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1.0
Introduction 

1.1
Two very important employment relations objectives are achieved through this Bill: restoring rest and meal breaks in minimum employment legislation and the strengthening of maternity employment protections through breastfeeding breaks and facilities for employees who breastfeed.  
1.2
The New Zealand Council of Trade Unions (CTU) representing over 350,000 workers in 40 affiliated unions welcomes this Bill. The inclusion in employment legislation of mandatory rest and meal breaks, and facilities and breaks that enable women to continue breastfeeding, are both necessary and significant.  
2.0
Summary and Recommendations 
2.1
The absence of mandated rest and meal breaks in current employment legislation comes as a result of turbulent industrial relations changes during the 1990s. During that time universal employment protections were stripped away through an industrial relations framework that eroded basic rights and employment conditions.  
2.2
The CTU strongly supports the re-establishment of rest and meal breaks in law in the main framework of employment relations – the Employment Relations Act (ERA). 
2.3
Access to regular rest and meal breaks is a basic health, safety and well-being requirement.    There is a need for certainty on rest and meal break periods and for these requirements to be explicit in minimum employment legislation for awareness and enforceability purposes. Minimum employment legislation provides a basic floor under which employment conditions must not fall and forms part of the universal employment protection for all workers. 
2.4
Re-establishing rest and meal breaks in minimum employment law is part of rebuilding decent and basic employment rights legislation which was radically and deliberately destroyed by the Employment Contracts Act (ECA) 1991. 
2.5
Provisions stipulating that employers provide facilities and rest breaks for women workers who are breastfeeding are an appropriate response to the changed workforce participation of women, employment and economic realities and the increasing evidence of the health, employment and social benefits from breast feeding. Legislative provisions are required if New Zealand is to meet breastfeeding targets. These provisions are particularly important for low-wage workers and women not employed in professional occupations.  
2.6
Ensuring responsiveness to women who are breastfeeding and the provision of facilities and breaks is consistent with other policies and legislative responses that have been developed and enacted to improve the lives of working women and their families and to ensure that workplaces are responsive to and accommodating of working women and young families’ needs. 

2.7
The provision of breaks for employees who breastfeed brings us into line with provisions on employment and breastfeeding in most others countries. According to the Project on Global Working Families and the Institute for Health and Social Policy
, at least 107 countries protect working women’s right to breastfeed; in at least 73 of these countries the breaks are paid. One hour or more per day is provided in 100 of the countries, guaranteeing the right to breastfeed. 

3.0
Executive Recommendations 

3.1
The CTU strongly supports this Bill with some changes and suggests the following amendments: 
· That paid rest breaks are fifteen minutes 

· For any worker working more than 8 hours there is an entitlement for another meal break within 5 hours of the first meal break 
· That enhanced provisions for rest and meal breaks negotiated into collective agreements can not be undermined by legislation which provides for minimum standards of rest and meal breaks 

· Workers who are working more than a four shift but less than a five and a half hour shift are able to take their unpaid meal break at the end of their shift, rather than part-way through their shift ( to avoid extension of the working day) 
· That breaks provided for employees who are breastfeeding are considered as worked time and remunerated accordingly
· That the time needed for nursing breaks can be combined to allow for a reduction of hours at the beginning or end of the day 

· That the code of practice regarding breastfeeding to be developed after the passing of the Bill includes advice for employees on how to access their rights.

 4.0
Background - Rest and Meal Breaks
4.1
It came as a big surprise to many people following the introduction of this Bill to find that practices and rights most people take for granted regarding rest and meal breaks are not part of our basic employment law. 

4.2
The inclusion of provisions for rest and meal breaks in the ERA means that rest and meal breaks are once again established in minimum employment legislation. Rest breaks and meal breaks will then form part of minimum code legislation along with the Holidays Leave Act, Paid Parental Leave Act, the Health and Safety in Employment Act and the Minimum Wage Act. 
5.0
Recent Developments
5.1
The CTU notes that restoring mandatory rest and meal breaks was part of Labour Party policy in 2005. Some policy work on rest and meal breaks was commenced by the Department of Labour in 2006 and the CTU joined in some discussions. 
5.2
But the only effective response to situations where workers are not getting appropriate and necessary rest and meal breaks is a legislative response. A legislative response ensures that there are minimum requirements that apply to all workers and that there are enforcement mechanisms consistent with the ERA framework and provisions. 
6.0
Current Practices 

