave payments 
are calculated. 
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the system and 
data changes to 

be made. 

Alternative leave WCDHB hold alternative leave 
balances in days and pay in 
hours. 

 

Alternative leave is paid at 
the employees RDP where the 
shift that would have been 
worked is known. Where it is 
not known the employees 
average rate from their 
annual leave calculation is 
used. 

As per the Baseline document and 
the Holidays Act, alternative leave 
should be paid at the higher of 
RDP or ADP based on the day 
they would have worked. 

Alternative leave should be calculated 
at the higher of RDP and ADP in line 
with the Holidays Act. 

✓ 

PSe update to 
correctly 
calculate 

alternative 
leave. 

   ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

PSe WCDHB will 
need to update 

the Intranet 
guidance and 
information to 
reflect changes 
to the way that 

alternative  
payments are 

calculated. 

Termination 
without return 
from parental 
leave or LWOP 

When an employee 
terminates whilst on 
extended LWOP or parental 
leave, their termination date 
is entered as the date that 
the employee resigns.  

 

When an employee terminates 
whilst on LWOP or parental leave, 
their termination date should be 
adjusted to the employee’s last 
working day before taking unpaid 
leave. 

When an employee terminates whilst 
on LWOP or parental leave, their 
termination date should be adjusted 
to the employee’s last working day 
before taking unpaid leave. 

 ✓ 

Information on 
the employees 

last day will 
need to be 

recorded in the 
system and the 

termination 
calculation 
performed 

based on that 
date. 

 ✓ 

A process 
should be 

developed to 
adjust an 

employee’s 
termination 

date 
accordingly 
when they 

termination 
whilst on LWOP 

or parental 
leave. 

✓ 

Training should 
be provided to 
managers and 

the payroll team 
about the 

adjustment of 
termination 

dates for 
employees. 

✓ 

WCDHB will 
need to update 

the Intranet 
guidance and 
information to 
reflect changes 
to the way that 

termination 
dates and 

payments are 
calculated. 

Allowance codes 
on termination 

When an employee 
terminates, their entitled 
annual leave is paid using the 
same code as cash up of 
statutory annual leave which 
is excluded from gross 
earnings. 

In line with the Baseline document 
and Holidays Act, termination 
payments will calculate: 

► Entitled annual leave 

outstanding; 

► Entitled alternative leave 

outstanding; 

► Any notional public holidays 

that the employee is due after 

their termination date is 

extended by any entitled 

annual leave; and 

8/10/12% of gross earnings 
including the above termination 
payments since the employee’s 
last anniversary date 

Additional allowance codes should be 
added to the system for the 
calculation of each element of an 
employee’s termination calculation. 

✓ 

PSe update to 
correctly 
calculate 

termination 
payments in the 

system. 

✓ 

Accurate 
employee 
working 
patterns 

including profile 
days to be 

captured in PSe 
or able to be 

imported from 
Microster at 
termination. 

  ✓ 

Training should 
be developed 
for the payroll 

team to monitor 
termination 

calculations and 
how to rectify 

non-compliance 
of termination 

payments 
through PSe. 

 

✓ 

WCDHB will 
need to update 

the intranet 
guidance and 
information to 
reflect changes 
to the way that 

termination 
payments are 

calculated. 
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Alternative leave 
on termination 

WCDHB currently pay the 
balance of an employee’s 
alternative leave in hours at 
termination.  

This is currently paid at the 
employee’s annual leave 
average rate. 

In line with the Baseline 
document, this will be the higher 
of the employees ADP and RDP at 
the employee’s last day of work 
for WCDHB.  

Alternative leave should be paid in 
days and not hours.  

At termination the employees 
alternative leave should be paid at the 
higher of the employee’s RDP or ADP 
at the last day of work.  

 

✓ 

Pse will need to 
be configured to 

pay the leave 
out at 

termination 
based on the 

employees last 
working day. 

    ✓ 

WCDHB will 
need to update 

the intranet 
guidance and 
information to 
reflect changes 
to the way that 

termination 
payments are 

calculated. 

Notional public 
holidays on 
termination 

For WCDHB, entitled annual 
leave (including any leave 
entitlement following 
parental leave) extends the 
employee’s termination date 
and any public holidays 
occurring in this period are 
paid at RDP if they are 
assessed as due. 

Additionally, for employees 
paid via ORDSAL, the system 
assumes a Monday to Friday 
working pattern for all 
employees meaning 
additional public holidays may 
be awarded at termination. 

An employee is only entitled to a 
notional public holiday if the 
holiday falls on what would have 
been an otherwise working day 
for the employee. The employees 
actual working pattern will need 
to be reflected in the calculation 
of notional public holidays. 

The calculation of the notional 
public holiday payment will be at 
the higher of ADP or RDP. 

An employee is only entitled to a 
notional public holiday if the holiday 
falls on what would have been an 
otherwise working day for the 
employee. The employees actual 
working pattern will need to be 
reflected in the calculation of notional 
public holidays. 

The calculation of the notional public 
holiday payment will be either ADP or 
RDP based on the employees working 
pattern and the assessment of if a 
day’s pay can be determined. 

✓ 

PSe will need to 
be able to 

recognise the 
employees 

working pattern 
so that only 

public holidays 
that fall on an 

otherwise 
working day for 
the employee 

are paid. 

✓ 

Any new 
electronic 
timesheet 

system will to 
provide the 
information 

relating to what 
is an otherwise 

working day 
through to PSe. 

 ✓ 

A process 
should be 

developed for 
consistency 
that includes 

specific details 
about how to 

recognise 
notional public 

holidays for 
employees on 
termination. 

 

 ✓ 

WCDHB will 
need to update 

the intranet 
guidance and 
information to 
reflect changes 
to the way that 

termination 
payments are 

calculated. 

Closedown 
periods for 
departments 

Some departments at WCDHB 
are closed for the Christmas 
period.  

Staff in these departments 
are encouraged to take leave 
but can work at an alternative 
location if they request it. 

 

If a closedown happens before an 
employee becomes entitled to 
annual holiday and they are 
required to take leave, the 
employer must pay the employee 
eight percent of their gross 
earnings to the date of the 
closedown and reset their 
anniversary date. 

If a closedown happens before an 
employee becomes entitled to annual 
holiday and they are required to take 
leave, the employer must pay the 
employee eight percent of their gross 
earnings to the date of the closedown 
and reset their anniversary date. 

✓ 

PSe will need to 
be able to apply 

the updated 
anniversary 
date to the 
employee 

should it be 
required. 

 ✓ 

A policy should 
be developed 

for departments 
that experience 
a closedown so 

that a new 
anniversary 
date can be 
determined. 

✓ 

A clear process 
should be 

developed that 
details how an 

employee’s 
anniversary 

date will change 
and what 

accrued leave 
they would be 

due at the 
closedown date. 

 ✓ 

For any 
employees 

impacted by 
closedown 

periods, FAQ’s 
and / or an 
explanation 
should be 
developed 
about the 

adjustment in 
anniversary 

date. 

RMO transfers WCDHB currently allows the 
transfer of up to 240 hours of 
leave to another DHB when 
an RMO transfers.  

WCDHB currently completes a 
full termination transaction, 
and then reduces the 
termination calculation by the 
hours of leave (and 
associated 8% current year 
calculation). 

Employees full leave liability, and 
the associated termination 
payment should be recalculated. 
Where the employee has been 
able to transfer leave to another 
DHB, this balance transferred 
should be included in the 
calculation performed by WCDHB. 

When an employee transfers between 
DHB’s, their termination calculation 
must include all leave balances at the 
time of transfer. Leave balances 
cannot be transferred between DHB’s. 

  ✓ 

The policy 
regarding leave 
transfers should 

be updated to 
reflect the 
changes 
required. 

  ✓ 

For any 
employees 

impacted by the 
change in 

policy, FAQ’s 
and / or an 
explanation 
should be 
developed 
about the 

transferring of 
leave. 
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There is no 
clear, consistent 
and documented 
definition of a 
regular working 
pattern for 
casual 
employees. 

There is no consistent 
definition or policy that 
describes what constitutes a 
regular working pattern for a 
casual employee.  

An assessment of casual 
employees will need to be 
completed in line with the 
Baseline document and the 
approach to applying the Baseline 
principles. This practical 
application has yet to be agreed. 

WCDHB should only place truly casual 
employees on casual contracts.  

A monitoring system should be 
implemented to track employee 
working patterns and highlight when 
an employee’s working pattern has 
changed.  

This monitoring system may be 
automated through PSe or an 
automated timesheet system. 
Alternatively, if it is not possible to 
have employee working patterns 
automatically tracked and assessed, 
the WCDHB payroll team should have 
a defined and systematic process to 
check and confirm whether there is a 
working pattern for casual employees. 

WCDHB will need to clearly define 
what constitutes a regular working 
pattern, and the relevant policy and 
process where a regular working 
pattern is established for a casual 
employee. 

✓ 

PSe should be 
updated so that 

it can detect 
and notify 

payroll when a 
working pattern 

is established 
for casual 

employees. This 
will require the 

systems to have 
the ability to 

compare 
worked/rostere

d hours with 
historic hours 

and the 
employee's 

profile hours. 

✓ 

Working day 
data should be 

consistently 
recorded so 

that employee 
working 

patterns can be 
accurately 
monitored. 

 

The data to be 
captured 

(depending on 
the approach to 

monitoring 
take) will need 
to be agreed. 

✓ 

A policy should 
be developed 
that includes 

specific details 
of when a 

casual 
employee may 
be hired, and 

associated 
approvals 
required. 

A policy will also 
need to be 

developed to 
clearly define 

when an 
employee is 

considered to 
have a regular 

working 
pattern. 

✓ 

A clear process 
should be 

developed that 
details the steps 
and actions that 
should be taken 

if a casual 
employee is 
identified as 

having a regular 
working 

pattern. This 
should include 

relevant 
escalations 
should the 

business rules 
not be followed. 

