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INTRODUCTION

Tēnā koutou,

As we continue to navigate both global
and local shifts, organisations are facing
a dynamic landscape where HR plays a
critical role in leading with clarity,
empathy, and foresight. Many of our
clients are currently managing
restructures, evolving team dynamics,
and preparing for the impact of new
legislation on their business operations.

We’ve also made a few updates to the
way we present our services, making it
easier for you to know where to go.
Intepeople now represents our Human
Resources, Employment Relations,
Organisational Development & Temps
services, while Brannigans is the face of
Executive & Governance Recruitment
and Executive Contracting. Although this
update carries the Intepeople branding,
our ongoing partnership means you can
continue to access the full range of
services across both brands.

In this update, we focus on key areas
that are shaping the HR landscape:

1. Salary & Market Movements –
Insights into salary growth forecasts, key
workforce benefits, and how to tailor
remuneration strategies to meet the
evolving needs of your workforce.
2. Personal Grievance Claims – 
The latest changes to the Employment
Relations Amendment Bill and what they
mean for high-income employees and
employers in navigating employment
relations.
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3. Equal Pay Amendment Act 2025 –
What the amendments mean for pay
equity claims across various sectors and
the broader impact on compliance and
employee relations.
4. Political Opinions at Work –
Navigating the fine line between personal
political expression and maintaining a
respectful workplace culture.
5. Restorative Practice – 
A people-centered approach to resolving
workplace conflict and strengthening
team connections.

We hope this update provides valuable
context and practical advice to help you
address these challenges and continue
shaping a positive and future-ready
workplace.

Ngā mihi nui,

Melisa Kappely
Partner



SALARY & MARKET MOVEMENTS

Median salary increases are forecasted
to be 3% over the next 12 months, and
if the past is anything to go on, we will
see movements more around the 2-
2.5% levels come this time next year.
For organisations that tie performance
to pay, the ongoing trend is to prioritise
high performers or those who are
competent in their role but below
market salary levels. For organisations
that don’t link performance directly to
pay, salary reviews are typically
managed using market benchmarking,
role-based progression, and cost-of-
living adjustments. Pay increases can
be guided by external data, evolving
responsibilities, and internal equity
rather than formal performance ratings.

Recent employee insights reveal
flexible working and additional annual
leave are the most valued benefits for
employees.  

Flexible working
and additional
annual leave are
the most valued
benefits for
employees.

The challenge for employers is no
longer simply offering these perks, but
tailoring benefits to resonate with the
specific needs of their workforce
demographics. Organisations that take
a more targeted approach by aligning
benefits to life stage, family
commitments, and career goals are
better positioned to attract and retain
talent. 

Salary growth forecasted at 3%: what this means for your workforce 
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PERSONAL GRIEVANCE CLAIMS

The Bill introduced in June 2025, if passed, will bring a major change for both high-
income employees and employers. The Bill will remove the ability for employees earning
$180,000 or more per year to raise a personal grievance if they are unjustly dismissed or
disadvantaged in relation to their dismissal.

2025 Employment Relations Amendment Bill: the new threshold for
Personal Grievance Claims and its impact on high-income employees

Practical Considerations 

This change is likely to affect employment
negotiations at high-income levels, with
fewer legal protections for these
employees. Employers may expect
requests for:

Longer notice periods
Better severance or termination
packages
Higher base salaries, or when an
incentive is not offered; 
Alternative remuneration structures
(e.g., base salary below $180k with
performance bonuses) 
Stronger negotiations for larger
increases in salary reviews

Key Implications for Employers 

Transition Period: Once the Bill is
passed into law, there will be a 12-
month transition period, where all
current employees retain the ability
to raise a personal grievance,
regardless of their salary. 
Negotiating Terms: During this
transition period employers and
employees can negotiate agreed
terms and conditions in anticipation
of the threshold’s application. This
can include agreeing to opt into the
threshold early. 
Post-Transition: Following the
transition period, the threshold
criteria will apply, meaning unless
otherwise agreed, employees
earning above the threshold will be
unable to raise a personal grievance
for unjustified dismissal or unjustified
disadvantage. 
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EQUAL PAY 
AMENDMENT ACT 2025

At the time of the Act passing under urgency in May,
there were 33 pay equity claims in progress (some of
which had been progressing for years), these were
discontinued. 

In education, large teacher claims have been paused,
and any future negotiations will face stricter thresholds.
Health and Aged Care employers may see nursing and
caregiving settlements delayed, with potential 10‑year
freezes on pay reviews. Social services organisations
face halted claims and tougher pathways for new ones.
The financial sector must prepare for heavier
compliance and comparator analysis, while the public
sector faces widespread disruption of long‑standing pay
equity agreements. 