6.1
Currently rest and meal breaks are discretionary in employment agreements. This is demonstrated when using the Department of Labour (DOL) employment agreement builder on the DOL website and many other employment sites. 
6.2
Rest and meal breaks are technically “voluntary clauses” in employment agreements. Though we commend the DOL for including rest and meal breaks in their employment agreement builder, and bringing this to employers’ notice, the identification of meal and rest breaks as a voluntary clause is at odds with expectations about basic health and safety needs and working practices that are safe, necessary and reasonable.  
6.3
Rest and meal breaks are included in 93 percent of collective employment agreements. Industrial negotiations have typically tailored rest and meal breaks in their collective employment agreements to ensure that appropriate standards are met and specific industry and workplace needs are met and recognised. 
6.4
But low rates of union coverage in some sectors, with many thousands of workers in small workplaces not having union coverage or having inadequate employment protections, means there are restricted abilities to enforce this basic and necessary need.   
6.5
The absence of meal breaks and rest breaks as a minimum standard, and in universally applying employment law, results in there being no legal enforcement process for workers who do not have rest and meal breaks in either their individual or collective employment agreements.  

7.0
Awards and Legislation
7.1
The absence of rest breaks and meal breaks provisions has come as a result of cumulative changes in employment law.   The Factories and Commercial Premises Act introduced in 1981 – an overarching industry legislative Act - dropped all references to rest and meal breaks. At that time, workers were covered by industry awards so its impact was not significant. 
7.2
In 1991 the ECA dismantled the award system that had provided basic industry standards which included meal and rest break provisions. Minimum and universal employment protections were removed. 
7.3
Under the ECA the number of workers covered by unions declined drastically and employment conditions for workers were dramatically eroded. The most prominent features of the ECA included the move to individual and enterprise bargaining; the lack of recognition for the role of trade unions in negotiations and the emphasis on the direct relationship between the employer and the worker. Unions, whose function it is to represent their members and negotiate for fair and decent employment conditions, had their influence and their rights profoundly curtailed. 
7.4
However, despite not having rest and meal breaks in the minimum employment legislation, custom and practice regarding rest and meal breaks has been maintained for many workers. 
7.5
But there is no assured certainty this is the case and given the “discretionary status” of meal breaks, there is no requirement for monitoring of rest and meal breaks despite the fact that they are basic safety and health requirements. 

7.6
It is well known and recognised not only within the union movement that there are derelictions of duty in regard to reasonable rest and meal breaks. Those most affected by the absence of legislative provisions are those most vulnerable in the labour market: young workers, inexperienced workers, migrant workers, those in precarious work and low-income workers. New migrant workers who have limited English skills, and no knowledge of the expected standards in their industry, are particularly at risk. 

7.7
Rest and meal breaks in some sectors and workplaces are adhoc, minimum rights are not known and workers do not have basic needs met. Workers routinely miss out on breaks in the restaurant, hotel, retail and food industry sectors because of staffing and workload pressures. If there is a collective employment agreement in place the adherence is usually better, though even workers on collective agreement are missing out on meal breaks. A statutory entitlement will provide the mechanism to ensure the right is upheld.   
7.8
Protecting these workers with minimum employment rights is fundamental to providing decent protections which the ERA has as its core objective:  to build productive employment relationships through the promotion of good faith in all aspects of the employment environment and employment relationship. 
7.10
The nature of employment relationships and the inherent inequality in the employee/employer relationship mean that minimum standards must exist in law to protect and ensure all workers’ health and safety.

8.0
Requirements for Rest and Meal Breaks 

8.1
Minimum standards establishing rest and meal breaks are necessary to protect and ensure workers’ health and safety and wellbeing. Hours of work and the way the hours of work are organised can significantly affect quality of work and quality of life in general. Risk of accidents are higher when the hours of work are long, irregular and at an inconvenient time. 
8.2
In certain industries workers are exposed to greater health and safety risks.  Workers who work long working hours, who work shift work and who work at night have higher exposure to health and safety risks.
8.3
Rest breaks are also recognised as having a role in ensuing worker productivity. Research undertaken in a car plant in Swansea over a three year period found that the risk of accidents during the last half-hour of a two hour period of work, was double that for the first half-hour. The suggestion is that more frequent breaks could reduce accidents. It was concluded that increasing the frequency of rest breaks of workers who operate machinery could substantially reduce industrial accidents and that frequent work breaks (e.g. ten minutes every hour) can improve work performance
.