 

✓ 

Training should 
be provided to 
managers to 

provide 
guidance on 

what is and is 
not a casual 

employee and 
where questions 
or changes in an 

employee’s 
working pattern 

should be 
addressed. 

✓ 

For any 
employees 

impacted by the 
review of leave 

entitlements 
(including 

casual 
employees 

identified as 
entitled to 

annual leave), 
FAQ’s and / or 
an explanation 

should be 
developed 

For casual 
employees, 

where a regular 
working pattern 

is identified 
then an 

approach to 
transferring the 

employee to 
permanent 

employment 
should be 

determined and 
communicated 

to the 
employee. 

Otherwise 
working day for 
casual 
employees is not 
documented and 
is not being 
consistently 
applied. 

If a casual employee does not 
work a public holiday, they 
generally will not get paid for 
the public holiday as not 
worked. The employee’s 
manager has the option to 
pay the employee for the 
public holiday not worked if 
they input the hours on the 
employee’s paper timesheet.  

 

If casual employee works a 
public holiday, there is no 
analysis completed or policy 
as to when an employee 
would receive an alternative 
day.  

 

An assessment of casual 
employees will need to be 
completed in line with the 
Baseline document and the 
approach to applying the Baseline 
principles as agreed with the 
Labour Inspectorate.  

The requirements for a public holiday 
to be considered an otherwise 
working day for casual employees will 
need to be clearly defined and 
documented.  

A monitoring system and allocation of 
otherwise working days may be 
automated through PSe, or timesheet 
keeping. Alternatively, if it is not 
possible to have employee working 
patterns automatically tracked and 
assessed, the WCDHB payroll team 
should have a defined and systematic 
process to check and confirm whether 
there is a working pattern for casual 
employees. 

 

✓ 

PSe reporting 
should be 

updated so that 
public holidays 
not worked are 
identified and if 
possible applied 
when the day is 

an otherwise 
working day for 
the employee. 

 

 

✓ 

Working day 
data and 

thresholds for 
otherwise 

working days 
should be 

consistently 
recorded so 

that employee 
working 

patterns can be 
accurately 
monitored. 

 

The data to be 
captured 

(depending on 
the approach to 

monitoring 
take) will need 
to be agreed. 

✓ 

A policy should 
be developed 
that identifies 
when a day is 
considered an 

otherwise 
working day for 

casual 
employees, 

making them 
entitled to 

payments for a 
public holiday 
not worked. 

 ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
payroll (in time 

capture 
systems), 

depending on 
the system and 
data changes to 

be made. 

✓ 

Guidance and 
information on 

WCDHB’s 
intranet should 
include details 

on when a 
public holiday is 
considered an 

otherwise 
working day. 
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Issue description Current methodology Remediation methodology Go forwards methodology Changes Required 

Technology Data Policy Process People Communication 

Employee 
working profiles 

WCDHB employee working 
profiles for part time and / or 
multi-job employees do not 
accurately reflect the 
employee’s actual working 
pattern as the system has not 
been updated to reflect 
changes in working hours or 
only captures one element of 
their multiple job roles. 

Some employees are also 
recorded as having no 
profiles but have a working 
pattern in the transaction 
data. 

 

The employee’s payroll 
masterdata may not be able to be 
used in the remediation 
calculation and other data may 
need to be used. 

The methodology for each 
employee group will need to be 
reviewed and agreed as part of 
the remediation programme of 
work. 

Employee working profiles will need to 
reflect the accurate working patterns 
of the employees. 

✓ 

PSe upgrade 
will need to be 
implemented. 

✓ 

Employee 
profiles will 
need to be 

updated 
following the 

PSe upgrade to 
accurately 

reflect 
employee 
working 

patterns. 

  ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 
Payroll where 

employee 
working profiles 
change so this 
is captured in 

an accurate and 
timely manner. 

✓ 

CDHB should 
provide 

communication 
and guidance to 

affected 
employees as to 
the changes in 
capturing and 
recording of 

working 
patterns and 
the effects of 

this. 

Employees days 
worked are not 
accurately 
recorded 

WCDHB use paper timesheets 
to record employee’s hours 
worked and any additional 
allowances due. 

For employees who are paid 
via ORDSAL, base hours are 
automatically processed 
through PSe and any leave 
and allowances are processed 
via leave requests.  

The employee’s paper timesheet 
data may not be accurate enough 
to be used in the remediation 
calculation and other data may 
need to be used. 

The methodology for each 
employee group will need to be 
reviewed and agreed as part of 
the remediation programme of 
work. 

Employee’s timesheets should be 
accurately and consistently recorded 
to reflect accurate days worked for all 
employees. 

✓ 

WCDHB should 
introduce an 
automated 
timesheet 
recording 
system to 
increase 

consistency in 
shift recording. 

✓ 

Employee 
rosters will 
need to be 
updated to 
accurately 

reflect the days 
worked each 

fortnight. 

  ✓ 

Training should 
be developed 
for business 
managers to 
capture and 
provide the 

right 
information for 

payroll and 
roster teams so 
this is captured 
in an accurate 

and timely 
manner. 

✓ 

WCDHB should 
provide 

communication 
and guidance to 

affected 
employees as to 
the changes in 
capturing and 
recording of 

working 
patterns and 
the effects of 

this. 
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Appendix A CDHB leave payment rules 

Payroll basis 

Most employees are paid on a fortnightly basis (two fortnight tranches are paid, FN1 and FN2).  Employees who are paid on a weekly basis (under the pay group 
WKL) are generally tradespeople and cleaners. CDHB also process a separate pay for the charity MAIA Health Foundation. The payroll system, Ascender PS 
Enterprise (“PSe”) holds the payroll and HR information for employees.  

Employees are paid via timesheets processed through: 

► Microster, CDHB’s rostering and time recording system, 

► via paper time sheets for employees at Canterbury Laundry Services, or 

► via “ORDSAL”, an automatic payment of the employee’s standard is working hours.  

If employees are due additional allowances, these are processed via Microster or manually claimed via an exception sheet. 

Microster is the rules and costing engine for CDHB, applying the Multiple Employee Collective Agreement (“MECA”) awards to each employee prior to the import of 
data into PSe. When there are changes to employee’s profiles, these are made in PSe and then updated into Microster on a regular basis.  

Time recording 

CDHB employees use Microster to schedule employees work and record hours worked each week. For employees who are paid via ORDSAL, base hours are 
automatically processed through PSe and any leave and allowances are imported from Microster. Rosters either reflect the employees working pattern or are a 
proxy for the employee’s pattern, depending on the department and role of each employee. Employees enter their hours worked, and these are approved by their 
manager on a weekly basis. Managers and/or their delegates are responsible for ensuring that employees shift’s and leave are recorded in Microster, including any 
additional allowances due or additional hours worked.  

Other manual payments such as cash ups, higher duties, pay rate changes, parental payments, negative leave, other one-off or standard outside MECA payments, 
and anything not set up in Microster are made in PSe.  

Where changes are made to an employee’s record for the week (e.g. hours worked adjusted) this is updated in Microster and reimported into PSe. 

Leave payment 

The table below details the basis on which each leave category is paid to the selected employee. 

Description Element Pay/accrual basis 

Annual leave ANNL 

ANNLPAR 

ANNLPARSMO 

LSL 

AL_CASH4 (cash up) 

CDHB pay and accrue annual leave in hours.  

Annual leave is accrued on the employee’s contracted hours. A small minority (historic Compass and Spotless 
employees transferred to CDHB) accrue on hours worked. Employees are entitled to four weeks statutory annual leave 
per entitlement year, five weeks per year after five years’ service and any additional weeks of entitlement as per their 
MECA. Senior Medical Officers (“SMOs”) and Resident Medical Officers (“RMOs”) are entitled to six weeks leave per 
entitlement year.  
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Description Element Pay/accrual basis 

ANNLPDOUT (cash 
up) 

PAL_CASH4 (cash up) 

ALPARPDOUT (cash 
up) 

ALPRSMOPD (cash 
up) 

LSLPDOUT (cash up) 

Employees annual leave is paid at the higher of their average rate and ordinary rate.  

These are calculated as follows: 

Average rate: Employees gross earnings for the past 52 weeks (or less if the employee is in their first year of 
employment), divided by the contracted hours in the same period. 

Ordinary rate: The higher of the employee’s base rate (excluding any penal rates) and the four-week ordinary earnings 
divided by the contracted hours in the same period. 

Gross and ordinary earnings are calculated dependant on the allowance codes flagged within PSe.  

Most multijob employees are employed on multiple roles under the same employee number. Gross and ordinary 
earnings from both jobs are combined to calculate the average and four-week ordinary rates. When the calculated 
average and four weekly rates are compared to the base rate, it will be the base rate for the job the leave was taken 
under used.  

When an employee changes profiled hours, there is a smoothing period that slowly reduces or increases the employee’s 
hours contracted for the divisor.  

Leave without pay (“LWOP”) 

When an employee takes a significant pre-approved period of LWOP the employee’s role is changed and their annual 
leave accrual is stopped until the pay period that they return. For shorter periods of LWOP, this is entered as a 
transaction in the payroll data and the employee will continue to accrue leave during this time. When an employee takes 
leave after a period of LWOP, the contracted hours during the period of LWOP are recorded as zero, meaning the 
divisor is reduced by the hours of LWOP taken. 

Parental leave 

When an employee is on parental leave, their employment role is changed in the payroll system and they are put on a 
different accrual scheme (PLANNL). Employees continue to accrue annual leave and the balance is shown separately to 
their normal annual leave entitlement. Regardless of when it is taken, it is paid at the average rate only.  

Annual leave cash up 

Employees are able to cash up one week of statutory leave per entitlement year. They are able to cash up their 
additional contractual leave. There is an approval process to request the leave and this will only be approved if there is 
entitled leave available.  

Consecutive leave 

If an employee takes leave across multiple pay periods, the leave rate for each pay period is calculated separately. 

Long service leave 

Unpaid leave codes 

LVENOTPD 

LWOP 
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Description Element Pay/accrual basis 

For most employees long service leave is paid at the higher of the average rate or the base rate. Some are paid at only 
base rate. Long service leave entitlement is dependent on each employee’s MECA. 