One of the most notable aspects of the process was the
absence of public consultation, raising questions about
transparency and stakeholder engagement. The new
framework is expected to reduce government liability by
removing backpay obligations that previously applied to
successful claims. 

For sectors with a predominantly female workforce,
such as teaching and nursing, there are significant
implications. The Act introduces a strict hierarchy for
pay comparators, prioritising those from the same
employer rather than broader sector benchmarks. While
this may streamline future claims, it could also limit the
ability to draw fair comparisons in areas where same
employer comparators are not readily available. 

While the reforms to the Act could signal a more
restricted route to pay equity, proactive monitoring of
salaries will still be key for employers. 

Unpacking the Equal Pay Amendment Act 2025: what the changes mean
and why they're sparking outrage 



POLITICAL OPINIONS AT WORK  

The issue of expressing personal political opinions has been in the news recently. One
example from New Zealand involves a Tonkin & Taylor employee who heckled Winston
Peters at the Wellington train station. In Australia, a case involving an ABC reporter was
also in the headlines; she was dismissed due to her political views, but the Australian
Federal Court ruled her dismissal unjustified and awarded her $70k in compensation.
Where should the line be drawn on this issue?

First note to make is that NZ’s Human Rights legislation prohibits discrimination in
employment on a number of grounds, including religious and ethical belief and political
opinion. Most employers will have a code of conduct that prohibits behaviours that might
bring the organisation into disrepute. 

It seems obvious that if people are publicly expressing views that run counter to their
employer’s purpose or undermine their reputation, there may be consequences. One
example is from COVID times. Health professionals publicly endorsing conspiracy
theories about Ivermectin or anti-vaxx views were issues that a number of employers in
that sector dealt with. But what if these options are only expressed within the workplace?
Maybe in the staff room and it then leads to an argument between employees? Is that a
disciplinary issue? We think not, as long as discussions are held in an appropriate manner
and then people move on. 

There is also a downside to employers being too heavy handed around this issue. Public
discourse around the Tonkin & Taylor example included feedback from the Free Speech
Union “Individuals don’t forfeit their right to express political views just because they have
a job. We’re contacting Tonkin + Taylor, urging them to respect their employees’ speech
rights, and not to set a poor example to other Kiwi businesses.” And pointed out that the
company website mentioned that they were “committed to fostering a workplace where
our people feel safe, where they can feel free to be themselves…” 

Having a political opinion at work – our opinion on navigating the fine
line 
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RESTORATIVE PRACTICE 

Why consider it? 
Restorative practice is increasingly
adopted because it delivers real results:

 Better than formal processes –
Promotes healing and
understanding where traditional
methods may escalate or leave
issues unresolved. 
Enhances psychological safety –
Builds trust and openness within
teams. 
Reduces risk and cost – Helps
prevent disengagement, absence,
or legal disputes. 
Supports modern leadership
values – Aligns with inclusive,
emotionally intelligent leadership. 

A people-centered approach to workplace conflict 

When conflict arises, how it's handled can shape your workplace culture for better or
worse. While traditional approaches often focus on compliance or corrective action, more
organisations are turning to restorative practice - a structured, human-centered process
that supports healing, accountability, and long-term resolution. 

This approach is gaining momentum across sectors as part of a broader shift towards
inclusive, trust-based workplaces. 

What is restorative practice? 
Restorative practice brings together
those directly involved in a conflict,
incident, or breakdown to safely share
perspectives, acknowledge harm, and
co-create a path forward.  

It’s guided by principles of: 
Accountability over blame 
Listening over judgement 
Repair over punishment 

The goal is to rebuild trust and working
relationships, not just resolve the issue
at hand. 
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RESTORATIVE PRACTICE 
CONTINUED  

When to use it 

Restorative practice is effective in
situations such as: 

Misconduct or behavioural
incidents 
Team breakdowns or tension 
Post-investigation or return-to-work
processes 
Cultural challenges or restructures 
Reflective, team-building work 

How we can help 

Our experienced facilitators guide
individuals and teams through tailored
restorative processes, supporting both
immediate resolution and long-term
cohesion. 
We can: 

Assess suitability for your situation 
Design and facilitate safe,
structured conversations 
Support follow-up and reintegration 

If you're exploring new ways to address conflict or strengthen team culture, we're
happy to talk through what restorative practice could look like in your workplace. 
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