8.4
With an increase of workers undertaking more than 40 hours work, and many of these now in unpaid time, there is even more need to ensure certainty and legal recognition in employment law of rest and meal breaks and monitoring of these health, safety and wellbeing needs. 
9.0
New Zealand Situation 

9.1
Where the work pace is not under workers’ control or when workers are vulnerable, it is essential to be have explicit rules on the duration and timing of rest periods. 
9.2
Collective agreements play an essential part in recognising the specific needs of industry and the needs of workers in that sector. 

9.3
Increasingly in collective agreements, 15 minute rest breaks are now commonplace.  Given work intensification, we believe a ten minute rest break is inadequate for fatigue relief and does not provide adequate rest. The CTU submits that rest breaks are increased from ten to fifteen minutes in the amended law.  
10.0
Who is at Risk? 
10.1
It is the experience of unions that young people are the most vulnerable in respect of not getting rest and meal breaks.  Young people do not have employment experience or knowledge about employment rights. It is imperative to include rest and meal break provisions as a mandatory right to ensure they transfer into all employment agreements.  

10.2
The Service and Food Workers Union (SFWU) report that largest number of calls and queries are from workers asking about meal break entitlements especially where small workplaces are not covered by collective agreements. 
10.3
With a growth in temporary, casual and seasonal employment workers, the lack of assured times around meal and rest breaks exposes these workers to even greater workplace risks. 
11.0
ILO Conventions  
11.1
The organisation of working time has been important to the ILO since its inception. The significance of provisions relating to hours of work can be shown by the fact that the very first ILO Convention in 1919 was The Hours of Work (Industry) Convention. There are 25 ILO conventions and 14 non-binding recommendations in the area of working time, including hours of work, night work, paid leave, part time work and workers with family responsibilities. 
11.2
The need to limit excessive hours of work and provide for adequate recuperation including weekly rest and paid annual leave to ensure workers’ health and safety are enshrined in these international labour standards. 
12.0
International Situation 
12.1
New Zealand is an outlier internationally in not having mandatory requirements for minimum rest and meal breaks.

12.2
Rest and meal breaks to be taken during the working day are mandated by legislation in just over two thirds of the 150 countries listed in a 2005 ILO report which examined work and employment bases
. The most widespread approach is a rest break of at least 30 minutes of length although a substantial number of countries require a break of 45 minutes of more. 
12.3
Among industrialised countries, all European countries entitle their workers to a break during the working day. Most countries require a break of at least 15 - to 30 minutes in length although both Finland and Portugal specifiy a one hour break.

12.4
Many national laws specify a minimum shift length for entitlement to rest breaks usually of 4-6 hours and a number of countries mandate a longer break when daily hours are extended. In Finland those working for more than ten hours in a day are entitled to a 30 minute break after eight hours of work in addition to the universally available 30 minute break. Additional breaks are also required for work beyond eight hours in Japan.

12.5
Longer breaks are mandated in some countries and for some sectors. In the United Kingdom the legislation states than when the work patterns put health and safety at risk, particularly when the work pattern is monotonous or its rate is predetermined, the employer is required to ensure adequate rest breaks.
12.6
Another requirement regarding daily hours has emerged with the European Union’s (EU) level instrument – the Directive on the Organisation of Working Time with its main provisions to limit maximum hours of working, establish minimum entitlements to rest periods and paid annual leave for most workers in the EU. 
12.7
The table below lists the minimum duration of rest periods and the numbers of hours of work after which a break must be taken for selected countries.
 
	Country 
	Rest break duration 
	Daily working time threshold 

	Brazil 
	1-2 hours 
	6 hours

	Japan 
	45 minutes
	6 hours 

	Nigeria
	60 minutes 
	6 hours 

	Estonia
	30-60 minutes 
	4 hours 

	United Kingdom 
	20 minutes 
	6 hours 

	Republic of Korea *
	30 minutes 
	4 hours 


* 60 minutes rest is required if work exceeds eight hours
13.0
Amendments 

13.1
These amendments and additions are submitted to this section of the Bill. 
Change to 69ZD (2) 
If an employee’s work period is 4 hours or less, the employee is entitled to one 15 minute paid rest break.

Change to 69ZD (3) 

If an employee’s work period is more than 4 hours, but not more than 6 hours, the employee is entitled to

(a) One fifteen minute paid rest break ; and 

(b) One 30 minutes meal break.

Change to 69ZD (4) 

 If an employee’s work period is more than 6 hours but not more than 8 hours, the employee is entitled to 

(a) Two fifteen minute paid rest breaks; and 

(b) One 30 minute meal break. 