Rehire  

If an employee returns within three months (12 months for a nurse) the employee will retain their original 
commencement date for the purposes of long service leave and additional contractual entitlements.  

Shutdown 

Some services at Burwood Hospital are closed for one to two weeks over the Christmas period. Staff in these services 
are encouraged to take leave but can work at an alternative location if they request it. 

Public 
holiday not 
worked 

BORD 

PHOL 

ROFF 

CDHB pay employees for public holidays not worked at the employee’s Relevant Daily Pay (“RDP”). CDHB do not 
perform an Average Daily Pay (“ADP”) calculation. 

RDP is calculated as the employee’s base rate plus penal rates and allowances for the hours are applicable to that 
rostered day. 

It is the responsibility of the employee’s manager to determine whether a public holiday would be the employee’s 
otherwise working day or not. For employees who are paid automatically via ORDSAL, the payroll system views the 
employees as working Monday to Friday and not their actual roster. These employees are therefore automatically paid 
for a public holiday not worked.  

Additional codes paid 
when not working 

specific shifts: 

AFNW 

HFNW 

HWNW 

NGNW 

OT2NW 

OTNW 

P1NW 

PENW 

WKNW 

Public 
holiday 
worked 

STAT When an employee works a public holiday, CDHB will pay the employee at time and a half (or double time, depending on 
the MECA) for the hours worked. Specific additional codes are used on a public holiday worked to pay allowances and 
penal rates. These are not paid at time and a half. Additional codes paid 

when working specific 
shifts: RELE

ASED U
NDER THE O

FFIC
IAL I

NFORMATIO
N ACT



 Confidential and not for wider distribution 

29 
 

Description Element Pay/accrual basis 

STAF 

STOT 

STNG 

STWD  

STAH 

STAR 

OCPH 

OCWK 

PCADPH08 

PCADPH22 

ADPH08 

ADPH22 

CBPH08 

CBPH22 

An alternative day is recorded automatically for employees who are rostered as working on the public holiday in 
Microster. Otherwise, the alternative day must be claimed manually. 

If an employee only works for part of the public holiday, they are paid time and a half or double time for the hours 
worked on the public holiday and the balance of hours for the day (based on the employee profile as rostered by the 
manager) is paid as a public holiday not worked.  

If an employee works across midnight into or out of a public holiday the employee will only be paid for the public holiday 
worked for the hours that fall in the public holiday (i.e. the shift will be paid partially at ordinary time and partially as a 
public holiday worked). The employee is still provided with an alternative day. 

Sick leave  

SICK 

SICKHRS 

 

CDHB pay employees for sick leave at RDP as previously described. CDHB do not perform an ADP calculation.  

Sick leave entitlement is in hours, with the hours provided based on either a 7, 8, 10, 11.5 or 12 hour day. The 
employee is paid their RDP based on the hours rostered for the day taken. 

Microster holds contractual sick leave and statutory sick leave as two separate balances. Contractual sick leave is paid 
using base rate only for the hours taken. The system will pay statutory sick leave prior to contractual sick leave.  

Refer to public 
holiday not worked 
for additional codes 

paid when not 
working. 

Bereavement 
leave 

BERE CDHB pay employees for bereavement leave at RDP as previously described. CDHB do not perform an ADP calculation.  

As with other bereavement, alternative, public holiday, sick or family violence (“BAPSF”) leave types, bereavement 
leave is paid in hours. 

Refer to public 
holiday not worked 
for additional codes RELE
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Description Element Pay/accrual basis 

paid when not 
working. 

It is the managers discretion how many days/hours the employee is entitled to. 

Alternative 
leave 

 

LIEU 

LIEUHRS 

LIEUPDOUT (cash up) 

 

 

CDHB refer to alternative leave as lieu days.  

CDHB pay employees for alternative leave at RDP as previously described. CDHB do not perform an ADP calculation. 

Alternate days are held in the system as days but are paid to employees in hours, based on their roster for the day 
taken. Only whole days in lieu can be taken. If the employee decides to take half a day of lieu, they will be paid for half a 
day of hours but the whole day is reduced from the balance. 

If an employee chooses to cash out any alternative leave, they can do so after 12 months from being entitled to the 
day. When the leave is cashed up, it is paid at the higher of the annual leave rates as described above at the time that 
leave was taken. 

Refer to public 
holiday not worked 
for additional codes 

paid when not 
working. 

Family 
violence 
leave 

SPEC CDHB use the special leave code to pay family violence leave.  

CDHB pay employees for SPEC leave at base rate. CDHB do not perform an ADP calculation. 
Refer to public 

holiday not worked 
for additional codes 

paid when not 
working. 

Termination Leave payments: 

ANNLPDOUT 

ALPARDOUT 

ALPRSMOPD 

ANNLTERM 

LIEUPDOUT 

PLON 

PHOLFIN 

Termination payments are manually calculated and reviewed by the payroll team using an offline spreadsheet alongside 
the balances provided in PSe. 

The payroll team manually calculate gross earnings, obtain and confirm leave balances, leave in advance, lieu days, 
shift leave and entitlement to notional public holidays from the system and calculate the termination pay manually.  The 
values are then entered into the system under the relevant codes to pay the employee. 

Any entitled annual leave outstanding is calculated at the annual leave rates. SMO’s also receive any relevant 
permanent allowances between the actual termination and effective termination date. Parental annual leave at 
termination will be paid at the average rate only.  

Entitled annual leave (including any leave entitlement following parental leave) extends the employee’s termination date 
and any public holidays occurring in this period are paid at RDP if they are assessed as due. Should the employee be due 
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Description Element Pay/accrual basis 

LSLPDOUT a notional public holiday then their termination date is further extended by the number of notional public holidays.  If 
the employee is transferring from permanent to casual, they will not get paid out for notional public holidays. Any other 
leave with outstanding balances (long service leave, shift leave) that are paid out do not extend the termination date. 
An employee’s otherwise working day is assessed on the prior 12 weeks working pattern to determine if they would be 
due the public holiday.  

Any alternative days owed are paid out using the annual leave rates. 

Gross earnings from the pay period after the anniversary has fallen to the termination date, including termination 
payments for leave are multiplied by 8,10 or 12% (MECA dependant) to calculate the annual leave accrual amount.  Any 
annual leave that has been taken in advance is deducted from the annual leave accrual amount before being paid to the 
employee. 

If an employee does not return from extended LWOP or parental leave, they are terminated at the date that they 
started the LWOP or parental leave. If an employee on parental leave is paid for keeping in touch hours, they are still 
terminated at the day that the parental leave commenced.  

If the employee has multiple jobs (unless casual), and one role terminates no termination payment is made. The 
employee’s leave related to that job remains available to them in their remaining job. 

 

Additional payments 
at termination: 

AVALPDOUT 

GRAT 

EXCSPDOUT 

 OCLVEPDOUT 

NGNWPDOUT 

RRTAPDOUT 

RECLPDOUT 

SEVR  

SHFTPDOUT 

CMETILPDOUT 

WKNWPDOUT 

Casual 
employees 

PH8% 

PH8%PMT 

PHRM 

PHRMPMT 

PHSM 

PHSMPMT 

Casual employees utilise Microster to record all shifts worked. When the employee is required to work, they are 
scheduled onto the roster. Depending on the MECA, casual employees are due the same allowances as permanent staff. 

Every pay period, the casual employee’s gross earnings receive an 8% loading (pay as you earn (“PAYE”) holiday pay) in 
a separate allowance code. Due to their MECA, any casual RMO’s and SMO’s get 11.55% loading. This loading is added 
onto penal rates and allowances as well as their ordinary hours. In all cases this is shown as a separate amount on the 
employee’s payslip. 

If an employee has multiple jobs where one role is casual and the other permanent the employee will not receive PAYE 
on the casual earnings. The employee’s casual gross earnings will be included in the employee’s total gross earnings, 
but no extra leave  is calculated  for the casual contract. 

Employees who are on parental leave may be employed as a casual, receiving PAYE on their casual earnings. This role 
does not count towards the employee’s keeping in touch days.  

If an employee works a public holiday, they are paid time and a half (or double depending on the MECA). An alternative 
day would only be provided if submitted by the employee’s manager. There is no analysis completed or policy as to 
when an employee would receive an alternative day. 
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Description Element Pay/accrual basis 

If an employee does not work a public holiday, they generally will not get paid for the public holiday as not worked. The 
employee’s manager has the option to pay the employee for the public holiday not worked if they input the hours into 
Microster. 

Casual employees are provided with 40 hours sick leave entitlement after six months employment or as stated in the 
MECA. When the casual employee takes sick leave, they are paid for the hours rostered plus any penal rates. 
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Appendix B WCDHB leave payment rules 

Payroll basis 

Employees are paid on a fortnightly basis (two fortnight tranches are paid, WF1 and WF2). The payroll system, Ascender PS Enterprise (“PSe”) holds the payroll 
and HR information for employees.  

Employees are paid either via manual timesheets that are provided to the payroll team to enter fortnightly for each alternate pay group, or via “ORDSAL” which is 
an automatic payment of the employee’s contracted working hours.  

The WCDHB payroll team manually apply the Multiple Employee Collective Agreement (“MECA”) awards including relevant additional allowances to each employee 
prior to the inputting the data into PSe. When there are changes to employee’s profiles, these are processed by the WCDHB Admin Team before the Payroll Team 
updates the employee’s record in PSe as required.  

PSe was implemented for WCDHB in April 2010. Prior to this, the payroll system used was StarGarden HRMS (“StarGarden”). Transactional data is not available for 
this system. All employees average gross earnings were loaded into PSe as part of the implementation process.  

Time recording 

Where the employees are not paid via ORDSAL, WCDHB use manual timesheets to record the employee’s hours worked each fortnight. Rosters are controlled per 
department and the Payroll Team only receives the hours worked at the end of the fortnight when they receive the timesheets. Timesheets are reviewed and 
approved by the employee’s manager and submitted to payroll as they are responsible for ensuring that employees’ shifts and leave are recorded, including any 
additional allowances and hours worked. For employees who are paid via ORDSAL, leave requests are processed through MAX People and Capability Services or 
paper forms that are processed manually. For home support workers, timesheets from excel are provided to the payroll team to be manually entered in PSe. 

Leave payment 

The table below details the basis on which each leave category is paid to the selected employee. 

Description Element Pay/accrual basis 

Annual leave ANNL 

ANNLPAR 

ANNLPARSMO 

LSL 

AL_CASH4 (cash up) 

ANNLPDOUT (cash up) 

PAL_CASH4 (cash up) 

ALPARPDOUT (cash up) 

ALPRSMOPD (cash up) 

WCDHB pay and accrue annual leave in hours.  

Annual leave is accrued based on the employee’s hours worked in each pay period. Employees are entitled to four 
weeks annual leave per entitlement year. They may be entitled to additional weeks of entitlement depending on their 
MECA. Senior Medical Officers (“SMOs”) and Resident Medical Officers (“RMOs”) are entitled to six weeks leave per 
entitlement year. Annual leave accrual is capped dependent on the employee’s scheme. An employee on a 160 hour 
scheme cannot accrue more than 160 hours of annual leave in a year.  

Employees annual leave is paid at the higher of their average rate and ordinary rate.  

These are calculated as follows: 

Average rate: Employees gross earnings for the past 52 weeks (or less if the employee is in their first year of 
employment), divided by the base hours worked (not including any overtime). 
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Description Element Pay/accrual basis 

LSLPDOUT (cash up) Ordinary rate: The higher of the employee’s base rate (excluding any penal rates) and the four-week ordinary 
earnings divided by the base hours worked in the same period. 

Gross and ordinary earnings are calculated dependant on the allowance codes flagged within PSe.  

WCDHB treat employees with multiple jobs in a number of different ways depending on what type of roles they are 
(permanent or casual) and when they were set up. Employees may have two different employee numbers (one for 
each role) or a single employee number. Where both roles are permanent, both will accrue leave on the hours worked 
and gross and ordinary earnings of both roles are combined to create the annual leave average calculations and 
compared to the base rate of the role that the leave is being taken under.  

Where one is casual and the other permanent, leave will only be accrued on the permanent role. PAYG leave will be 
paid on the casual gross earnings. 

Leave without pay (“LWOP”) 

When an employee takes a pre-approved period of LWOP greater than a week, the employee’s role is changed, and 
their annual leave accrual is stopped until the pay period that they return.  

For shorter periods of LWOP, this is entered as a transaction in the payroll data, and the employee will continue to 
accrue leave during this time. LWOP is included in the annual leave divisor hours (equivalent to hours worked). When 
an employee takes leave after a period of LWOP, as the hours worked during the period of LWOP are recorded, so the 
divisor has not been reduced by the hours of LWOP taken. 

Parental leave 

When an employee is on parental leave, their employment role is changed in the payroll system and they are put on a 
different annual leave accrual scheme (ANNLPAR). Under this scheme, the employee will accrue leave on their 
contracted hours. Employees continue to accrue annual leave and the balance is shown separately to their normal 
annual leave entitlement. Regardless of when it is taken, it is paid at the employee’s average rate only.  

Annual leave cash up 

Employees are only able to cash up one week of statutory leave per entitlement year. They are able to cash up their 
additional contractual leave. There is an approval process to request the annual leave cash up and this will only be 
approved if there is entitled leave available.  

Consecutive leave 

If an employee takes leave across multiple pay periods, the leave rate for each pay period is calculated separately. 

Long service leave 

Long service leave is paid at the higher of the employee’s average rate or the base rate. Long service leave 
entitlement is dependent on each employee’s MECA. 

Unpaid leave codes 

LWOP 

Unpaid leave codes 
available but not 

present in the sample 
payroll data 

LVENOTPD 
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Description Element Pay/accrual basis 

Rehire  

If an employee returns within three months or MECA depending the employee will retain their original 
commencement date for the purposes of long service leave and additional contractual entitlements.  

Shutdown 

The operating theatres are closed for one to two weeks over the Christmas period. Staff in this department are 
encouraged to take leave but can work through if they do not have balance available. 

Public 
holiday not 
worked 

PHOL WCDHB pay employees for public holidays not worked at the employee’s Relevant Daily Pay (“RDP”) when the details 
of the shift that would have been worked are provided. If the employee does not work Monday to Friday daytime 
hours and the payroll team do not have information about the shift that the employee would have worked on that 
day, the employee is paid at their average rate, utilising the same calculation as described for annual leave. 

RDP is calculated as the employee’s base rate plus penal rates and allowances for the hours recorded and approved 
by the employee’s manager for that day. 

It is the responsibility of the employee’s manager to determine whether a public holiday would be the employee’s 
otherwise working day or not. For employees who are paid automatically via ORDSAL, the payroll system views the 
employees as working Monday to Friday and not their actual roster. These employees are therefore automatically 
paid for a public holiday not worked. This is not recorded as a separate transaction in the payroll data. 

Additional codes 
available but not 

present in the sample 
payroll data 

BORD 

ROFF 

Additional codes paid 
when not working 

specific shifts: 

NGNW 

OT2NW 

P1NW 
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Description Element Pay/accrual basis 

WKNW 

SANW 

Additional codes 
available but not 

present in the sample 
payroll data 

AFNW 

HFNW 

OTNW 

PENW 

Public 
holiday 
worked 

STAT When an employee works a public holiday, WCDHB will pay the employee at time and a half (or double time, 
depending on the MECA) for the hours worked. Specific additional codes are used on a public holiday worked to pay 
allowances and penal rates.  

An alternative day is manually credited. 

If an employee only works for part of the public holiday, they are paid time and a half or double time for the hours 
worked on the public holiday, the balance of hours based on the employee profile is paid at single time as a public 
holiday not worked.  

If an employee works across midnight into or out of a public holiday the employee will only be paid for the public 
holiday worked for the hours that fall in the public holiday (i.e. the shift will be paid partially at ordinary time and 
partially as a public holiday worked). The employee is provided with one alternate day. 

Additional codes paid 
when working specific 

shifts: 

NGHT 

OCPH 

OCWK 

OCW7 

Additional codes 
available but not 

present in the sample 
payroll data 
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Description Element Pay/accrual basis 

STWD  

STAH 

STAR 

STAF 

STOT 

STHF 

STHW 

Sick leave SICK WCDHB pay employees for statutory sick leave at RDP as previously described. If the payroll team do not have 
information about the shift that the employee would have worked on that day, they are paid at their average rate as 
previously described. 

Contractual sick leave is paid using base rate only for the hours taken. The system will pay statutory sick leave prior 
to contractual sick leave. Employee’s sick leave is held in hours based on a 7, 8, 10 or 12 hour day. Where an 
employee takes sick leave hours greater than their profiled day, the actual hours taken is deducted from their balance 
so more than a day may be deducted. 

For home-based support, sick leave balances are held in days. When an employee takes a sick day, they will be paid 
for the hours rostered to work that day and one day will be removed for the balance. 

Refer to public holiday 
not worked for 

additional codes paid 
when not working. 

Bereavement 
leave 

BERE WCDHB pay employees for the first three statutory days of bereavement leave at RDP as previously described. If the 
payroll team do not have information about the shift that the employee would have worked on that day, they are paid 
at their average rate as previously described. After the first three days, WCDHB pay bereavement leave at base rate. 

As with other bereavement, alternative, public holiday, sick or family violence (“BAPSF”) leave types, bereavement 
leave is paid in hours. 

It is the managers discretion how many days/hours the employee is entitled to. 

Refer to public holiday 
not worked for 

additional codes paid 
when not working. 

Alternative 
leave 

LIEU 

LIEUHRS 

LIEUPDOUT (cash up) 

WCDHB refer to alternative leave as lieu days.  

WCDHB pay employees for alternative leave at RDP as previously described. If the payroll team do not have 
information about the shift that the employee would have worked on that day, they are paid at their average rate as 
previously described. 

Alternate days are held in the system as days but are paid to employees in hours, based on their timesheet for the 
day taken. Only whole days in lieu can be taken. If the employee decides to take half a day of lieu, they will be paid for 
half a day of hours but the whole day is reduced from the balance. 

Refer to public holiday 
not worked for 
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Description Element Pay/accrual basis 

additional codes paid 
when not working. 

If an employee chooses to cash out any alternative leave, they can do so after 12 months from being entitled to the 
day. When the leave is cashed up, it is paid at the higher of the annual leave rates as described above at the time that 
leave was taken. 

Family 
violence 
leave 

DISC WCDHB use a discretionary sick leave code to pay family violence leave.  

WCDHB pay employees for DISC leave at base rate.  
Refer to public holiday 

not worked for 
additional codes paid 

when not working. 

Termination Leave payments: 

ANNLPDOUT 

ALPARDOUT 

ALPRSMOPD 

ANNLTERM 

LIEUPDOUT 

PHOLFIN 

LSLPDOUT 

Termination payments are calculated in PSe and reviewed by the Payroll Team using an Excel spreadsheet to check 
calculations and taxes due. 

Any entitled annual leave outstanding is calculated using the annual leave calculations previously described. SMO’s 
also receive any relevant permanent allowances between the actual termination and effective termination date (the 
effective termination date being the date of termination and moved out to capture any entitled leave the employee 
has). Parental annual leave at termination will be paid at the average rate only.  

Entitled annual leave (including any leave entitlement following parental leave) extends the employee’s termination 
date and any public holidays occurring in this period are paid at RDP if they are assessed as due. Should the employee 
be due a notional public holiday then their termination date is further extended by the number of notional public 
holidays. An employee’s otherwise working day is manually assessed on their working pattern to determine if they 
would be due the public holiday.  If the employee is transferring from permanent to casual, all entitlements at 
termination are paid out. Any other leave with outstanding balances (e.g. long service leave, shift leave etc.) that are 
paid out do not extend the termination date.  