Add as 69ZD (3) 

· For workers who are working more than four hours and up to a five and a half hour shift, the 30 minute (unpaid) meal break can be taken at the end of the shift. 
Add as 69ZD (5) 

· Any worker working beyond eight hours in a day must have a second meal break within five hours of the time of the first meal break.  
14.0
Infant Feeding/ Breastfeeding 

14.1
Provisions for breast feeding and expression of milk at work reflect changes in the workforce and labour market and recognise the significant health benefits of breastfeeding for babies, for mothers and families and wider society. Very strong evidence exists on both the short-term and the long-term health benefits of breast feeding for babies and their mothers. 
15.0
Breastfeeding - A New Zealand Health Goal 

15.1
Recognising the essential importance of breast feeding to multiple health goals, the Ministry of Health has set ten health targets. These targets include goals to increase the proportion of infants exclusively breastfeeding at six weeks, three months and six months. 

15.2
To increase the rates of infants being breastfed, the link between breastfeeding and employment needs strengthening. The number of women returning to work, with a child under one year old is steadily increasing. In 1991 it was 22 percent; in 2001 it was 34 percent and in the 2006 census it had risen to 37 percent. Strengthening provisions in the workplace will better support breastfeeding mothers who return to work.  
15.3
A National Strategic Plan of Action launched in May 2008 to protect, promote and support breastfeeding in New Zealand is critical to support. This Bill has the potential to assist it achieve its goals.  The National Strategic Plan of Action refers to low breastfeeding rates comparatively in New Zealand and especially low rates for Māori, Pacific and Asian peoples, and states that “these figures indicate a clear need for action. 

15.4
A national promotion campaign has been established by the Ministry of Health to coordinate efforts towards reaching breastfeeding indicators.  Background research in the campaign literature refers to a number of barriers as to why breastfeeding declines after birth including returning to paid work and negative attitudes to breast feeding. Even more barriers are experienced by Māori, Pacific Island and low-income women.

15.5
Approximately 12 percent of New Zealand babies are exclusively breastfed for six months. Breastfeeding rates for Māori, Pacific and Asian peoples are significantly lower than the rates for other New Zealanders. 

15.6
Having legislative provisions will bring about culture change by requiring conditions be established that better support employees who are breastfeeding.   Providing the legal right is arguably one of the most effective responses to bring about a changed culture that is more accepting and accommodating of breastfeeding and that will increase breastfeeding rates.  

16.0
Paid Parental Leave and Breast Feeding  

16.1
Whilst advocating for better breastfeeding provisions in the workplace, the CTU strongly supports extensions and enhancements to the Paid Parental Leave (PPL) scheme.  New Zealand’s PPL provisions – while they have moved quickly in the right direction – are modest and minimal.  Other changes to extend PPL to casual temporary and seasonal employment are badly needed. Low-income women workers, including Māori and Pacific mothers are disadvantaged disproportionately in regard to PPL eligibility.  

16.2
For some women who are not eligible for PPL, breaks from employment following childbirth may be very short.  In these instances provisions that support breastfeeding are even more essential and an economic reality. 

17.0
Breastfeeding and Return to Work 

17.1
Employment issues and the employment environment are major factors influencing the duration of breastfeeding. Research and anecdotal stories confirm it is not easy for mothers to continue to breastfeed on returning to work. Structural responses are needed to ensure that women are better supported with access to appropriate facilities and paid breaks. 
17.2
In 2007, the Association of University Staff (AUS) and Auckland University reported on a partnership project 
to better support women on returning to work. This project developed because of concerns related to Auckland University women electing not to come back to the workforce despite the University having a significant employment and skills shortage.  

17.3
The project identified barriers to women returning to work after maternity leave and recommended strategies to eliminate them. The partners believed that the strategies would enhance recruitment and retention. The participants in the study – the working mothers - stated that they valued breastfeeding to aid immunity and avoid illness. A major recommendation from the project was for greater support to women who need to return to work and who breastfeed and express milk. The report authors noted that arrangements are currently made on a case-by-base basis and there is no overall policy or strategy for supporting breastfeeding.