Any alternative days owed are paid out using the annual leave rates previously described. 

Gross earnings from the pay period after the anniversary has fallen to the termination date, including termination 
payments for leave are multiplied by 8/10/12% (MECA dependant) to calculate the annual leave accrual amount.  Any 
annual leave that has been taken in advance is deducted from the annual leave accrual amount before being paid to 
the employee. 

If an employee does not return from extended LWOP or parental leave, they are terminated at the date that they 
hand in their resignation.  

If the employee has multiple jobs (unless casual), and one role terminates no termination payment is made. The 
employee’s leave related to that job remains available to them in their remaining job. 

Additional payments at 
termination: 

AVALFIN 

GRAT 

EXCSFIN 

RRTAFIN 

SEVR  

SHFTPDOUT 

CMETILPDOUT 

NRCBFIN 
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Description Element Pay/accrual basis 

PBASFIN 

Additional codes 
available but not 

present in the sample 
payroll data 

RECLPDOUT 

Casual 
employees 

PH8% 

PH8%PMT 

PHRM 

PHRMPMT 

PHSM 

PHSMPMT 

Casual employees are entered in PSe and when the employee is required to work, they are scheduled onto the roster 
by their manager. Casual employee submit timesheets just like permanent variable hours employee’s noted above. 
Depending on the MECA, casual employees are due the same allowances as permanent staff. 

Every pay period, the casual employee’s gross earnings receive an 8% loading (PAYG holiday pay) in a separate 
allowance code. This is automatically calculated in PSe. Due to their MECA, any casual RMO’s and SMO’s get an 
11.55% PAYG loading. This loading is added onto penal rates and allowances as well as their ordinary hours. In all 
cases this is shown as a separate amount on the employee’s payslip. 

If an employee has multiple jobs where one role is casual and the other permanent and the employee is on separate 
employee numbers, they will receive PAYG on the casual earnings. The employee’s casual gross earnings will not be 
included in the employee’s total gross earnings. 

Employees who are on parental leave may be employed as a casual, receiving PAYG on their casual earnings. This 
role does not count towards the employee’s keeping in touch days.  

If an employee works a public holiday, they are paid time and a half (or double depending on the MECA). An 
alternative day is not credited to the employee. There is no analysis completed or policy as to when an employee 
would receive an alternative day. 

If an employee does not work a public holiday, they generally will not get paid for the public holiday as not worked. 
The employee’s manager has the option to pay the employee for the public holiday not worked if they input the hours 
to the timesheets. 

After six months employment, casual employees are provided with their statutory sick leave entitlement. There is no 
balance provided to the employee but a manual check is performed on prior absences to ensure that the employee 
has entitlement available. When the casual employee takes sick leave, they are paid for the hours rostered plus any 
penal rates. 
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Appendix C CDHB employee sample selection methodology 

Background / context 

Compliance with the Holidays Act is a challenge for a significant number of New Zealand organisations. 
Canterbury District Health Board (“CDHB”) are part of the New Zealand District Health Boards (“DHB”) working 
group that has worked alongside the Labour Inspectorate (a division within the Ministry of Business Innovation 
and Employment (“MBIE”)) and the Unions to agree a consistent way forward that will be implemented across all 
DHB’s. 

The framework to address Holidays Act issues across the DHB’s has been agreed with each of the DHB’s CEO’s. In 
addition, the Labour Inspectorate has agreed that previous Enforceable Undertaking’s (“EU’s”) will be redacted 
and rather each DHB will sign a Memorandum of Understanding (“MOU”) committing to address and remediate 
the issues identified2. 

The remediation programme will cover the period 1 May 2010 through to the change in systems and processes 
to address the instances of non-compliance identified. 

The first stage of the programme of work is to complete a review of CDHB’s current practices relating to Holidays 
Act calculations. 

This paper provides an overview of the sampling and calculation methodology applied to select the CDHB 
employee sample for the Holidays Act review. 

Sampling methodology overview 

The information below provides an overview of the key aspects of the sampling methodology applied in 
determining the employee sample selection for CDHB. 

Sampling Period: 1 May 2010 - 30 June 2019. 

Total number of employees in the period (including terminated employees): 21,8033.  

Sample size:  

196 employees have been selected from the entire population and comprises of casual, current and terminated 
employees.  

Sample approach:  

The requirements of the 12.04.19 Framework – Agreed Document (“Framework”) and 20190412 Baseline 
Agreed Document (“Baseline”) have been considered when selecting the sample employees for recalculations. 
The key categories for the employee sample based on the Framework document are shown below.  

Framework sample 
requirement 

Payroll information 

Full time fixed hours 
FT flag is marked, and employee is paid ordinary hours on ‘ORDSAL’ 
code. 

Full time variable hours FT flag is marked, and employee is paid ordinary hours on ‘ORD’ code. 

Part time fixed hours 
PT flag is marked, and employee is paid ordinary hours on ‘ORDSAL’ 
code. 

Part time variable hours PT flag is marked, and employee is paid ordinary hours on ‘ORD’ code. 

Casual Employee type contains “Casual”. 

Terminated  
The employee’s employment instance has a date in the date of leaving 
field within the scope period. 

Multiple job holders Employee has an indicator of have multiple roles. 

 
2 The MOU defines the calculations to be performed for the remediation only. Going forwards DHB’s are required to be compliant with 
the Holiday’s Act. 
3 This population is exclusive of any employee who has terminated before 1 May 2010 or employed after 30 June 2019. 33 employees 
who are solely in governance positions (determined by only being on the Award ‘DFS - Director Fee for Services’) are also excluded from 
this population. 
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When an employee is paid on the pay code ‘ORDSAL’, they will present a more fixed working pattern than 
employees who are paid on the ordinary pay code ‘ORD’. As a result, employees who have been paid on the code 
‘ORDSAL’ are considered to have fixed hours and employees who have been paid on the code ‘ORD’ are 
considered to have variable hours. 

In addition to the requirements of the DHB’s Framework and Baseline documents sample employees have been 
selected to cover the following CDHB specific groupings: 

Professional groups 

► Senior Medical Officers (“SMO’s”) 

► Resident Medical Officers (“RMO’s”) 

► Midwives and Nurses 

► Allied Health  

► Support (e.g. Kitchen Assistant, Orderly etc.) 

► Management/Admin (“Admin”) 

Other sample considerations 

The ratios of current versus terminated and permanent versus casual employees have been reviewed to confirm 
they are representative of the proportion (by professional groups) of the full population of employees at CDHB. 

Employees from throughout the sample scope period have been selected to capture different system 
configurations and process changes.  

Employees have been selected that cover all the employment agreements in place during the sample period. 

Summary of employees selected 

Overall summary 

The table below provides a summary of the sample employees by both the DHB Framework categories and 
CDHB’s professional groups.  

Employees may have moved between categories (e.g. fixed full time to fixed part time) as well as groups (e.g. 
Support to Admin) during the sample period and their tenure at CDHB.  

The table below captures all positions / areas for the sample 196 employees in the scope period and as 
employees may have worked under multiple categories or professional groups (e.g. due to job changes) the total 
in the table exceeds the total of 196.  

Categorisation Admin 
Allied 
Health 

Midwives 
and 

Nurses 
RMO SMO Support TOTAL 

Full time fixed hours 13 3 2 11 7 4 40 

Full time variable hours 14 31 41 3 4 10 103 

Part time fixed hours 11 1 2 3 7 1 25 

Part time variable hours 17 22 56 3 6 6 110 

Casual 1 5 9 2 1 2 20 

Terminated  15 14 30 4 5 7 75 

Multiple job holders 4 10 10 1 3 1 29 

TOTAL 75 86 150 27 33 31  

Current and terminated employees by professional group 

101 current and 75 terminated employees have been selected. The table below shows the number of employees 
by professional group and these employees current or last employment status.  

Grouping Current Terminated 
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Admin 16 15 

Allied Healthcare 23 14 

Midwives and Nurses 40 30 

RMO 10 4 

SMO 5 5 

Support 7 7 

TOTAL 101 75 

Casual employees by professional group 

A sample of 20 casual employees were selected from the following employment groups. 

Grouping Current and Terminated 

Admin 1 

Allied Healthcare 5 

Midwives and Nurses 9 

RMO 2 

SMO 1 

Support 2 

TOTAL 20 

Sample employees by employment agreement 

The table below captures all employee agreements for the sample 196 employees in the scope period and as such 
exceeds the total of 196.  

Award Award Description Sample Employees 

APR APEX Med Physicist Registrars 1 

AAT APEX Anaesthetic Tech SECA 1 

ACP APEX Clin Physiologists/Tech 1 

AM1 APEX Med Rad Techs 35 Hours/wk 3 

AM2 APEX Med Rad Techs 40 Hours/wk 1 

AMP APEX Medical Physicists 2 

APH APEX Physiotherapists 1 

APS APEX Psychologists 1 

APY APEX Pharmacists 2 

ART APEX Radiation Therapists 1 

AS1 APEX Sonographers 35 Hours/Wk 1 

AS2 APEX Sonographers 40 Hours/Wk 2 

ASO APEX Scientific Officers 1 

ASW Amalgamated Support Services 1 

BRE Brackenridge Estate NZNO/NUPE 4 

BRX Brackenridge Estate Expired 2 

CLS Canterbury Linen Services E Tu 1 

CSE E tu/Comb Supp Serv Shift Eng 2 

CSL E tu Supp Services/ Electric 1 

CSS E tu Support Services 3 
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Award Award Description Sample Employees 

EFC E Tu Food Ser 11.5h Cater Asst 1 

EFS E Tu Food, Serv (Ex Compass) 1 

ESE E tu Supp Services/Shift Eng 1 

ICA Ind Emp Clerical & Admin (PSA) 11 

IM1 Ind Emp SchA1-MH & PMH (PSA) 1 

MLW Medical Laboratory Workers 2 

MMW Meras Midwives & Snr Midwives 3 

NAH NUPE Allied Health & Technical 1 

NAM NUPE Mental Health Nursing 1 

NDT NUPE Dental 2 

NDZ Mirror NUPE Dental 1 

NNS NZNO Nursing / Midwifery 71 

NNZ Mirror NZNO Nursing/Midwifery 2 

NSA NUPE SchA-MH/PMHexcl ClinCo EX 1 

NSD NUPE Clerical Administration 2 

NSS NUPE Support Services 1 

PA1 PSA AH S1exc MHlth/PMH Exp2015 18 

PA3 PSA AH SA3 -Clinical Psych 2 

PAT PSA AH, Public Health & Tech 15 

PCA PSA Clerical & Admin CEA 12 

PCZ Mirror PSA Administrative CEA 1 

PDN PSA AH Dental Nse Exp2015 3 

PM1 PSA SI SchA1 -MH/PMH 2 

PSD PSA AH Dental Therapy 1 

RMO Resident Medical Officers 17 

RMX Resident Medical Off Expired 1 

SFQ E TU Serv & Food Pay Equity 1 

SFW E TU Service & Food Workers 3 

SIE SI Shared Services Agency 1 

SMO Senior Med and Dental Officers 10 

SMZ Mirror Sen Med and Dental Off 1 

STO Specialty Trainees of NZ (RMO) 2 
 

Individual Employee Agreements4 70 

Further details of the ratios, samples and movements between are shown in the sample employee spreadsheet 
(“CDHB 196 samples selected by EY – includes full employee list – Final”). 

 
  

 
4 All Individual Employee Agreements (“IEA’s”) have been grouped under this single title for sampling purposes. 

RELE
ASED U

NDER THE O
FFIC

IAL I
NFORMATIO

N ACT



 Confidential and not for wider distribution 

44 
 

Appendix D WCDHB employee sample selection methodology 

Background / context 

Compliance with the Holidays Act is a challenge for a significant number of New Zealand organisations. West 
Coast District Health Board (“WCDHB”) are part of the New Zealand District Health Boards (“DHB”) working 
group that has worked alongside the Labour Inspectorate (a division within the Ministry of Business Innovation 
and Employment (“MBIE”)) and the Unions to agree a consistent way forward that will be implemented across all 
DHB’s. 

The framework to address Holidays Act issues across the DHB’s has been agreed with each of the DHB’s CEO’s. In 
addition, the Labour Inspectorate has agreed that previous Enforceable Undertaking’s (“EU’s”) will be redacted 
and rather each DHB will sign a Memorandum of Understanding (“MOU”) committing to address and remediate 
the issues identified5. 

The remediation programme will cover the period 1 May 2010 through to the change in systems and processes 
to address the instances of non-compliance identified. 

The first stage of the programme of work is to complete a review of WCDHB’s current practices relating to 
Holidays Act calculations. 

This paper provides an overview of the sampling and calculation methodology applied to select the WCDHB 
employee sample for the Holidays Act review. 

Sampling methodology overview 

The information below provides an overview of the key aspects of the sampling methodology applied in 
determining the employee sample selection for WCDHB. 

Sampling Period: 1 May 2010 - 30 June 2019. 

Total number of employees in the period (including terminated employees): 2,513.  

Sample size:  

60 employees have been selected from the entire population and comprises of casual, current and terminated 
employees.  

Sample approach:  

The requirements of the 12.04.19 Framework – Agreed Document (“Framework”) and 20190412 Baseline 
Agreed Document (“Baseline”) been considered when selecting the sample employees for recalculations. The key 
categories for the employee sample based on the Framework document are shown below.  

Framework sample 
requirement 

Payroll information 

Full time fixed hours FT flag is marked, and employee is paid ordinary hours on ‘ORDSAL’ 
code. 

Full time variable hours FT flag is marked, and employee is paid ordinary hours on ‘ORD’ code. 

Part time fixed hours PT flag is marked, and employee is paid ordinary hours on ‘ORDSAL’ 
code. 

Part time variable hours PT flag is marked, and employee is paid ordinary hours on ‘ORD’ code. 

Casual Employee type contains “Casual”. 

Terminated  The employee’s employment instance has a date in the date of leaving 
field within the scope period. 

Multiple job holders Employee has an indicator of have multiple roles. 

When an employee is paid on the pay code ‘ORDSAL’, they will present a more fixed working pattern than 
employees who are paid on the ordinary pay code ‘ORD’. As a result, employees who have been paid on the code 

 
5 The MOU defines the calculations to be performed for the remediation only. Going forwards DHB’s are required to be compliant with 
the Holiday’s Act. 
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‘ORDSAL’ are considered to have fixed hours and employees who have been paid on the code ‘ORD’ are 
considered to have variable hours. 

In addition to the requirements of the DHB’s Framework and Baseline documents sample employees have been 
selected to cover the following WCDHB specific groupings: 

Professional groups 

► Senior Medical Officers (“SMO’s”) 

► Resident Medical Officers (“RMO’s”) 

► Midwives and Nurses 

► Allied Health  

► Support (e.g. Kitchen Assistant, Orderly etc.) 

► Management/Admin (“Admin”) 

Other sample considerations 

The ratios of current versus terminated and permanent versus casual employees have been reviewed to confirm 
they are representative of the proportion (by professional groups) of the full population of employees at WCDHB. 

Employees from throughout the sample scope period have been selected to capture different system 
configurations and process changes.  

Employees have been selected that cover all the employment agreements in place during the sample period. 

Summary of employees selected 

Overall summary 

The table below provides a summary of the sample employees by both the DHB Framework categories and 
WCDHB’s professional groups.  

Employees may have moved between categories (e.g. fixed full time to fixed part time) as well as groups (e.g. 
Support to Admin) during the sample period and their tenure at WCDHB.  

The table below captures all positions / areas for the sample 60 employees in the scope period and as employees 
may have worked under multiple categories or professional groups (e.g. due to job changes) the total in the table 
exceeds the total of 60.  

Categorisation Admin 
Allied 
Health 

Midwives 
and 

Nurses 
RMO SMO Support TOTAL 

Full time fixed hours 3 4 5 4 1 1 18 

Full time variable hours 1 6 8 1 1 4 21 

Part time fixed hours 4 4 2 1 3 1 15 

Part time variable hours 3 7 11 1 1 3 26 

Casual 2 1 4 1 1 1 10 

Terminated  5 9 11 2 2 2 31 

Multiple job holders 1 1 1 06 1 1 5 

TOTAL 19 32 42 10 10 13  

Current and terminated employees by professional group 

19 current and 31 terminated employees have been selected. The table below shows the number of employees 
by professional group and these employees current or last employment status.  

 

 

6 In the population of WCDHB, there are no RMO employees who are identified as multiple job holders. 
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Grouping Current Terminated 

Admin 3 5 

Allied Healthcare 3 9 

Midwives and Nurses 6 11 

RMO 2 2 

SMO 3 2 

Support 2 2 

TOTAL 19 31 

Casual employees by professional group 

A sample of 10 casual employees were selected from the following employment groups. 

Grouping Current and Terminated 

Admin 2 

Allied Healthcare 1 

Midwives and Nurses 4 

RMO 1 

SMO 1 

Support 1 

TOTAL 10 

Sample employees by employment agreement 

The table below captures all employee agreements for the sample 60 employees in the scope period and as such 
exceeds the total of 60.  

Award Award Description Sample Employees 

AM1 APEX Med Rad Techs 35 Hours/wk 1 

WIT APEX WCDHB IT Services 1 

WPH WCDHB Pharmacy (APEX) 1 

ESF E Tu Service & Food Workers 1 

ESP E Tu Spotless Food & Serv SECA 1 

WSS WCDHB Support Services (E tu) 4 

IEA Ind Employment Agreements 25 

MLW Medical Laboratory Workers 1 

MMW Meras Midwives & Snr Midwives 2 

NNS NZNO Nursing / Midwifery 10 

NNZ Mirror NZNO Nursing/Midwifery 1 

PA1 PSA AH S1exc MHlth/PMH Exp2015 4 

PA3 PSA AH SA3 -Clinical Psych 1 

PAT PSA AH, Public Health & Tech 4 

PCA PSA Clerical & Admin CEA 5 

PCZ Mirror PSA Administrative CEA 1 

PM1 PSA SI SchA1 -MH/PMH 7 

PWT PSA WCDB Telephonists 1 

WHB WCDHB Home Based Support (PSA) 4 
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Award Award Description Sample Employees 

WHQ WC Home Based Supp Pay Eq (PSA 1 

RMO Resident Medical Officers 5 

SMO Senior Med and Dental Officers 5 

STO Specialty Trainees of NZ (RMO) 1 

NPH Primary Health Care 1 

 Individual Employee Agreements7 25 

Further details of the ratios, samples and movements between are shown in the sample employee spreadsheet 
(“WCDHB 60 samples selected by EY – includes full employee list – Final”). 

 
 
  

 
7 All individual Employee Agreements (“IES’s”) have been grouped under this single title for sampling purposes. 
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Appendix E CDHB earnings inclusions and exclusions 

The table below details the allowance codes that are included in the Gross Earnings (“GE”) and Ordinary Earnings 
(“OE”) used for annual leave payment calculations based on the sample population tested. The analysis 
performed for the below tables included allowance codes that are present in the sample data received for CDHB. 
A full analysis of all allowance codes will be required in the completion of the remediation and rectification 
phases. 

Allowance 
Code 

Allowance Description 
CDHB 

GE 
CDHB 

OE 
EY GE EY OE Comment 

72WK       >72 Hours per week Y N Y Y  

ACCF       ACCWk Related 1st wk N Y Y Y 

In line with the 
Framework, the first 
week of ACC 
compensation paid by 
the employee is included 
in gross earnings. 