17.4
The results from a Women’s Health Action Survey in 2003
 found that while businesses believed they were breastfeeding-friendly, none had a breastfeeding policy and there was limited communication from management to staff of their good will. This study found that few employers raised the issue with their employees and that lack of communication is interpreted as a lack of support and an unwillingness to accommodate breastfeeding at work.  
17.5
The Women's Health Action Trust reported that women lawyers and accountants gave the most positive comments of how breastfeeding-friendly their workplace was. This begs the question as to how other women workers who plan to breastfeed are faring on their return to work. 
17.6
Two parent families increasingly have both parents in work due to economic necessities. Research by a collaborative study by the Women’s Health Action Trust and the La Leche League interviewing 33 women following their return to work, mainly to professional occupations, found that the majority of those women returned to work because of economic necessity.
17.7
If women are aware of their rights to breaks and requirements for facilities to breastfeed at work before they go on parental leave, it will enable forward planning regarding return to work, continuation of breastfeeding and factoring this into other plans. This will have a real impact on increasing breastfeeding rates. 

17.8
Clear Communications, who won an EEO Trust Work and Life Award in 2001, estimated that they made savings of $75,000 per employee as a consequence of their breastfeeding-friendly policy.  All 10 Clear Communication employees in one year returned after the birth of a child (100 percent return rate) which was an estimated $750,000 in recruitment and training costs. But again these were workers in higher income brackets. 

17.9
A United Kingdom study 
of 46 women in four large public service organisations, prior to women going on maternity leave, found that 80 percent of women wanted to continue breastfeeding after returning to work. However, 90 percent of all respondents were not aware of any employer policy, nor offered any information concerning support to enable breastfeeding after returning to work. Almost 90 percent of respondents stated that employers should do more to support breastfeeding including information for pregnant women about breast feeding support that they should expect and could therefore plan to use. Recommendations from this study included access to facilities to express milk and to store breast-milk to enable them to work flexible work hours and to take rest breaks during working hours. 
18.0
New Zealand Research 

18.1
A study undertaken in 2003 by Galtry and Annandale
, who have undertaken extensive research in the area of breast feeding both in New Zealand and internationally, described “workplace programmes / policies and provision for the support of breastfeeding or breast milk collection and storage as ad hoc in nature, varying widely and in their infancy in New Zealand”.
18.2
The report from the Galtry and Annandale study stated that changes in the economic activity of women with young children mean that the intersection of breastfeeding and maternal employment must become an increasingly important concern for labour market and health policy makers and employers. 
18.3
Galtry in 1995
 noted that the lack of provisions in the workplace to support breastfeeding among employed women was a particular problem for Māori, Pacific Island and low-income groups because of the types of occupations in which these groups were concentrated and the fact that they were often ineligible for statutory parental leave.  In a Health Funding Authority Study in 2000, Lusk 
reported that Pacific mothers identified support from families, workplaces and colleagues as vital in helping them continue to breastfeed after they returned to work 
18.4
It is argued by Bevin, in 1998
, that breastfeeding makes a significant contribution to the New Zealand economy. These saving include health system costs from the reduction in various children’s health conditions. 
19.0
Providing the Right Environment  

19.1
The challenge in this issue is to recognise the uniqueness of people’s situations, strengthen maternity protections for all people as well as change attitudes. 
19.2
For some women it will not be possible for them to breastfeed at work – childcare may be out of town and not easily accessible. Facilities are required for breastfeeding mothers to be able to express milk at work. 
19.3
 For those women there are certain needs: access to a room that meets their privacy and security needs, is comfortable and of the right size and has hand-washing facilities. 
19.4
While employers and many people may initially find this difficult to accommodate, the experiences of many thousands of women are that it can be done, has been done, and is easier than employers’ realise.   Galtry and Annandale (2003) reported that they myth that breastfeeding is somewhat problematic needs to be dispelled. With a good organisational plan and provisions in place it is more than possible.
20.0
Human Rights and Discrimination 

20.1
Introducing the requirement in law for employers to provide facilities for breastfeeding, and having more supportive environments to support breastfeeding mothers, is part of having laws in place which protect working women’s rights to combine their reproductive and employment roles free from discrimination. Access to breastfeeding breaks is an important equal employment issue to prevent discrimination on the basis of gender and promote ways to ensure women’s equal participation in the workforce. 

21.0
International Situation

21.1
Legislative provisions requiring employers to provide appropriate facilities and breaks for employees who breastfeed, including facilities for the expression of breast milk, would bring us into line with legislative rights provided in most other countries.

21.2
A 2005 published review of national maternity legislation “Maternity at Work” 
drew information from 166 countries on basic maternity protections and found that legislation in at least 92 countries provides for breastfeeding breaks. Many countries have a stipulated time of at least one hour – usually divided into breaks of 30 minutes each. 