ACCN       ACC Non Wk Related  Y Y N N  

AD0800     
Add Duties - 0800 - 
2200 

Y N Y Y 
 

AD2200     Add Duties 2200 - 0800 Y N Y Y  

ADD        Additional Duties Y N Y Y  

ADDH       Add Duties House Sur Y N Y Y  

ADDORD     Ordinary additional hrs Y Y Y Y  

ADDR       Add Duties Reg/SHO Y N Y Y  

ADDRAD     
Add Duties Radiology 
SMO 

Y N Y Y 
 

ADPH08     
Add Duties PH - 0800 - 
2200 

Y N Y Y 
 

ADPH22     
Add Duties PH - 2200 - 
0800 

Y N Y Y 
 

ADRN       
Add Duties Sen Reg 
AdvTrng Nt 

Y N Y Y 
 

ADRT       
Add Duties Sen Reg 
AdvTrng 

Y N Y Y 
 

AFTN       Afternoon Duty Allow Y N Y Y  

AL_CASH4   
Annual Lve 4th Wk 
Payout 

N N N N 

Providing this code is 
only used to cash up the 
first week of statutory 
annual leave, it is not 
included in gross 
earnings. 

ALPARPDOUT 
Parental Annual Leave 
Paid Out 

N N Y N 
 

ANNL       Annual Leave Y Y Y Y  

ANNLPAR    Annual Leave Y Y Y Y  

ANNLPDOUT  Annual Lve Paid Out N N Y N 

After discussion with 
CDHB, this code is used 
to pay out cashed up 
leave and entitled leave 
at termination.  

ANNLTERM   AnnualLve Pd on Term N N N N  

ARAL       Add Responsibility  Y N Y Y  

ARRS       Arrears Y N Y Y 
Arrears payments could 
be for greater than the 
prior four weeks. 
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Allowance 
Code 

Allowance Description 
CDHB 

GE 
CDHB 

OE 
EY GE EY OE Comment 

AVAL       Availability Y N Y Y  

AVALPMT    Availability Y N Y Y  

BERE       Bereavement Leave Y Y Y Y  

BRAL       Body Removal Allow Y N Y Y  

BRCLTH     Brackenridge Clothing N N N N  

BROR       Bridge Ord ovr 80hrs Y Y Y Y  

BSAL       Broken Shift Allow Y N Y Y  

CB0800     Call Back 0800 - 2200 Y N Y Y  

CB1.5      Call Back @ T1.5 Y N Y Y  

CB2200     Call Back - 2200 - 0800 Y N Y Y  

CBPH08     
Call Back PH 0800 - 
2200 

Y N Y Y 
 

CBRE       
Call Back Reg/SHO 
NghtWkd Rate 

Y N Y Y 
 

CBRG       Call Back Reg/SHOs Y N Y Y  

CBT2       Call Back @ T2 Y N Y Y  

CCVR       Cross Cover Y N Y Y  

CCVR2      
Cross Cover RMO half 
rate 

Y N Y Y 
 

CLTH       Clothing Allowance N N N N  

CLTHPMT    Clothing Allowance N N N N  

CME        Cont Med Ed SMO Y Y Y Y  

CMEIT      
CME IT Reimbursement 
tx 

N N N N 
 

CMEREIMB   
CME Expense 
Reimbursement 

N N N N 
 

CMETIL     CME TIL Y Y Y Y  

CONF       Conference Leave Y Y Y Y  

COUR       Course Leave Y Y Y Y  

CREM       Cremation Allowance  Y N Y N  

CTAG       Clin Training Agency Y Y Y Y  

CTED       Continuing Education Y Y Y Y  

DAOA       DAO - Available Y N Y Y  

DAORPMT    DAO - On Roster N N Y Y  

DFEE       Directors Fees N N N N  

DISC       Sick Discretionary Y Y N N 

Where sick leave is paid 
on this code is truly 
discretionary, it is not 
included in gross 
earnings. 

DNHL       Dent Therp Sch Hols Y Y Y Y  

EDNZ       Education Leave Y Y Y Y  

EDTH       ExtraDuties Hse Surg Y N Y Y  

EDTR       Extra Duties Reg/SHO Y N Y Y  

EPUAPMT    Expert User Allow N N Y Y  

EQULPMT    Equalisation Payment Y N Y Y  

EXCS       Excessive Hrs Allow Y N Y Y  
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Allowance 
Code 

Allowance Description 
CDHB 

GE 
CDHB 

OE 
EY GE EY OE Comment 

EXCSPDOUT  
Excess Paid Out On Final 
Pay 

Y N Y N 
 

EXCSPMT    Excessive Hrs Allow Y N Y Y  

EXPREIMB   Expense Reimbursement N N N N  

FFSV       Fee for Serv Payment Y N Y Y  

FTWR       Footwear Payment N N N N  

FTWRPMT    Footwear Payment N N N N  

GRAT       Gratuity N N Y N  

H&ST       Hlth & Safety Train Y Y Y Y  

HDAL       Higher Duties Allow Y N Y Y  

HDALPMT    Higher Duties Allow Y N Y Y  

IBTR       In Between Travel Time Y N Y Y  

JURY       Jury Service Leave Y Y Y Y  

LAUNDRY1   Laundry Allowance 1 N N N N  

LAUNDRY2   Laundry Allowance 2 N N N N  

LIEU       Lieu Day Y Y Y Y  

LIEUHRS    Lieu Day Y Y Y Y  

LIEUPDOUT  Lieu Days Paid Out N N Y N  

LSL        Long Service Leave Y Y Y Y  

LSLPDOUT   LongSve Lve Paid Out N N Y N  

LSUM       Lump Sum Payment Y N Y N  

LWOP       Leave Without Pay Y Y N N  

MEAL       Meal Allowance N N N N  

MED        Med Defence Insuranc N N N N  

MEDE       Med Education RMO Y Y Y Y  

MEDG       
Med Defense Insuranc-
15% gst 

N N N N 
 

MILE       Mileage N N N N  

MINT       Miscellaneous NonTax N N N N  

MIST       MiscellaneousTaxable Y N N N  

MLDT       
Mileage -Dental/Hme Bse 
Supp 

N N N N 
 

MVNT       Motor Vech Allow NT N N N N  

MVNTPMT    Motor Vech Allow NT N N N N  

N9B.5      No 9 Hr  Break T.5 Y N Y Y  

N9BT1      No 9 Hr  Break T1 Y N Y Y  

NGAL       Night Allowance Y N Y Y  

NGHT       Night Duty Y N Y Y  

NGNW       Night Duty Not Wkd Y N Y Y  

NMB.5      No Meal Break T.5 Y N Y Y  

NMBT1      No Meal Break T1 Y N Y Y  

NO8H       No 8 Hour Break Y N Y Y  

NTRA       Night Rate Y N Y Y  

NUISANCEC  Nuisance Calls APEX Y N Y N  

OCAEPMT    OnCall Available Emp Y N Y Y  
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Allowance 
Code 

Allowance Description 
CDHB 

GE 
CDHB 

OE 
EY GE EY OE Comment 

OCIN       
On Call Info 
Serv/Secondary 

Y N Y Y 
 

OCLVE      On Call Leave MRT Y Y Y Y  

OCLVEPDOUT 
On Call Leave MRT Paid 
Out 

Y Y Y N 
 

OCMF       On Call Mon To Fri Y N Y Y  

OCPH       On Call Public Hol Y N Y Y  

OCR4       On Call RMOs 1:4 Y N Y Y  

OCRM       On Call RMOs Y N Y Y  

OCWK       On Call Weekend/Stat Y N Y Y  

OPLISTDAY  
Outplace List Day 
SCross/St G 

Y N Y Y 
 

OPLISTNGHT 
Outplace List Nght 
SCross/St G 

Y N Y Y 
 

ORD        Ordinary Y Y Y Y  

ORDSAL     Ordinary -Salary Y Y Y Y  

ORDSAL-2   Ordinary Salary-PC2 Y Y Y Y  

OT1.5      Overtime @ T1.5 Y N Y Y  

OT2        Overtime @ T2 Y N Y Y  

P1/2       Penal 1/2 Y N Y Y  

P1/2NPMT   Phone 1/2 Non Taxabl N N N N  

PACTPMT    
Pharmacy PACT 
Allowance 

Y Y Y Y 
 

PAIDBRK    
Paid Break Between 
Duties 

Y Y Y Y 
 

PAL_CASH4  
Parent Annl Lve 4th Wk 
Payout 

N N N N 

Providing this code is 
only used to cash up the 
first week of statutory 
annual leave, it is not 
included in gross 
earnings.  

PAR        Parental Lump Sum Y N Y Y  

PARPMT     
Parental Lump Sum pd 
by period 

Y N Y Y 
 

PBAS       Pers Alw Basic Hours Y N Y Y  

PBASPMT    Pers Alw Basic Hours Y N Y Y  

PCAD0800   
Reg Phone On Call 0800-
2200 

Y N Y Y 
 

PDRP       Pro Dev &Recognition Y Y Y Y  

PFNT       Phone Full NT N N N N  

PFNTPMT    Phone Full NT N N N N  

PFTX       Phone Full Taxable Y N Y Y  

PFTXPMT    Phone Full Taxable N N Y Y  

PH8%       Prop Hols 8% N N Y Y  

PH8%PMT    Prop Hols 8% N N Y Y  

PHOL       Public Holiday  Y Y Y Y  

PHRMPMT    Prop Hols RMO 11.55% N N Y Y  

PHSMPMT    Prop Hols SMO 11.55% N N Y Y  

PNL1       Penal 1 Y N Y Y  
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Allowance 
Code 

Allowance Description 
CDHB 

GE 
CDHB 

OE 
EY GE EY OE Comment 

PRAG       
Practice Cert Reim- 
15%gst 

N N N N 
 

PRAGTRN    
Practice Cert Reim- 
12.5%gst 

N N N N 
 

PROF       Professional Fees N N N N  

PROG       Profession Fees - 15%gst N N N N  

QUAKE      Earthquake Y Y Y Y  

RECL       Rost AH On Call Dut Y N Y Y  

RECLPMT    Rost AH On Call Dut Y N Y Y  

RESTRDO    RMO Rest Day Y Y Y Y  

RISK       At Risk Payment Y N Y N 

Where a code is truly 
discretionary, this can be 
excluded from gross 
earnings. 

RRTA       Recruit & Retention  Y N Y Y  

RRTAPMT    Recruit & Retention  Y N Y Y  

RUBB       Rubbish Run Duties  Y N Y Y  

S1.5       Shift Work at T1.5 Y N Y Y  

SERH       Service Holiday CLS Y Y Y Y  

SEVR       Severence N N Y N  

SFAL       CLS Shift Allowance Y N Y Y  

SHFT       Shift Leave Y Y Y Y  

SHFTPDOUT  Shift Leave Paid Out N N Y N  

SICK       Sick Leave Y Y Y Y  

SICKHRS    Sick Leave Y Y Y Y  

SLND       Sick Leave -No deduction Y Y Y Y  

SLWP       Sick Lve Without Pay Y Y N N  

SNOW       Snowed In Y Y Y Y  

SOCK       Sock Payment N N Y N  

SOVR       Sleepover Allowance Y Y Y Y  

SPCBPMT    Spec Contribtion All N N Y Y  

SPEC       Special Paid Leave Y Y Y Y  

STAH       Stat AddDut Hse Surg Y N Y Y  

STAR       Stat  Add Duties Reg Y N Y Y  

STAT       Stat Holiday Duty Y Y Y Y  

STDN       Stand down Y Y Y Y  

STDY       Study Leave Y Y Y Y  

STRU       Strike  - Unpaid Y Y N N  

STWK       Stop Work  Y Y Y Y  

TEA        Tea Allowance N N N N  

TEAPMT     Tea Allowance N N Y Y  

TIL        Time in Lieu Y Y Y Y  

TOOL       Tool Allowance N N N N  

TOOLPMT    Tool Allowance N N Y Y  

TRAN       Transport Allowance N N N N  
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Allowance 
Code 

Allowance Description 
CDHB 

GE 
CDHB 

OE 
EY GE EY OE Comment 

TRAV       Travel Hours SMO's Y Y Y Y  

TRCB       Transport 4 Callback Y N Y Y  

TRNG       
Training Grant RMO-
15%gst 

N N N N 
 

TRNGTRN    
Training Grant RMO-Non 
GST 

N N N N 
 

UDEL       Union Delegates Lve Y Y Y Y  

UEDU       Union Education Lve Y Y Y Y  

WEND       Weekend Duty Y N Y Y  

WINF       Work Inj (First Wk) Y Y Y Y  

WINF$      Work Inj (First Wk) $$ Y N Y Y  

WINS       Wk Inj Subsequnt Wks Y Y N N  

WINS$      Wk Inj Subsequnt Wks $$ Y N N N  

WINU       ACC WR Unpaid Y Y N N  

WKBR       Weekend Brackenridge Y Y Y Y  

WKNW       Weekend Not Wkd Y N Y Y  

WKNWPDOUT  
Weekend Duty on Final 
Pay 

Y N Y N 
 

XMNY       BRE Xmas/NewYear  Y N Y N  
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Appendix F WCDHB earnings inclusions and exclusions 

The table below details the allowance codes that are included in the Gross Earnings (“GE”) and Ordinary Earnings 
(“OE”) used for annual leave payment calculations based on the sample population tested. The analysis 
performed for the below tables included allowance codes that are present in the sample data received for 
WCDHB. A full analysis of all allowance codes will be required in the completion of the remediation and 
rectification phases. 

Allowance 
Code 

Allowance Description 
WCDHB 

GE 
WCDHB 

OE 
EY GE EY OE Comment 

ACCN       ACC Non Wk Related  Y Y N N  

ACPT       
Medical Spec Acc 
Payment 

N N Y Y 
 

ADDH       Add Duties House Sur Y N Y Y  

ADDR       Add Duties Reg/SHO Y N Y Y  

AL_CASH4   
Annual Lve 4th Wk 
Payout 

N N N N 
 

ANNL       Annual Leave Y Y Y Y  

ANNLPAR    Annual Leave Y Y Y Y  

ANNLPDOUT  Annual Lve Paid Out N N Y N  

ANNLTERM   AnnualLve Pd on Term N N N N  

ARRS       Arrears Y N Y Y  

AVAL       Availability Y N Y Y  

AVALPMT    Availability Y N Y Y  

BERE       Bereavement Leave Y Y Y Y  

BRPR       Boiler Repair Y N Y Y  

CB1.5      Call Back @ T1.5 Y N Y Y  

CBT2       Call Back @ T2 Y N Y Y  

CCVR       Cross Cover Y N Y Y  

CLTH       Clothing Allowance N N N N  

CLTHPMT    Clothing Allowance N N N N  

CME        Cont Med Ed SMO Y Y Y Y  

CMETIL     CME TIL Y Y Y Y  

CMETILPDOT CME TIL Paid Out N N Y N  

CONF       Conference Leave Y Y Y Y  

COUR       Course Leave Y Y Y Y  

EDTR       Extra Duties Reg/SHO Y N Y Y  

ERBO       RMO End of Run Bonus Y N Y N  

EXCS       Excessive Hrs Allow Y N Y Y  

EXCSPMT    Excessive Hrs Allow Y N Y Y  

EXPREIMB   Expense Reimbursement N N N N  

GRAT       Gratuity N N Y N  

HDAL       Higher Duties Allow Y N Y Y  

HNDV       Handover Allowance Y N Y Y  

IMRSPMT    
Imediate Response 
Allowance 

Y N Y Y 
 

JURY       Jury Service Leave Y Y Y Y  

LIEU       Lieu Day Y Y Y Y  

LIEUHRS    Lieu Day Y Y Y Y  
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Allowance 
Code 

Allowance Description 
WCDHB 

GE 
WCDHB 

OE 
EY GE EY OE Comment 

LIEUPDOUT  Lieu Days Paid Out N N Y N  

LSL        Long Service Leave Y Y Y Y  

LSLPDOUT   LongSve Lve Paid Out N N Y N  

LSUM       Lump Sum Payment Y N Y N  

LWOP       Leave Without Pay Y Y N N  

MEDE       Med Education RMO Y Y Y Y  

MEDG       
Med Defense Insuranc-
15%gst 

N N N N 
 

MILE       Mileage N N N N  

MINT       Miscellaneous NonTax N N N N  

MIST       MiscellaneousTaxable Y N N N  

MLHB       Mileage -Home Based N N N N  

N9B.5      No 9 Hr  Break T.5 Y N Y Y  

N9BT1      No 9 Hr  Break T1 Y N Y Y  

NGHT       Night Duty Y N Y Y  

NGNW       Night Duty Not Wkd Y N Y Y  

NMB.5      No Meal Break T.5 Y N Y Y  

NMBT1      No Meal Break T1 Y N Y Y  

NRCBPMT    Non Routine CallBack Y N Y Y  

NSTOC      
Nursing Telephone On 
Call 

Y N Y Y 
 

OC5M       On Call 5pm to midnight Y N Y Y  

OCLL       On Call /24hr period Y N Y Y  

OCLVE      On Call Leave MRT Y Y Y Y  

OCM7       On Call M-F 7am-5pm Y N Y Y  

OCMF       On Call Mon To Fri Y N Y Y  

OCMN       On Call Midnight to 7am Y N Y Y  

OCPH       On Call Public Hol Y N Y Y  

OCW7       
On Call Weekend/Stat 
7AM - 5PM 

Y N Y Y 
 

OCWK       On Call Weekend/Stat Y N Y Y  

OFFN       
Offensive material 
allowance 

Y N Y Y 
 

ORD        Ordinary Y Y Y Y  

ORDSAL     Ordinary -Salary Y Y Y Y  

ORDSAL-2   Ordinary Salary-PC2 Y Y Y Y  

ORDSAL-3   Ordinary Salary-PC3 Y Y Y Y  

OT1        Overtime @ T1 Y N Y Y  

OT1.5      Overtime @ T1.5 Y N Y Y  

OT2        Overtime @ T2 Y N Y Y  

P1/2T      Phone 1/2 Taxable Y N Y Y  

P1/2TPMT   Phone 1/2 Taxable Y N Y Y  

PAL_CASH4  
Parent Annl Lve 4th Wk 
Payout 

N N N N 
 

PAR        Parental Lump Sum Y N Y Y  

PBAS       Pers Alw Basic Hours Y N Y Y  
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Allowance 
Code 

Allowance Description 
WCDHB 

GE 
WCDHB 

OE 
EY GE EY OE Comment 

PBASPMT    Pers Alw Basic Hours Y N Y Y  

PH8%       Prop Hols 8% N N Y Y  

PH8%PMT    Prop Hols 8% N N Y Y  

PHOL       Public Holiday  Y Y Y Y  

PHOLFIN    Public Holidays Final Pay Y Y Y N  

PHRMPMT    Prop Hols RMO 11.55% N N Y Y  

PIKE       Pike River Special Leave Y Y Y Y  

PNL1       Penal 1 Y N Y Y  

PRAG       
Practice Cert Reim- 15% 
GST 

N N N N 
 

PROG       Profession Fees - 15%gst N N N N  

RECD       Recreation Day Y Y Y Y  

RESTRDO    RMO Rest Day Y Y Y Y  

SABB       Sabbatical Leave Y Y Y Y  

SATM       
Saturday Morning 1st 3 
hrs 

Y N Y Y 
 

SEVR       Severance Y N Y N  

SHFT       Shift Leave Y Y Y Y  

SHFTPDOUT  Shift Leave Paid Out N N Y N  

SICK       Sick Leave Y Y Y Y  

SLWP       Sick Lve Without Pay Y Y N N  

SNOW       Snowed In Y Y Y Y  

SPEC       Special Paid Leave Y Y Y Y  

STAT       Stat Holiday Duty Y Y Y Y  

STDY       Study Leave Y Y Y Y  

STPS       
Saturday Pm & Sunday 
shift 

Y N Y Y 
 

STRU       Strike  - Unpaid Y Y N N  

UDEL       Union Delegates Lve Y Y Y Y  

WEND       Weekend Duty Y N Y Y  

WKNW       Weekend Not Wkd Y N Y Y  
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