21.3
In some countries the number of nursing breaks depends on the working hours; in Belgium where a women works for four hours a day she has the right to one 30 minute break. If she works for 7.5 hours a day, she can take two nursing breaks of 30 minutes each.
21.4
In France a women breastfeeding her baby who is less than 12 months old is allowed two 30 minute breaks per working day. In Italy a new mother who works full time is entitled to two daily rest periods of one hour each and can take them together at the end of the day to shorten her working day by two hours. 

21.5
In most of the countries analysed in this report, provisions explicitly provided for payment during the breaks.  There are various ways in which this is managed; in some countries remuneration is handled through collective bargaining; some countries provide for payment under a social security regime. In all of the countries that provide for nursing breaks, the entitlement extends until the child reaches at least the age of 6 months.
21.6
In the United Kingdom an employer must provide facilities for employees to rest and facilities for storing expressed milk   Regulation and obligations that are imposed by employers are mainly through health and safety regulations  which require employers to provide facilities for breast feeding mothers to rest ( including facilities to lie down). 
22.0
Paid Breaks 

22.1
The Bill states that breaks are unpaid unless agreed. The CTU submits that breaks must be counted as worked time. This is supported by the Article 10(2) of the ILO Maternity Convention which states that:
The period during which nursing breaks or the reduction of daily hours of work are allowed , their number , the duration of nursing breaks and the procedures for the reduction of daily hours shall be determined by national aw and practice. These breaks or the reduction in daily hours of work shall be counted as working time and remunerated accordingly.  
22.2
The CTU submits that payment for breaks is essential. The ILO correctly notes that many mothers who return to work while they are breastfeeding probably do so precisely because they cannot afford to be without income from employment. For many women workers the remuneration of breastfeeding breaks is an essential component that determines their real access to health protection. 

23.0
Daily Reduction in Hours

23.1
ILO Convention No 183 states that: 


Where practicable and with the agreement of the employer and the women concerned it should be possible to combine the time allotted for daily nursing breaks to allow a reduction of hours at the beginning or at the end of the working day.

23.2
This recommendation (No 191) offers the possibility to choose whether a breastfeeding mother should be provided with a right to daily breaks or to a daily reduction in hours.

23.3
Recommendation 191 also states: 

Where practicable provision should be made for the establishment of facilities for nursing under adequate hygienic conditions at or near the workplace.

23.4
Provisions for nursing facilities are present in the legislation of one fifth of countries according to the ILO 2005 review previously mentioned. The basic necessity here is to ensure adequate and hygienic facilities for breastfeeding or the expression of milk. If not mothers may be forced to choose between weaning their child and using unsatisfactory and unhygienic facilities.

23.5
The experience of so many women who say the only place on returning to work they could express milk privately was in the toilet has to be eradicated. The code of practice can address this though providing guidance on how to provide reasonable, appropriate and practical facilities. 

23.6
We believe that the DOL research into flexible working hours, when people stated what their expectations were about their workplace and employment in relation to how to combine their own needs with employment needs is instructive. That research found that people were very realistic and responsible about what will suit the workplace in respect to changing needs and do not have unrealistic expectations.
 
23.7
Breastfeeding mothers are usually struggling with being good mothers and good employees.  As time goes on following return to work, it usually becomes easier to maintain breastfeeding. Employers need to be reminded that paid breastfeeding breaks will have finite time limits.
23.8
A code of practice can identify, by involving people in work situations who have breastfed and other experts, how this can be done and what needs to be done and provide examples of where it has successfully been done. A code of employment practice will be provide guidance for how breastfeeding can be implemented in the workplace and assurance that it can be done.
24. 0
CTU Amendments and Recommendations 

24.1
The CTU submits the following amendment to this section of the Bill. 

69Y Employer’s Obligation 

Changed (2) that for the purpose of subsection (1) (b) the breaks are considered as worked time and paid accordingly 

New (3) that if the employer and employee agree the time needed for nursing breaks can be combined to allow for a reduction of hours at the beginning or end of the day. 

Current 3 reworded to (4)

 In subsection (1), circumstances includes – 

(a) The employer’s operational environment; and 

(b) ) the employer’s resources; and 

(c) the employee’s needs 
69 ZA Code of Employment Practice Relating to Employers’ Obligations 
Change to “ as soon as practicable after the commencement of this Part, the Minister must approve under Section 100A a code of employment practice setting out employers’ obligations and how employees can access their rights”.
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